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Abstract - A cooperative is a business entity owned and operated by an individual for the benefit
of members. The business outgrowth is aligned with the small-medium business expansion in the
local area, Bali as general. The objectives of this study are to examine the effect of employee
empowerment, job stress, organizational commitment, job satisfaction at the Financial Services
Cooperative in Denpasar and to examine the role of job satisfaction in mediating the effect of
employee empowerment on organizational commitment at the Financial Services Cooperative in
Denpasar. The data for this study conducted from representable cooperatives in Denpasar based
on the criteria of a minimum asset, and Good cooperate governance score, this researched
collected 63 numbers of respondents by random sampling method. This study is implemented
qualitative and quantitative research by spreading the questionnaire to the respondence and also
interviewed after the respondence filled up the questionnaire, Partial least square (PLS) has been
used as hypothesis testing. The results of this study show that (1). Employee empowerment
process is effect positively significant to job satisfaction for the cooperatives employment, (2).
Work field pressure has a positive effect on job satisfaction, (3). Work field pressure is positive
but insignificantly effect to the organizational commitment, (4). Job satisfaction is showing
positive insignificant effect toward the organizational commitment, (5). This research found that
mediation factor between commitment and employee empowerment is work satisfaction.
Keywords: Employee Empowerment; Job Stress; Organizational Commitment and Employee
Job Satisfaction

INTRODUCTION
The most important factor for the organization
and business entities to compete is Manpower
Schuler & MacMillan (1984). Huselid (1995)
showed that implementation of human resource
management policy has an impact on employee
turnover, employee productivity and financial
performance of company organization or
business entity. Cotton & Tuttle (1986) reveals
that perceptions of job security, the level of
employee benefits, and job satisfaction affect
organizational commitment. Individual work
satisfaction is achieved when an organization can
meet individual employee expectations based on
the Disconfirmation Expectancy Theory, which
subsequently affects the intentions of individual
employees to leave the organization and obtain

employment in another organization that is
judged to be able to meet the individual
expectations of the employee. Employee
turnover resulting in an efficiency of production
processes and distribution decreased due to a
change of the new employees are still
undergoing a period of orientation after being
abandoned by the old employees and at the same
time, the operational acceptance cannot be
improved.
Problems often encountered by organizations
on human resources one of which is how to
maintain employee commitment to the company.
A cooperative is a business entity owned and
operated by an individual for the benefit of
members. Cooperatives have a very important
role for all societies in conducting financial
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transactions. The development of cooperatives is
currently supported by the development of small
and medium enterprises (SMEs) in Bali and
particularly in the rapidly growing city of
Denpasar. Along with the increasing economy in
Denpasar, the cooperative is expected to become
a provider of funds to finance and develop the
business of agriculture, trade, industry, and other
non-financial sectors.
The criteria used to measure the effectiveness
and efficiency of the business is capital, assets,
management, efficiency, independence and
growth, liquidity. Measurement of management
aspects includes organization and qualified
human resources obtained from the training,
assignment and discipline of work, that
cooperatives that have good organizational
commitment reflect the predicate healthy
cooperative.
Investigating from the problems faced by
cooperatives in Denpasar City, thus in this study,
the problems are limited to human resource
problems,
especially
the
problem
of
organizational commitment of cooperative
employees. The organizational commitment of
the employees in the cooperative needs to be
managed professionally to realize the balance
between the needs of employees with the
interests and capabilities of the cooperative. The
balance is the key in the empowerment of
employee resources to avoid job stress, maximal
work dissatisfaction and persists in competition
in the era of globalization. Thus it is increasingly
realized that in a cooperative organization, HR is
the most important element, as expressed by
Hardyansyah (2002) that man as a workforce in
the organization has an important role in
achieving the goals and provide good service for
the organization and society.
Low employee commitment can hinder
the achievement of company goals. Other
problems faced by companies other than
absenteeism are also due to lack of employee
loyalty and lack of working hours visible during
office hours, where there are still many
employees whose arrival hours are over 15
minutes late. The researcher wants to know and

understand the extent to which aspects of
employee empowerment, job stress affect the
organization's commitment to mediation and job
satisfaction of the Cooperative Financial
Services in Denpasar, the location was selected
because there is an indication of the lack of
commitment of employees to the organization
that can be seen from the results of interviews
obtained. Based on the background of the
problem above, the objectives of this study are to
examine the effect of employee empowerment,
job stress, organizational commitment, job
satisfaction at the Financial Services
Cooperative in Denpasar and to examine the role
of job satisfaction in mediating the effect of
employee empowerment on organizational
commitment at the Financial Services
Cooperative in Denpasar.
CONCEPT AND HYPOTHESES
Muhammad & Abdullah (2016) empowered
employees related to the theory of social
exchange (social exchange theory) proposed by
Blau about the mutual relationship of employees
with the organization. Organizations that support
employees and recognize the views of
employees in decision making, impact on the
high commitment of employees to the
organization. Conservation of Resources (COR)
theory developed by Stevan Hobfoll, a theory
that explains a person will seek to obtain and
maintain or retain the resources it possesses,
resources here include energy (time) (God et al.,
2012). Time is an important thing for employees
to do in the work, employees who have limited
time and demanded to do a lot of work will make
employees lose resources and cause negative
circumstances, such as experiencing stress. High
stress will make the employee's commitment to
the organization decline, whereas favourable
conditions will lead to resource gains, when
employees feel there is a calm and comfortable
atmosphere in the workplace because work is not
pursued by time, they will feel happy in spending
the rest of their career in the organization and
will increase its organizational commitment.
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Job Satisfaction
H2

Job Stress
(X2)

H4
H4

Figure 1 - Conceptual Research Model

The hypotheses that can be formulated from
the concept above are:
H1 : Employee
empowerment
has
a
significant positive effect on job
satisfaction.
H2 : Job stress has a significant positive
effect on job satisfaction.
H3 : Employee empowerment positively
affects organizational commitment.
H4 : Job stress has a significant positive
effect on organizational commitment
H5 : Influence of positive work satisfaction
significantly to the organizational
commitment of employees.
H6 : Job satisfaction has a role as a mediator
influence
the
empowerment
of
employees
to
organizational
commitment.
H7 : Job satisfaction has a role as a mediator
of the influence of work stress on
organizational commitment

METHODS
This research is a survey research design to test
the correlational correlation of employee
empowerment variable, job stress variable and
job satisfaction variable to the organizational
commitment with data collected from
cooperative financial service cooperative
organization (KJK) operating in Denpasar area.
The population in this research is all employees
of Cooperative Financial Services in Denpasar as
much as 63 people. The number of respondents
in this study is determined by using a simple
random sampling method. The data obtained are
then analyzed descriptively and inferentially.
RESULT AND DISCUSSION

Organizational
Commitment
(Y1)

(Y2)

Respondents used in this study were mostly
female respondents, over 35 years old, educated
undergraduate, and with a working period of
more than 10 years.
Validity test
Based on the research data, after validation
process, it is found that all statement items on
each indicator of employee empowerment, work
stress, organizational commitment and job
satisfaction are valid because it has correlation
coefficient> 0,30 and t-test is significant at level
0,05.
Test Reliability
The results of the research instrument
reliability test are shown in Table 5. These
results show that the Cronbach Alpha value of
each construct is> 0.60 which means that the
reliability of all research variables is categorized
well
and
accepted.
Descriptive Analysis
Descriptive analysis conducted to know the
description of each variable seen from the
frequency distribution of respondents 'answers to
the statement of variables studied for the
interpretation of respondents' assessment.
Description of Employee Empowerment
Variables
The average score for the organizational
culture variable is 3.91 where the highest average
score of the employee empowerment variable is
the input I give received in the organization
activity planner of 4.37 followed then the
indicator I get involved in determining the
organizational goals of 4, 06, my indicator can
give suggestions for an organizational problem
solving of 3.86, the indicator I was involved in
when discussing organizational changes of 3.83,
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my indicator has the freedom to decide how I do
a job of 3.78, the indicator of norms of 3.74 and
my indicator is responsible for the work
according to my responsibility of 3.60.
Description of Job Stress Variables
The average score for the organizational
culture variable is 3.85 where the highest average
score of work stress variable is that I have to
work faster than my ability of 3.98 followed by
then my indicator performs the job more than the
employee's efforts, in general, doing a job is
3.92, the indicator I have to do new stuff without
work guidance is 3.90, my indicator must work
for longer than the body resistance of 3.81, my
indicator does not involve enough time to do all
work of 3, 76, and indicators I feel
uncomfortable where I work 3.73.
Description of Organizational Commitment
Variables
The average score for the organizational
culture variable is 4.10 where the highest average
score of the performance variables is work
commitment of 4.33 followed then the timeliness
indicator is 4.28, the workload indicator is 4.26,
the craft indicator and the cooperation each of
4.01, a work quality indicator of 3.73.
Description of Job Satisfaction Variable
The average score for the organizational
culture variable is 4.10 where the highest average
score of the job satisfaction variable is I feel

satisfied with my coworkers of 4.25 followed
then the indicator of my leadership always gives
support in every job implementation of 4, 22, the
indicator I am satisfied with the level of
responsibility in my work of 3.94, the indicator I
am satisfied with the work environment of this
organization of 3.83, the indicator I am satisfied
with the salary/wages given to me of 3.80.
Inferential Analysis
Evaluation of Measurement Model (Outer
Model)
A. Convergent Validity
This evaluation is done through
examination of the outer loading coefficient
of each indicator to the latent variable. An
indicator is said to be valid if the outer
loading coefficient is between 0.60 to 0.70
but for theoretical analysis, it is not clear
then outer loading 0.50 is recommended
Ghozali & Latan (2012:78) and significant at
alpha level 0.05 or t- statistics 1.96. Because
there are some indicators that the value of
outer loading <0,50 (original value of
sample (O) is red) and not statistically
significant because of the value of T-statistic
<1,96, then model reconstruction by issuing
those indicators. All the outer loading results
of the reconstruction results have met the
valid requirement that is with the value of
index outer loading> 0.50.

Table 1. Loading Outer Value Estimation Model Results After Reconstruction
Original
Sample
Standard
Standard
Indikator<T Statistics
Sample
Mean
Deviation
Error
Konstruk
(|O/STERR|)
(O)
(M)
(STDEV)
(STERR)
X1.1 <PEMBERDAYAAN
0,82
0,82
0,10
0,10
8,48
KARYAWAN
X1.3 <PEMBERDAYAAN
0,63
0,60
0,16
0,16
3,86
KARYAWAN
X2.3 <- STRES
0,89
0,89
0,06
0,06
15,65
KERJA
X2.5 <- STRES
0,65
0,62
0,17
0,17
3,92
KERJA
Y11 <0,80
0,79
0,11
0,11
7,06
KOMITMEN
Y12 <0,75
0,74
0,12
0,12
6,33
KOMITMEN
Y23 <- KEPUASAN
0,78
0,77
0,08
0,08
9,34
KERJA
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Y26 <- KEPUASAN
KERJA

0,86

0,86

In Table 1 shows that the entire value of the
outer loading results has been qualified valid
reconstruction ie with an index value of outer

0,05

0,05

16,28

loading> 0.50 and significant at the 0.05 level (Tstatistic values> 1.96). The next analysis will use
the indicator values in Table 2.

Figure 2. Outer Loading and Path Analysis of Estimated Results After Reconstruction

Figure 3. Boothstrapping After Reconstruction (Test Statistics)

B. Discriminant Validity
Measurement of the validity of the
indicators that make up the latent variables
can also be done through discriminant
validity. Discriminant validity can be done
by comparing the AVE Root coefficient
(√AVE or Square root Average Variance
Extracted) of each variable with the
correlation value between the variables in

the model. A variable is said to be valid, if
the AVE root (√AVE or Square root Average
Variance Extracted) of each construct is
greater than the correlation value between
the constructs Ghozali & Latan (2012:7879), and each AVE value is greater than 0.50.
the value of each construct √AVE ranges
from 0.73 to 0.82 is greater than the
correlation value between constructs of
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magnitude between 0.18 to 0.47, and the
AVE value of each construct> 0.50 (ie
ranges between 0.53 to 0.68, so it is eligible
valid based on discriminant validity criteria.

variation of empowerment, stress and
satisfaction can explain the variation of
commitment by 18 percent the remaining 82
percent explained by variations outside the
model.

a. Composite Reliability and Cronbach
b. Evaluation of Structural Model through
Q-Square Predictive Relevance (Q2)
Q-Square Predictive Relevance (Q2) is a
measure of how well the observations
performed give results to the research model.
The Q-Square Predictive Relevance (Q2)
value ranges from 0 (zero) to 1 (one). The
nearer Q value of Q-Square Predictive
Relevance (Q2), indicates that the research
model is getting worse. The value of QSquare is = 1 - (1 - R12) (1 - R22)) = 1 - (1 0.13) (1 - 0.10) = 1 - 0.78 = 0.22, based on
this result the estimation model is included
in the moderate criteria to the quarves,
meaning that 22 percent of endogenous
constructing variations can be predicted by
exogenous construct variations.

Alpha
A measurement can be said to be
reliable if the composite reliability and
Cronbach alpha has a value greater than
0.70. Composite reliability and
Cronbach alpha is a measure of
reliability between the indicator blocks
in the research model. the value of the
composite reliability of each construct
has shown a value greater than 0.70
except Employee Empowerment is
slightly smaller that is 0.69 so that it
meets the reliable requirements based on
the composite reliability criteria. While
the value of Cronbach Alpha shows the
value of each construct is lower than
0.70, so it does not meet the
requirements of the Cronbach Alpha
index.

c. Evaluation of Structural Model through
Goodness of Fit (GoF)
The goodness of Fit (GoF) is a measure
of overall model accuracy (global), as it is
considered a single measurement of outer
model measurements and inner model
measurements. The measurement value
based on Goodness of Fit (GoF) has a range
of values between 0 (zero) to 1 (one). The
value of Goodness of Fit (GoF) is getting
closer to 0 (zero), indicating the model the
less good, the opposite getting away from 0
(zero) and getting closer 1 (one), then the
model the better. The strong criteria for the
weakness of the model based on the
measurement of Goodness of Fit (GoF)
according to Ghozali & Latan (2012:88), are
as follows: 0.36 (GoF large), 0.25 (GoF
medium), and 0.10 (GoF small). The
calculation by GoF shows a value of √ AR2
* A.Com = √ 0.22 * 0.60 = 0.36 This means
that the global model is a good predictive
(large).

Evaluation of Structural Model (Inner Model)
The structural model evaluation (Inner
Model) is a measure to evaluate the level of
accuracy of a model in the overall study, formed
through several variables along with its
indicators.
a. Evaluation of Structural Model Through
R-Square (R2)
The value of job satisfaction R2 is 0.26;
based on the criteria of Chin Ghozali &
Latan (2012:85), the model includes the
criteria of approaching moderate, the
meaning is the variation of employee
empowerment and work stress able to
explain the variation Job satisfaction of 26
percent, the remaining 74 percent is
explained by variations of other variables
outside the model analyzed. While the
commitment has an R-square value of 0.18
or including a weak model, meaning the

Konstruk
KEPUASAN KERJA
-> KOMITMEN

Table 2. Path Analysis and Testing Statistics
Standard
Standard
Original
Sample
T Statistics
Deviation
Error
Sample (O) Mean (M)
(|O/STERR|)
(STDEV)
(STERR)
0,17

0,17

0,12
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PEMBERDAYAAN
KARYAWAN ->
KEPUASAN KERJA
PEMBERDAYAAN
KARYAWAN ->
KOMITMEN
STRES KERJA ->
KEPUASAN KERJA
STRES KERJA ->
KOMITMEN

0,42

0,43

0,08

0,08

5,02

significant

0,02

0,02

0,10

0,10

0,19

not
significant

0,21

0,21

0,10

0,10

2,11

significant

0,33

0,36

0,08

0,08

3,96

significant

Table 2 shows that:
1) Job satisfaction has a positive effect of 0.17
on organizational commitment, and the
relationship is not significant at the 0.05
level because the value of t-statistic is
greater than 1.96 at 1.48.
2) Employee empowerment has a positive
effect on the satisfaction of 0.42, and the
relationship is significant with value t equal
to 5,02 bigger than T-table that is equal to
1,96.
3) Positive employee empowerment of 0.02 to
organizational commitment and the
relationship is not significant with the value
of 0.19 is smaller than the value of t-table is
1.96.
4) Work stress has a positive effect of 0.21 on
job satisfaction and the relationship is
significant with the value of t arithmetic of
2.11.\
5) Work stress has a positive effect of 0.33 on
organizational commitment and significant
with t value of 3.96.
6) Influence of mediation analyzed includes
direct analysis and indirect effect, analysis
in this research using the examination
method. Method of checking with how to do
twice the analysis, that is the analysis by

c

Ac

involving the mediation and analysis
variable without involving the mediation
variable.
The method of examining the mediation
variables with the coefficient difference
approach is done as follows: (a) examine the
direct influence of the Independent Variable on
Dependent Variables on the model by involving
the mediation variables; (b) check the influence
of Independent Variables on Dependent
Variables on the model without involving the
mediation variables; (c) examining the influence
of the Independent Variable on Mediation
Variables, and (d) examining the effect of the
Mediation variable on the Dependent variable. If
(c) and (d) are significant, and (a) are not
significant, then customer satisfaction is said to
be a complete mediation variable. If (c) and (d)
are significant and (a) are also significant, where
the coefficient of (a) is smaller (down) than (b)
then customer satisfaction is said to be a partial
mediation variable. If (c) and (d) are significant
and (a) are also significant, where the
coefficients of (a) are almost equal to (b) then
customer satisfaction is said not as a mediating
variable. If either (c) or (d) or both are not
significant then it is said not as a mediating
variable (Hair & et al., 2010; Solimun, 2011).

B
a

d

C

b

A

C

Figure 4. Theoretically the Role of Mediation
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Based on the calculation, then the role of
mediation commitment test can be seen in the
following Graph 5.

Figure 5. The Role of Satisfaction Mediation on the Empowerment of Commitment

Figure 6. The Role of Mediation of Job Satisfaction on Working Stress on Organizational Commitment
Based on Figure 6, it turns out job satisfaction is
not a mediation between work stress on
organizational commitment, because the indirect
relationship of job stress to job satisfaction is
significant
while
job
satisfaction
on
organizational commitment is not significant. On
the other hand, the direct relationship between
job stress on organizational commitment is
significant.
DISCUSSION
Influence of Employee Empowerment on Job
Satisfaction at Denpasar Financial Services
Cooperative
Based on the results of testing on the effect of
employee empowerment to job satisfaction,
shows that employee empowerment has a

positive and significant impact on organizational
commitment and the relationship is not
significant. Thus the hypothesis in this study
which states that employee empowerment
positively affects the job satisfaction at the
Financial Services Cooperative Denpasar. In
terms of employee empowerment indicators, 2
indicators score above average is involved in
determining the organizational goals (good) and
input that I give received in the planner of
organization activities (very good). Thus the
hypothesis in this study which states that
employee empowerment has a significant
positive effect on job satisfaction of employees
of Financial Services Cooperative in Denpasar is
not proven.
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The results of this analysis in accordance with
the statement presented Siagan (2004) which
states that the employee is the involvement of
employees in the decision-making process.
Empowering employees within a company
means allowing employees to show their
potential and skills. The results of this study are
also in line with research Maulana (2015),
(Yulianti, 2011), Febriwanti, Zulfadil, & Samsir
(2017), Siallangan (2014), Maulana & Syah
(2016), and (Elnaga & Imran, 2013) indicating
that community empowerment positively affects
organizational commitment.
The Influence of Job Stress on Job
Satisfaction at Denpasar Financial Services
Cooperative
Based on the results of testing on the effect of
job stress on job satisfaction, showed that job
stress positively affects job satisfaction at the
Financial Services Cooperative Denpasar. Thus
the hypothesis in this study which states that job
stress has a significant positive effect on job
satisfaction at the Denpasar Financial Services
Cooperative. In terms of job stress indicator, 3
indicators score above the average that works
faster than the ability (good), carrying out the
work exceeds the efforts of employees in general
(good) and do new things without the guidelines
of work (good). Thus the hypothesis in this study
which states that job stress has a significant
positive effect on employee service satisfaction
of Financial Services Cooperative in Denpasar
proven.
The result of this analysis is in accordance
with the statement made by Karambut (2012)
which states that the work stress experienced by
employees and not immediately addressed will
have an impact on behaviour that is not expected
by the organization, such as low employment and
decreased organizational commitment of
employees. The results of this study in
accordance with research Suhanto (2009),
Damar, et al. (2017), Annisa, Setyawan, & Susila
(2017), Ameer, Bhatti, & Baig (2014), and
(Bemana, Moradi, Ghasemi, Taghavi, &
Ghayoor, 2013) stating that job stress greatly
affect job satisfaction.
The Influence of Employee Empowerment
Against Organizational Commitment at
Denpasar Financial Services Cooperative

Based on the results of testing on the effect of
employee empowerment to organizational
commitment,
showed
that
employee
empowerment has a positive but not significant
effect on organizational commitment at
Denpasar Financial Services Cooperative. Thus
the hypothesis in this study which states that
employee empowerment has a significant
positive effect on organizational commitment at
the Financial Services Cooperative Denpasar. In
terms of employee empowerment indicators, 2
indicators score above average is involved in
determining the goals of the organization (good)
and input that I give received in the planner of
organization activities (very good). Thus the
hypothesis in this study which states that
employee empowerment has a significant
positive effect on organizational commitment to
the Financial Services Cooperative in Denpasar
is not proven.
The results of this analysis are in accordance
with the statement made by (Abdullah,
Almadhoun, & Ling, 2015) which states that
empowerment will make employees do a good
job and encourage employees to make better
efforts on behalf of the organization, the impact
resulting from high employee empowerment is
the increase of satisfaction work, organizational
commitment,
employee
fairness
level,
performance, motivation and productivity. The
results of this study are in accordance with the
research of Widyaningrum (2015), Praptadi
(2009), Hanaysha & Tahir (2016), Maina (2016),
and (Insan, 2013) stating that there is a
significant
influence
of
empowering
organizational
commitment.
The Influence of Job Stress on Organizational
Commitment at Denpasar Financial Services
Cooperative
Based on the results of testing on the effect of
work stress on organizational commitment,
showed that job stress has a positive but
significant
impact
on
organizational
commitment at the Financial Services
Cooperative Denpasar. Thus the hypothesis in
this study which states that job stress has a
significant positive effect on organizational
commitment at the Financial Services
Cooperative Denpasar. In terms of job stress
indicator, 3 indicators score above the average
that works faster than the ability (good), carrying
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out the work exceeds the efforts of employees in
general (good) and do new things without the
guidelines of work (good). Thus the hypothesis
in this study which states that job stress has a
significant positive effect on organizational
commitment at the Financial Services
Cooperative
in
Denpasar
proven.
The results of this analysis in accordance with
the statement put forward by Wibowo, Riana, &
Putra (2015) stating that job stress is important
to manage because of the impact of low
occupational stress can make employees do their
best to maintain organizational commitment.
The results of this study in accordance with
research Mamahit (2016), Wibowo et al. (2015),
and Pitri (2017) stating that there is work stress
positively and insignificant to organizational
commitment.
The Influence of Job Satisfaction Against
Organizational Commitment at Denpasar
Financial Services Cooperative.
Based on the results of testing on the effect of
job satisfaction on organizational commitment,
shows that job satisfaction has a positive but not
significant effect on organizational commitment
at Denpasar Financial Services Cooperative.
Thus the hypothesis in this study which states
that job satisfaction has a significant positive
effect on organizational commitment at the
Financial Services Cooperative Denpasar. In
terms of job satisfaction indicators, 2 indicators
score above average is satisfied with my
colleagues (very good) and the leadership always
gives support in every job (very good). Thus the
hypothesis in this study which states that job
satisfaction has a significant positive effect on
organizational commitment at the Financial
Services Cooperative in Denpasar is not proven.
Job satisfaction has a positive but insignificant
effect since many similar businesses are also
marketing similar products.
The results of this analysis in accordance with
the statement presented by (Parwita, 2013)
stating that an employee will be satisfied while
working, then he will do his best to get the job
done. Job satisfaction is basically how big the
positive or negative role that employees show to
their work. Individuals who are satisfied will
have a high commitment to the company. The
results of this study in accordance with research
Febriwanti et al (2017), Siallangan (2014),

Maulana & Syah (2016), (Elnaga & Imran,
2013), Muhadi, (2007) and Taurisa & Ratnawati
(2012).
The Role of Job Satisfaction in the Mediating
Effects of Employee Empowerment Against
Organizational Commitment in Financial
Services Cooperative Denpasar
Based on Hair et. al. (2010), satisfaction is a
perfect mediation between empowerment of
commitment, because the direct relationship of
empowerment to commitment is insignificant,
while indirect relationships indicate that both
empowerments of satisfaction and satisfaction
with commitment are significant. The results of
this analysis are not in accordance with the
statement put forward by (Febriwanti et al.,
2017) which states that the direct impact of
employee empowerment on job satisfaction is
greater than the indirect influence between
empowerment of organizational commitment, so
as to increase organizational commitment is
chosen direct path. According to previous
research, this means that the effect of
empowerment of organizational commitment
with the mediation of job satisfaction contributes
less when compared to the effect of employee
empowerment on organizational commitment, so
it can be said that job satisfaction is not a perfect
mediation of organizational commitment.
The Role of Job Satisfaction in Mediating the
Effects of Working Stress on Organizational
Commitment
at
Financial
Services
Cooperative Denpasar
Based on Hair & et al. (2010), satisfaction is
not a mediation between stress and commitment,
because the indirect relationship of stress to
satisfaction is significant whereas satisfaction
with commitment is not significant. The results
of this analysis are not in accordance with the
statement put forward by Wibowo et al. (2015)
which states that the direct effect of job stress on
job satisfaction is less than the indirect effect of
job stress on organizational commitment so that
to increase the commitment of organizational
chosen direct path. According to previous
research, this means that the effect of job stress
on organizational commitment with the
mediation of job satisfaction contributes more
when compared with the effect of job stress on
organizational commitment, so it can be said that
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job satisfaction is not a perfect mediation of
organizational commitment.
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