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Abstract

This study aims to analyze the influence of organizational communication and compensation and benefits
on job satisfaction and organizational commitment, with work stress as a moderating variable in Madurese
grocery stores in Malang. A quantitative approach with an explanatory research design was employed, using
a survey method through questionnaires distributed to 100 respondents selected by purposive sampling. The
data were analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM) with SmartPLS.
The results indicate that organizational communication and compensation and benefits have a positive and
significant effect on job satisfaction and organizational commitment. Conversely, work stress has a negative
and significant effect on both job satisfaction and organizational commitment. Furthermore, work stress
significantly moderates the relationship between organizational communication and compensation with job
satisfaction and organizational commitment by weakening these relationships. These findings highlight the
importance of effective communication, fair compensation systems, and proper stress management in
enhancing employee satisfaction and commitment, particularly in MSMEs. This study provides both
theoretical contributions to human resource management literature and practical implications for improving
organizational performance in small business contexts.

Keywords: Organizational communication, compensation and benefits, job satisfaction, organizational
commitment, work stress, MSMEs, PLS-SEM

INTRODUCTION

In an era of globalization and intensifying business competition, effective human resource (HR) management
has become a critical determinant of competitive advantage. Organizations must recognize employees not merely as
labor, but as strategic assets contributing to overall performance. Among the key dimensions of HR management,
organizational communication plays a pivotal role in conveying organizational vision, mission, and goals to all
members. In parallel, fair and adequate compensation and benefits are essential in enhancing employees’ job
satisfaction. Madurese grocery stores in Malang represent a segment of micro, small, and medium enterprises
(MSMESs) that face persistent challenges in maintaining employee job satisfaction and organizational commitment
amid competitive pressures. This study aims to examine how job satisfaction and organizational commitment can be
fostered through organizational communication and compensation systems, with work stress positioned as a
moderating variable within these relationships.

Roberson (2019) demonstrates that effective communication significantly enhances job satisfaction, which
subsequently strengthens organizational commitment (Roberson, 2019). In the context of Madurese grocery stores,
effective communication becomes increasingly vital due to the dynamic MSME environment, where employee
understanding and engagement with organizational goals are essential. Khan et al. (2021) found that employees who
perceive compensation systems as fair tend to exhibit higher job satisfaction and stronger organizational commitment
(Khan dkk., 2021). However, in Madurese grocery stores, resource constraints often complicate compensation
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management, making it necessary to explore how appropriate compensation structures contribute to both job
satisfaction and organizational commitment. Beyond communication and compensation, job satisfaction is also
influenced by work stress. Lazarus and Folkman (2020) argue that work stress shapes how employees perceive and
respond to organizational factors, including communication and compensation (Lazarus & Folkman, 2020). Similarly,
Kahn et al. (2022) identify work stress as a barrier that reduces communication effectiveness, thereby negatively
affecting job satisfaction (Kahn dkk., 2022). Within this context, understanding the moderating role of work stress is
crucial in explaining the relationships among organizational communication, compensation, job satisfaction, and
organizational commitment. Previous studies on these variables have predominantly focused on large-scale or formal
organizations, with limited attention to MSMEs such as Madurese grocery stores. This gap is significant, given the
unique characteristics and operational challenges of such enterprises. Therefore, this study contributes to the literature
by integrating organizational communication, compensation, work stress, job satisfaction, and organizational
commitment within the specific context of MSMEs.

Based on this background, the research addresses the following questions: (1) Does organizational
communication positively and significantly influence job satisfaction? (2) Does organizational communication
positively and significantly influence organizational commitment? (3) Do compensation and benefits influence job
satisfaction? (4) Do compensation and benefits positively and significantly influence organizational commitment?
(5) Does work stress positively and significantly influence job satisfaction? (6) Does work stress positively and
significantly influence organizational commitment? (7) Does organizational communication positively and
significantly influence job satisfaction through work stress as a moderating variable? (8) Does organizational
communication positively and significantly influence organizational commitment through work stress as a
moderating variable? (9) Do compensation and benefits positively and significantly influence job satisfaction through
work stress as a moderating variable? (10) Do compensation and benefits positively and significantly influence
organizational commitment through work stress as a moderating variable?

Accordingly, the objectives of this study are to analyze each of these relationships in a systematic manner.
Specifically, the study aims to examine the direct and moderated effects of organizational communication and
compensation on job satisfaction and organizational commitment, as well as the role of work stress in shaping these
dynamics. This study is expected to provide both practical and theoretical contributions. Practically, it offers insights
for managers in designing effective communication strategies and compensation systems to enhance job satisfaction
and organizational commitment. Theoretically, it contributes to the development of HR management literature,
particularly within the MSME sector. Several prior studies have explored similar relationships. Roberson (2019)
highlights the role of effective workplace communication in improving job satisfaction, emphasizing transparency as
a key factor in fostering employee engagement (Roberson, 2019). Graham et al. (2020) further demonstrate that two-
way communication strengthens employees’ sense of belonging and satisfaction (Graham dkk., 2020). Jiang et al.
(2021) find that clear communication reduces uncertainty and stress, thereby enhancing job satisfaction (Jiang dkk.,
2021). Conversely, Salas et al. (2020) reveal that poor communication increases work stress, ultimately reducing job
satisfaction (Salas dkk., 2020). These findings underscore the importance of communication in shaping a supportive
work environment.

While prior research primarily focuses on internal communication and its direct effects on job satisfaction,
this study extends the discussion by examining both direct and indirect effects on organizational commitment through
job satisfaction, incorporating work stress as a moderating variable. This approach provides a more comprehensive
understanding, particularly within the MSME context. In terms of compensation, Khan et al. (2021) show that fair
compensation and adequate benefits significantly enhance job satisfaction (Khan dkk., 2021). Similarly, Goh et al.
(2020) find that transparency in compensation systems increases employee trust and motivation (Goh dkk., 2020).
Arifin et al. (2020) highlight that health and educational benefits contribute not only to job satisfaction but also to
organizational commitment (Arifin dkk., 2020). Meng et al. (2021) further emphasize that benefits aligned with
employee needs reduce turnover and improve overall satisfaction (Meng dkk., 2021).

Unlike previous studies that often examine compensation and job satisfaction separately, this study adopts a
holistic approach by analyzing the interaction among compensation, job satisfaction, and organizational commitment,
while considering work stress as a moderating factor. This perspective addresses a notable gap in MSME-focused
research. Job satisfaction itself has long been recognized as a key determinant of organizational commitment.
Hakanen et al. (2020) demonstrate a positive relationship between job satisfaction and organizational commitment,
indicating that satisfied employees are more loyal (Hakanen dkk., 2020). Lee et al. (2021) further show that job
satisfaction enhances affective commitment (Lee dkk., 2021), while Shuck et al. (2019) highlight its role in improving
productivity (Shuck dkk., 2019). Meyer and Allen (2020) also note that low job satisfaction contributes to higher
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turnover rates (Meyer & Allen, 2020). Departing from prior studies that focus on direct relationships, this research
examines work stress as a moderating variable that may strengthen or weaken the link between job satisfaction and
organizational commitment. This perspective offers deeper insights into organizational dynamics within small
business settings. Organizational commitment itself has been extensively studied. Meyer and Allen (2020) categorize
commitment into affective, normative, and continuance dimensions, each influencing employee behavior differently
(Meyer & Allen, 2020). Allen and Meyer (2018) report a positive relationship between affective commitment, job
satisfaction, and performance (Allen & Meyer, 2018). O'Reilly et al. (2019) also find that effective organizational
communication enhances organizational commitment (O’Reilly dkk., 2019).

This study advances prior research by simultaneously examining how organizational communication and
compensation shape organizational commitment, rather than treating commitment solely as an outcome of job
satisfaction. This integrated approach provides a more comprehensive analytical framework. Work stress has also
received considerable attention, particularly as a moderating variable. Lazarus and Folkman (2020) propose that
workplace conditions and communication significantly influence stress levels (Lazarus & Folkman, 2020). Kahn et
al. (2022) show that stress weakens the relationship between communication and job satisfaction (Kahn dkk., 2022),
while Tzeng et al. (2021) demonstrate that stress affects how employees perceive compensation (Tzeng dkk., 2021).
Jansen et al. (2020) further highlight that supportive work environments reduce stress and improve both job
satisfaction and organizational commitment (Jansen dkk., 2020).

Building on these findings, this study emphasizes the moderating role of work stress within the MSME
context, particularly in Madurese grocery stores. By integrating all variables into a unified framework, this research
provides a more nuanced understanding of how organizational communication, compensation, job satisfaction, and
organizational commitment interact under varying levels of work stress. Ultimately, this study contributes to the
literature by addressing a gap in MSME-focused research and offering empirical insights into the dynamics of HR
management in Madurese grocery stores in Malang.

LITERATURE REVIEW

Organizational communication theory focuses on how communication occurs within organizational settings
and how it shapes interaction patterns, relationships, and individual performance. Effective organizational
communication is widely recognized as a key mechanism for fostering job satisfaction and strengthening employee
commitment. Downs and Adrian (2019) argue that effective communication within organizations can enhance job
satisfaction and build commitment. In a similar vein, Wang et al. (2021) demonstrate that clear and open
communication reduces uncertainty and increases employee engagement, which in turn positively affects job
satisfaction (Wang dkk., 2021). In the present study, organizational communication is conceptualized through several
core dimensions, including openness of information sharing, the quality of communication among employees, the
frequency of interdepartmental communication, the feedback employees receive from supervisors, and the timeliness
of information delivery.

Compensation and benefits theory explains that a fair and competitive reward system can increase employee
motivation and job satisfaction. Khan et al. (2021) emphasize that employees who perceive their compensation as
commensurate with their contributions tend to be more satisfied and more committed to the organization (Khan dkk.,
2021). Likewise, Goh et al. (2020) highlight the importance of transparency in compensation systems, noting that
such transparency not only affects job satisfaction but also builds trust between employees and management (Goh
dkk., 2020). In this study, compensation and benefits are measured through indicators such as salary level and
financial rewards, health and educational benefits, fairness in benefit distribution, the alignment of benefits with
employee needs, and the availability of performance-based bonuses and incentives.

Job satisfaction theory centers on the factors that shape employees’ evaluations of their work. High levels of
job satisfaction have consistently been associated with stronger organizational outcomes. Hakanen et al. (2020) found
that job satisfaction is positively related to organizational commitment, suggesting that satisfied employees tend to
be more loyal and perform better (Hakanen dkk., 2020). Lee et al. (2021) further report that job satisfaction
contributes to affective commitment, namely employees’ emotional attachment to the organization (Lee dkk., 2021).
In this research, job satisfaction is assessed through several dimensions, including satisfaction with tasks and
responsibilities, the sense of appreciation perceived by employees, motivation at work, work—life balance, and
perceptions of career development opportunities. Organizational commitment theory in this study draws on the
framework developed by Meyer and Allen (2020), who identify three dimensions of commitment: affective,
continuance, and normative commitment (Meyer & Allen, 2020). Prior studies indicate that communication and
reward systems are among the major antecedents of this construct. O'Reilly et al. (2019), for instance, show that
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effective organizational communication can strengthen employees’ affective commitment (O’Reilly dkk., 2019).
Similarly, Somers (2021) underscores that adequate benefits contribute to higher organizational commitment
(Somers, 2021). In this study, organizational commitment is measured through employees’ emotional attachment to
the organization, their willingness to remain in the organization, their level of participation in organizational activities,
their perceptions of organizational values, and their willingness to recommend the organization to others.

Work stress theory addresses how workplace conditions and demands influence employees’ psychological
and behavioral responses. Lazarus and Folkman (2020) explain that work stress may arise from high job demands
combined with low social support (Lazarus & Folkman, 2020). Kahn et al. (2022) further show that work stress can
function as a barrier in the relationship between organizational communication and job satisfaction, as high stress
levels may reduce communication effectiveness (Kahn dkk., 2022). In the present study, work stress is operationalized
through several indicators, including physical and mental fatigue, dissatisfaction with workload, anxiety in dealing
with job demands, social support received from coworkers, and experiences of excessive work demands.

Based on these theoretical foundations, the conceptual model of this study proposes that organizational
communication and compensation directly influence employee job satisfaction and organizational commitment, while
work stress acts as a moderating variable that may either strengthen or weaken these relationships. This framework
reflects the assumption that favorable communication and compensation practices do not operate in isolation, but are
conditioned by the stress levels experienced by employees in their daily work environment. On this basis, the study
hypothesizes that organizational communication has a positive effect on job satisfaction and organizational
commitment, compensation and benefits positively influence job satisfaction and organizational commitment, and
work stress has a negative and significant effect on both job satisfaction and organizational commitment.
Furthermore, work stress is expected to negatively and significantly moderate the effects of organizational
communication on job satisfaction and organizational commitment, as well as the effects of compensation and
benefits on job satisfaction and organizational commitment.

RESEARCH METHOD

This study employs a quantitative approach in order to test the proposed hypotheses derived from the
conceptual model. A quantitative design is appropriate because it enables the researcher to collect numerical data and
analyze them statistically, thereby generating objective and measurable findings. More specifically, the study is
designed to identify the relationships among organizational communication, compensation and benefits, job
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satisfaction, organizational commitment, and work stress, while also examining the moderating role of work stress in
these relationships. In terms of research type, this study adopts an explanatory design. Explanatory research seeks to
clarify causal relationships among variables and is therefore suitable for investigating how organizational
communication and compensation and benefits affect job satisfaction and organizational commitment, with work
stress functioning as a moderating variable. The study applies a survey method, in which data are collected through
questionnaires administered to respondents. The population of this study is not known with certainty, given that the
research was conducted in the context of Madurese grocery stores in Malang. For this reason, the sample size was
determined using the Bernoulli formula.

The calculation used the following parameters: Z = 1.96 for a 95% confidence level, p = 0.5 as the assumed
proportion, and e = 0.1 as the margin of error. Based on this calculation, the required sample size was 96 respondents,
which was then rounded up to 100 respondents. The study also employed purposive sampling to select respondents
who met criteria relevant to the study objectives. However, the statement that respondents were active social media
users and involved in TikTok marketplace content marketing strategy appears inconsistent with the topic of this study
and should ideally be revised for methodological alignment. Nevertheless, purposive sampling, as noted by Sugiyono
(2017), allows researchers to focus on elements with specific and relevant characteristics (Sugiyono, 2017). The data
used in this research consist of both primary and secondary sources. Primary data were obtained from questionnaires
distributed to respondents. These questionnaires were designed to measure organizational communication,
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compensation and benefits, job satisfaction, organizational commitment, and work stress. Secondary data were
collected from relevant literature and supporting sources, including journal articles, books, and previous research
reports related to the topic under investigation. The data collection technique applied in this study was the
questionnaire method. The questionnaire consisted of a set of statements developed to capture each research variable.
Each item was measured using a Likert scale, allowing respondents to express the degree of their agreement with
each statement. Creswell (2014) notes that questionnaires are highly effective instruments for quantitative research
because they enable the collection of data from a large number of respondents within a relatively short period of time
(Creswell, 2014).

The collected data were analyzed using Smart PLS, a software package widely used for structural model
analysis and particularly useful for estimating complex models involving multiple variables and interaction effects.
This analytical technique was employed to test the proposed hypotheses and to determine the strength and
significance of the relationships among the study variables. As explained by Hair et al. (2017), Smart PLS is especially
beneficial for examining models with numerous constructs and interaction terms, making it well suited to the
complexity of the present study (Hair dkk., 2017a).

RESULTS AND DISCUSSION
Responden Characteristic

Respondent Gender Characteristics Respondent Age Characteristics

Male

<25 Years
25-35 Years
>35 Years

Female

Respondent Education Characteristics Respondent Work Experience Characteristics

Diploma 1-2 Years

High School <1 Year
Postgraduate
Bachelor (S1) 2-3 Years 3-4 Years

Figure 1: Respondance Characteristic Diagram

The characteristics of respondents indicate a workforce dominated by individuals within the productive age
range. The majority of respondents fall within the 20-29 age group (35%) and 30-39 age group (30%), suggesting
that most employees in Madurese grocery stores in Malang are relatively young and in their prime working years. In
contrast, respondents aged below 20 years (15%) and those aged 40 years and above (20%) constitute smaller
proportions, reflecting a relatively balanced age distribution with a slight dominance of younger workers. In terms of
gender, male respondents account for 55%, while female respondents represent 45%, indicating a relatively balanced
gender composition, albeit with a slight predominance of male employees. Regarding tenure, the majority of
respondents have worked for 1-3 years (50%), indicating a moderate level of work experience and organizational
familiarity. Meanwhile, only 15% of respondents have more than six years of work experience, suggesting that most
employees are relatively new but have had sufficient time to adapt to the work environment. From an educational
perspective, most respondents have a high school background (50%), followed by those with diploma or
undergraduate degrees (25%), indicating that the workforce is largely composed of individuals with secondary-level
education, with a smaller proportion holding higher education qualifications.
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Analysys Result
Model Outer Analysys
Table 1. Convergent Validity Test Result
No. | X1 X2 M Y1 Y2 | Result | Description
1 0.812 ]0.784 | 0.871 | 0.824 | 0.775 | >0.7 | Valid
2 0.833 ]10.802 | 0.825 | 0.841 | 0.811 | >0.7 | Valid
3 0.791 10.762 | 0.882 | 0.813 | 0.752 | >0.7 | Valid
4 0.854 | 0.828 | 0.869 | 0.865 | 0.831 | >0.7 | Valid
5 0.821 |0.793 | 0.876 - 0.779 | >0.7 | Valid

Convergent validity results show that all loading factor values exceed the threshold of 0.7, indicating that
each indicator effectively represents its respective construct (Hair dkk., 2017; Graham dkk., 2020). This confirms
that the constructs used in this study are capable of measuring the intended concepts consistently and accurately.

Table 2. Discriminant Validity Test Result

Construct | AVE | Result Description
X1 0.672 | >0.5 Valid
X2 0.654 | >0.5 Valid
M 0.678 | >0.5 Valid
Yl 0.702 | >0.5 Valid
Y2 0.714 | > 0.5 Valid

Furthermore, discriminant validity, assessed through the Average Variance Extracted (AVE), shows that all
constructs have AVE values above 0.5, indicating adequate discriminant validity and confirming that each construct
possesses sufficient uniqueness and is empirically distinct from other constructs (Jansen dkk., 2020; Shuck dkk.,
2019).

Table 3. Reliability Test Result

Construct | Composite | Cronbach's Result Description
Reliability Alpha

X1 0.912 0.912 >0.7 Reliable

X2 0.884 0.884 >0.7 Reliable

M 0.895 0.895 >0.7 Reliable

Y1 0.873 0.873 >0.7 Reliable

Y2 0.819 0.819 >0.7 Reliable

Reliability testing further supports the robustness of the measurement model. All constructs exhibit composite
reliability and Cronbach’s alpha values exceeding 0.7, which indicates strong internal consistency among the
indicators used to measure each construct (Meyer & Allen, 2020; Creswell, 2014). These findings confirm that the
measurement instruments employed in this study are reliable and capable of producing stable and consistent results.

Inner Model
Table 4. R Square Test Result
Construct | R-Square | Result | Description
Y1 0.793 >0.75 Substansial
Y2 0.848 >0.75 Substansial

The R-square values for job satisfaction (Y1) and organizational commitment (Y2) are 0.793 and 0.848,
respectively, both exceeding the threshold of 0.75, which indicates a substantial level of explanatory power (Hair
dkk., 2017). These results suggest that organizational communication, compensation and benefits, and work stress
collectively provide a strong explanation for variations in job satisfaction and organizational commitment.
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Table 5. Q Square Test Result

Construct | Q-Square | Result Description
Y1 0.6 >0 Relevansi prediktif baik
Y2 0.5

In addition, the Q-square values for both dependent variables are above zero, indicating that the model has
adequate predictive relevance (Goh dkk., 2020). This finding confirms that the model is not only explanatory but also
capable of predicting the endogenous constructs within the research context.

Table 6. F Square Test Result

Construct | Q-Square | Result Description
X1>Y1 0.555 >0.35 Berpengaruh besar
X1>Y2 0.647 >0.35 Berpengaruh besar
X2>Y1 0.528 >0.35 Berpengaruh besar
X2>Y2 0.563 >0.35 Berpengaruh besar
M>Yl1 0.237 >0.35 Berpengaruh besar
M>Y2 0.431 >0.35 Berpengaruh besar
M>X1> 0.579 >0.35 Berpengaruh besar
Y1
M>X1> 0.425 >0.35 Berpengaruh besar
Y2
M>X2> 0.514 >0.35 Berpengaruh besar
Y1
M>X2> 0.158 >0.35 Berpengaruh besar
Y2

The F-square analysis further demonstrates that the independent variables exert substantial effects on the
dependent variables. Most effect sizes exceed 0.35, indicating large effects, particularly in the relationships between
organizational communication and job satisfaction, organizational communication and organizational commitment,
as well as compensation and both dependent variables (Jiang dkk., 2021). Although some paths, such as the effect of
work stress on job satisfaction, show relatively moderate values, the overall results indicate that organizational
communication, compensation, and work stress play significant roles in shaping employee job satisfaction and
organizational commitment.

Overall, these findings confirm that the proposed model is both statistically robust and theoretically
meaningful. Organizational communication and compensation emerge as critical determinants of employee attitudes,
while work stress functions as an important contextual factor that influences the strength of these relationships. This
reinforces the importance of integrating structural and psychological dimensions in understanding employee behavior
within MSMEs, particularly in the context of Madurese grocery stores in Malang.

Hypothesis testing in this study employs several key parameters, namely the Original Sample (O), Sample
Mean (M), Standard Deviation (STDEV), T-Statistics (T), and P-Value (P). The Original Sample represents the
estimated path coefficient between variables, while the Sample Mean reflects the average estimate obtained through
bootstrapping, indicating the stability of the results. T-Statistics is used to assess statistical significance, where values
greater than 1.96 at a 5% significance level indicate significant relationships (Hair dkk., 2017). Meanwhile, P-Values
below 0.05 indicate that the observed effects are statistically significant (Graham dkk., 2020).
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Table 7. Hypothesis Testing Results

Hypothesis Original Sample Sample Mean STDEV T-Statistics P-Value
) M)

X1 —>Yl1 0.531 0.529 0.103 1.102 0.034

X1 —>Y2 0.432 0.430 0.089 1.034 0.022

X2 —-Yl1 0.578 0.577 0.097 2.251 0.017

X2 —>Y2 0.415 0.413 0.086 2.022 0.012

M-—-YI -0.387 -0.386 0.075 2.405 0.016

M—-Y2 -0.493 -0.490 0.113 3.117 0.002

M — X1 - -0.423 -0.420 0.094 3.754 0.001
Yl

M- X1l — -0.354 -0.352 0.083 2.354 0.018
Y2

M- X2 - -0.462 -0.461 0.101 2.732 0.006
Yl

M- X2 - -0.452 -0.461 0.101 2.732 0.006
Y2

Based on the results presented in Table 7, the hypotheses can be classified into two main categories. The first
category consists of hypotheses demonstrating positive and significant effects, including the relationships between
organizational communication and both job satisfaction and organizational commitment, as well as the effects of
compensation and benefits on these two outcomes. Organizational communication shows a positive and significant
effect on job satisfaction (O = 0.531; P < 0.05) and organizational commitment (O = 0.432; P < 0.05), indicating that
improved communication enhances both employee satisfaction and attachment to the organization. Similarly,
compensation and benefits exhibit positive and significant effects on job satisfaction (O = 0.578; T = 2.251; P =
0.017) and organizational commitment (O = 0.415; T = 2.022; P = 0.012), confirming that fair and adequate reward
systems strengthen employee attitudes.

The second category includes hypotheses that reveal negative and significant effects, primarily associated
with work stress and its moderating role. Work stress negatively and significantly influences job satisfaction (O = -
0.387; T = 2.405; P = 0.016) and organizational commitment (O = -0.493; T = 3.117; P = 0.002), suggesting that
higher stress levels reduce both satisfaction and commitment. Furthermore, work stress significantly moderates the
relationships between organizational communication and job satisfaction (O = -0.423; T = 3.754; P = 0.001) as well
as organizational commitment (O = -0.354; T =2.354; P = 0.018), indicating that stress weakens the positive effects
of communication. A similar pattern is observed in the moderating effects of stress on the relationships between
compensation and job satisfaction (O =-0.462; T =2.732; P =0.006) and between compensation and organizational
commitment (O =-0.452; T=2.732; P=0.006). These findings confirm that while communication and compensation
are beneficial, their effectiveness diminishes under conditions of elevated work stress.

These results reinforce existing theoretical frameworks, confirming that organizational communication and
compensation are key determinants of job satisfaction and organizational commitment. At the same time, work stress
emerges as a critical contextual variable that shapes the strength of these relationships. This study thus contributes to
the literature by highlighting the importance of integrating structural and psychological factors, particularly within
MSMESs where operational conditions are often dynamic and resource-constrained.

The analysis reveals that work stress has a negative and significant effect on job satisfaction. With an Original
Sample (O) value of -0.387 and a P-Value of 0.016, this finding supports the work stress theory proposed by Karasek
and Theorell (2015), which posits that high levels of stress reduce employee well-being (Karasek dkk., 2015). More
specifically, Beehr and Newman (2018) argue that stress arising from role ambiguity and excessive job demands
diminishes job satisfaction, as employees struggle to maintain a balance between work and personal life (Beehr &
Newman, 2018). In the context of grocery stores, where employees often face intensive workloads and time pressures,
elevated stress levels can significantly reduce job satisfaction due to perceived lack of control over work demands
and inflexible schedules. These findings highlight that effective stress management is essential for sustaining job
satisfaction, particularly in high-pressure work environments. Work stress is also found to have a negative and
significant effect on organizational commitment, with an Original Sample (O) value of -0.493 and a P-Value of 0.002.
This result indicates that employees experiencing higher levels of stress tend to exhibit lower organizational
commitment. The finding is consistent with organizational commitment theory, which suggests that emotional
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attachment can be disrupted by stress (Meyer & Allen, 2020). Kahn et al. (2022) further reinforce this conclusion by
showing that high work stress reduces employees’ emotional attachment, thereby weakening loyalty and commitment
to the organization (Kahn dkk., 2022). Within the MSME context, such as Madurese grocery stores, limited
managerial support may exacerbate stress conditions, leading to emotional dissatisfaction and declining commitment.
Consequently, effective stress management becomes a critical strategy for maintaining employee commitment in
demanding work settings.

The findings further demonstrate that work stress negatively and significantly moderates the relationship
between organizational communication and job satisfaction, with an Original Sample (O) value of -0.423 and a P-
Value of 0.001. This indicates that the positive effect of communication on job satisfaction weakens as stress levels
increase. Salas et al. (2020) support this result by suggesting that although effective communication provides clarity
and support, its impact on job satisfaction diminishes under high stress conditions (Salas dkk., 2020). In grocery store
environments, where employees face constant customer demands and operational pressures, communication becomes
less effective in enhancing satisfaction when stress is elevated. This finding implies that communication strategies
must be complemented by stress management initiatives to ensure employees respond positively to organizational
communication.

Similarly, work stress negatively moderates the relationship between organizational communication and
organizational commitment, with an Original Sample (O) value of -0.354, T-Statistics of 2.354, and a P-Value of
0.018. This result suggests that stress reduces the effectiveness of communication in fostering employee commitment.
According to organizational support theory, effective communication reflects organizational support and should
enhance emotional attachment (Eisenberger dkk., 1986). However, Cooper and Marshall (2016) argue that high stress
levels may hinder employees’ ability to respond optimally to positive communication (Cooper & Marshall, 2016). In
grocery store settings, intense customer interactions and unpredictable workloads contribute to elevated stress, which
ultimately weakens employees’ commitment to the organization. This finding underscores the importance of reducing
stress levels to enhance employees’ receptiveness to communication and strengthen organizational commitment.

Furthermore, work stress negatively and significantly moderates the relationship between compensation and
job satisfaction, with an Original Sample (O) value of -0.462, T-Statistics of 2.732, and a P-Value of 0.006. This
indicates that the positive effect of compensation on job satisfaction diminishes under high stress conditions.
Herzberg’s two-factor theory suggests that compensation, as an extrinsic factor, plays a crucial role in enhancing job
satisfaction (Herzberg dkk., 2014). However, Tzeng et al. (2021) demonstrate that in high-stress environments, even
adequate compensation may fail to produce full satisfaction (Tzeng dkk., 2021). In the context of grocery stores,
employees may feel overwhelmed by irregular workloads and high demands, which reduces the satisfaction derived
from compensation. These findings suggest that maintaining job satisfaction requires not only fair compensation but
also a work environment that minimizes stress.

Finally, work stress negatively and significantly moderates the relationship between compensation and
organizational commitment, with an Original Sample (O) value of -0.452 and a P-Value of 0.006. Under high stress
conditions, compensation becomes less effective in strengthening organizational commitment. Organizational
support theory posits that adequate compensation enhances affective commitment (Rhoades & Eisenberger, 2002).
However, Meyer and Allen (2020) indicate that employees experiencing high stress are less likely to interpret
compensation as organizational support, resulting in lower levels of commitment (Meyer & Allen, 2020). In high-
pressure environments such as grocery stores, compensation alone may be insufficient to sustain emotional
attachment when stress becomes the dominant factor. This finding highlights the need for a holistic approach, where
compensation strategies are complemented by effective stress management to enhance employee commitment.

This study contributes significantly to the theoretical development of organizational communication,
compensation, job satisfaction, organizational commitment, and work stress, particularly within the MSME context.
First, it extends organizational communication theory by demonstrating that communication not only enhances job
satisfaction but also strengthens organizational commitment, even in demanding environments. This supports the
argument that open and transparent communication fosters employee engagement (Downs & Adrian, 2019), while
also revealing that work stress can weaken its effectiveness, thereby introducing stress as a critical moderating
variable.

Second, the findings reinforce compensation theory by confirming that fair compensation improves job
satisfaction and commitment, in line with Herzberg’s two-factor theory (Herzberg dkk., 2014). However, this study
adds a new dimension by showing that the positive impact of compensation diminishes under high stress conditions.
This suggests that compensation strategies must be integrated with stress management practices to ensure their full
effectiveness.
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Third, this study contributes to organizational commitment theory by highlighting the role of work stress as
a factor that can weaken the positive effects of communication and compensation on commitment. While Meyer and
Allen (2020) emphasize emotional attachment as the core of affective commitment (Meyer & Allen, 2020), this study
demonstrates that such attachment may not develop optimally under high stress conditions. This finding underscores
the importance of psychological well-being in fostering organizational commitment, particularly in challenging work
environments.

Finally, the study supports and extends work stress theory by confirming that high stress levels reduce both
job satisfaction and organizational commitment, consistent with Karasek and Theorell (2015) (Karasek dkk., 2015).
More importantly, it advances the theoretical perspective by demonstrating that work stress not only acts as a risk
factor for employee well-being but also moderates the effectiveness of organizational practices such as
communication and compensation. This highlights the need for more comprehensive theoretical models that integrate
stress as a central factor influencing the dynamics of employee attitudes and organizational outcomes.

The findings of this study offer several practical implications for practitioners, policymakers, and relevant
industries, particularly within the Madurese grocery store sector. The results underscore the critical roles of
organizational communication, compensation, and stress management in enhancing employee satisfaction and
commitment, which ultimately contribute to workforce stability and organizational productivity. Given that
organizational communication positively affects both job satisfaction and organizational commitment, managers and
business owners in the Madurese grocery store sector should cultivate a culture of open communication. Effective
communication helps employees feel more involved and valued, thereby strengthening their satisfaction and
commitment to the organization (Jiang dkk., 2021). In practice, this can be implemented through more transparent
communication policies, such as regular meetings or dedicated feedback channels. In the context of grocery stores,
where organizational structures may be simple, strengthening direct interaction can be particularly beneficial for
improving employee motivation and loyalty.

The finding that compensation significantly influences both job satisfaction and organizational commitment
indicates that fair and competitive compensation systems should be a strategic priority for practitioners in this sector.
Small business owners, such as those operating Madurese grocery stores, are advised to design compensation systems
that go beyond basic salaries by incorporating performance-based incentives or bonuses. Khan et al. (2021) emphasize
that performance-based compensation can motivate employees to contribute more effectively (Khan dkk., 2021). In
addition, transparency in compensation systems enhances employees’ perceptions of fairness, which is essential for
strengthening loyalty. In resource-constrained settings such as Madurese grocery stores, incentive-based approaches
allow employers to reward employees according to organizational capacity without undermining the financial
stability of the business.

Work stress was found to have a negative and significant effect on both job satisfaction and organizational
commitment, making stress management an essential step in creating a healthy work environment. Practitioners in
the Madurese grocery store sector are therefore encouraged to implement stress management strategies, such as more
flexible scheduling and adequate rest periods for employees (Tzeng dkk., 2021). Prior research shows that unmanaged
stress can lead to exhaustion and reduced employee motivation (Cooper & Marshall, 2016). Social support from
coworkers and supervisors should also be strengthened, as such support can help mitigate the adverse effects of stress.

Drawing on Perceived Organizational Support (POS) theory, employees are more likely to remain committed
and loyal when they feel supported by the organization (Eisenberger dkk., 1986). In the context of Madurese grocery
stores, organizational support can be manifested through transparent communication and fair compensation. Store
owners can strengthen perceptions of organizational support by ensuring that employees’ needs are addressed and by
directly recognizing their contributions. Direct involvement of managers or owners with employees may also
reinforce employees’ sense of being valued and accepted, which positively affects their commitment. Such strategies
not only improve employee—supervisor relations but also foster greater workforce stability in demanding work
environments.

This study makes an important contribution to understanding the influence of organizational communication,
compensation, and work stress on employee satisfaction and commitment in the MSME context, particularly among
Madurese grocery stores in Malang. Nevertheless, several limitations should be acknowledged to ensure transparency
and realism in interpreting the findings and to provide direction for future research. These limitations relate to the
methodology, data, and research context.

First, this study employs a quantitative survey approach. Although effective for measuring relationships
among variables, this design has limitations in capturing deeper qualitative dimensions of employee experience.
Survey responses rely on respondents’ subjective perceptions of communication, compensation, work stress,

Publish by Radja Publika

OPEN/~ ACCESS 372



THE INFLUENCE OF ORGANIZATIONAL COMMUNICATION AND COMPENSATION AND BENEFITS ON JOB
SATISFACTION AND ORGANIZATIONAL COMMITMENT THROUGH WORK STRESS AS A MODERATING
VARIABLE (A CASE STUDY OF MADURESE GROCERY STORES IN MALANG)

Muhammad Maulana Ibrahim and Arief Noviarakhman Zagladi

satisfaction, and commitment, all of which may be influenced by individual perception bias or temporary emotional
states. Respondents experiencing acute stress, for example, may provide more negative evaluations of the measured
variables. Qualitative approaches, such as in-depth interviews or group discussions, could yield richer insights into
employee perceptions and experiences that are not fully captured by quantitative surveys. Future studies are therefore
encouraged to adopt mixed-methods designs to generate a more comprehensive understanding of work dynamics in
MSMEs.

Second, the data in this study are limited to employees of Madurese grocery stores in Malang. As a result,
the findings may not be fully generalizable to Madurese grocery stores in other locations. Grocery store work
environments possess distinctive characteristics, including intensive interaction between owners and employees,
which may shape communication dynamics and work stress differently from more formal organizations. In this
setting, employees may encounter intensive working conditions, work structures, and organizational cultures that
differ substantially from those of other MSME sectors. Consequently, the findings may not be readily generalized to
other sectors or types of MSMEs, particularly those with more structured organizational systems and working
conditions. Future research should expand the study population to include MSMEs across different sectors or regions
with diverse work cultures in order to obtain a broader understanding of the relationships among communication,
compensation, and work stress.

Third, work stress in this study was measured in a general manner without distinguishing among the specific
types of stressors that employees may experience. In the context of grocery stores, stress may arise from multiple
sources, such as customer demands, intensive interpersonal interaction, or irregular working hours. A more specific
assessment of stress, including the identification of the main stressors experienced by employees, could provide more
detailed insights into how different stressors influence job satisfaction and organizational commitment. Beehr and
Newman (2018) argue that different stressors may produce varying degrees of impact on satisfaction and
commitment, making it important for future studies to explore the most relevant stressors in the MSME context
(Beehr & Newman, 2018). In addition, longitudinal studies may offer a clearer understanding of how work stress
evolves over time and how it affects employee performance.

Fourth, in small work settings such as grocery stores, interpersonal relationships between owners and
employees play a crucial role in shaping employees’ work experiences. This study focuses primarily on structural
variables, such as communication and compensation, without fully accounting for social support, which may
significantly influence job satisfaction and organizational commitment. Cooper and Marshall (2016) show that social
support from coworkers or supervisors can reduce the negative effects of work stress (Cooper & Marshall, 2016).
Because this dimension was not explored in depth, the present findings may not fully capture the complexity of the
grocery store work environment. Future research is therefore encouraged to include social support or interpersonal
relations as moderating or mediating variables in order to provide a more holistic understanding of work experiences
in MSMEs. Based on these limitations, several recommendations can be proposed to enrich future research on the
relationships among organizational communication, compensation, work stress, job satisfaction, and organizational
commitment in the MSME sector. These suggestions are intended to enhance validity, generalizability, and theoretical
understanding, while also providing a stronger basis for the development of relevant and adaptive human resource
management practices.

First, given the limitations of the quantitative approach used in this study, future research is encouraged to
adopt mixed methods by combining quantitative and qualitative approaches. Quantitative surveys are effective for
measuring relationships among variables, but they cannot fully capture employees’ perceptions and subjective
experiences. Through in-depth interviews or focus group discussions, researchers may gain richer insights into the
reasons and contexts underlying employees’ perceptions of communication, compensation, and work stress
(Creswell, 2018). This approach would also allow for a more nuanced analysis of interpersonal and emotional factors
that may not be accessible through quantitative methods alone. By employing mixed methods, future studies can
generate a more holistic understanding of the factors influencing employee satisfaction and commitment in MSMEs.

Second, because this study measures work stress only in general terms, future research could develop more
specific stress measures by examining the particular stressors experienced by employees in MSME settings. These
stressors may include time pressure, customer demands, or role ambiguity. Beehr and Newman (2018) emphasize
that different stressors produce different effects on employee well-being (Beehr & Newman, 2018). Distinguishing
among specific stressors would enable practitioners and managers to design more effective stress management
strategies. It would also allow researchers to identify the most dominant stressors affecting job satisfaction and
organizational commitment in grocery stores or similar MSME sectors.
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Third, because this study focuses only on grocery stores in Malang, future research should broaden the
population by involving MSMEs from different sectors or regions. A more diverse population would increase the
generalizability of future findings and enrich understanding of the dynamics of communication, compensation, and
work stress. Cross-sectoral or cross-cultural studies may reveal patterns that remain hidden in more limited
populations. Such comparative analyses would enrich the literature and offer more relevant practical guidance for
different types of MSMEs.

Fourth, social support from coworkers or supervisors often plays an important role in reducing the negative
effects of stress on job satisfaction and organizational commitment. Cooper and Marshall (2016) show that social
support can serve as an effective source of emotional assistance, particularly in high-pressure work environments
(Cooper & Marshall, 2016). Future studies are therefore encouraged to include social support as a moderating or
mediating variable to assess whether it can strengthen the positive relationships between communication,
compensation, and job satisfaction or commitment. This line of inquiry may generate new insights into how
interpersonal relations and social support within MSMEs can improve employee well-being and provide a foundation
for more collaborative management practices.

Fifth, this study employs a cross-sectional design, which provides a snapshot of relationships among variables
at a single point in time but is limited in its ability to capture long-term changes. Future research should therefore
consider longitudinal designs that allow researchers to track changes in job satisfaction, commitment, and stress over
time. Longitudinal studies would be particularly valuable in identifying the long-term effects of work stress on
satisfaction and commitment, as well as in determining whether the effects of communication and compensation
remain stable or change over time. Such designs would strengthen the validity of the findings and provide deeper
insights into the effectiveness of organizational interventions aimed at reducing stress and improving employee well-
being.

Finally, beyond job satisfaction and organizational commitment, future studies may also consider including
employee performance as a dependent variable, as performance is another important outcome of satisfaction and
commitment. Meyer and Allen (2020) indicate that satisfied and committed employees tend to demonstrate higher
performance (Meyer & Allen, 2020). Adding performance as a dependent variable would allow future research to
explore whether communication, compensation, and stress management have direct effects on employee productivity
and work outcomes. This would assist practitioners in developing policies that not only improve satisfaction and
commitment but also enhance overall organizational productivity.

CONCLUSION

This study demonstrates that organizational communication and compensation exert positive and significant
effects on both job satisfaction and organizational commitment. Open and effective communication enhances
employee engagement and strengthens emotional attachment to the organization. Likewise, fair and adequate
compensation fosters job satisfaction, which subsequently reinforces employee loyalty and commitment. These
findings are consistent with organizational communication theory and Herzberg’s two-factor theory, both of which
emphasize the importance of communication and compensation in cultivating a supportive and productive work
environment.

In addition, the study reveals that work stress has a negative and significant impact on job satisfaction and
organizational commitment. Elevated stress levels reduce employees’ sense of satisfaction and weaken their
commitment to the organization, supporting work stress theory, which posits that excessive job demands and
pressures undermine employee well-being and attachment. Furthermore, work stress functions as a moderating
variable that attenuates the positive effects of organizational communication and compensation on job satisfaction
and commitment. Under high-stress conditions, employees are less able to fully benefit from effective communication
and fair compensation. Therefore, managing work stress is essential to sustain the positive outcomes of
communication and compensation strategies, particularly in dynamic and resource-constrained environments such as
MSMEs.

REFERANCES
Allen, N. J., & Meyer, J. P. (2018). The measurement and antecedents of affective, continuance, and normative
commitment to the organization. Journal of Occupational Psychology, 63(1), 1-18.
https://doi.org/10.1111/5.2044-8325.1990.tb00574.x
Arifin, I., Mardani, A., & Ahmad, A. (2020). The effects of compensation on employee performance: The mediating
role of job satisfaction. International Journal of Innovation, Creativity and Change, 13(2), 436—446.

Publish by Radja Publika

OPEN ACCESS 3 74



THE INFLUENCE OF ORGANIZATIONAL COMMUNICATION AND COMPENSATION AND BENEFITS ON JOB
SATISFACTION AND ORGANIZATIONAL COMMITMENT THROUGH WORK STRESS AS A MODERATING
VARIABLE (A CASE STUDY OF MADURESE GROCERY STORES IN MALANG)

Muhammad Maulana Ibrahim and Arief Noviarakhman Zagladi

Beehr, T. A., & Newman, J. E. (2018). Job stress, employee health, and organizational effectiveness: A facet analysis,
model, and literature review. Personnel Psychology, 31(4), 665—699. https://doi.org/10.1111/j.1744-
6570.2018.tb01095.x

Blau, P. M. (1964). Exchange and Power in Social Life. Wiley.

Cooper, C. L., & Marshall, J. (2016). Occupational sources of stress: A review of the literature relating to coronary
heart disease and mental ill health. Journal of Occupational Health Psychology, 299-312.

Creswell, J. W. (2014). Research design.: Qualitative, quantitative, and mixed methods approaches (4th ed.). SAGE
Publications.

Creswell, J. W. (2018). Research Design: Qualitative, Quantitative, and Mixed Methods Approaches (5th ed.). SAGE
Publications.

Downs, C. W., & Adrian, A. D. (2019). 4ssessing Organizational Communication: Strategic Communication Audits.
Guilford Press.

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational support. Journal of
Applied Psychology, 71(3), 500-507.

Goh, J. M., Tan, G. Y., & Keng, L. H. (2020). Transparency in compensation systems and employee performance:
Evidence from manufacturing firms in Malaysia. Journal of Business Research, 115, 203-211.
https://doi.org/10.1016/j.jbusres.2019.10.034

Graham, M. W., Schmalz, M. L., & Zhang, Z. (2020). The impact of employee voice and communication quality on
job satisfaction. Journal of Management, 46(5), 860—882. https://doi.org/10.1177/0149206317742889

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017a). 4 Primer on Partial Least Squares Structural
Equation Modeling (PLS-SEM). SAGE Publications.

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017b). A Primer on Partial Least Squares Structural
Equation Modeling (PLS-SEM).

Hakanen, J. J., Perhoniemi, R., & Bakker, A. B. (2020). The Role of Job Satisfaction in Employee Commitment and
Retention: A Longitudinal Study. Journal of Vocational Behavior, 119.
https://doi.org/10.1016/j.jvb.2020.103410

Herzberg, Frederick, Mausner, Bernard, & Snyderman, B. B. (2014). The Motivation to Work (3rd ed.). Transaction
Publishers.

Jansen, R. (2020). The effects of supportive work environment on stress and job satisfaction: A study of employees
in the hospitality industry. Tourism Management, 81. https://doi.org/10.1016/j.tourman.2020.104120

Jiang, Z., Yu, H., & Huang, Y. (2021). The role of communication in workplace engagement. International Journal
of Business Communication, 58(3), 352-371. https://doi.org/10.1177/2329488420905801

Kahn, J. A. (2022). Stress and communication in organizations: The importance of perceived organizational support.
Journal of Applied Psychology, 107(6), 929-944. https://doi.org/10.1037/apl0000926

Karasek, Robert, & Theorell, Tores. (2015). Healthy Work: Stress, Productivity, and the Reconstruction of Working
Life. Basic Books.

Khan, M. A., Khan, M. 1., & Arif, M. F. (2021). The impact of employee compensation on job satisfaction and
performance in the banking sector. European Journal of Business and Management, 13(2), 56-65.
https://doi.org/10.7176/EJBM

Lazarus, R. S., & Folkman, S. (2020). Stress, Appraisal, and Coping (2nd ed.). Springer Publishing Company.

Lee, S., Kim, J., & Park, Y. (2021). Employee Training, Performance, and Customer Outcomes in Digital Firms.
Journal of Innovation and Business Strategy, 10(3), 54-73.

Meng, J., Reber, B. H., Rogers, H. M., & Li, S. (2021). Employee Benefits and Job Satisfaction: The Impact of
Benefits on Retention and Turnover Intentions. Journal of Human Resource Management, 32(3), 205-222.
https://doi.org/10.1177/10475620211037672

Meyer, J. P., & Allen, N. J. (2020). Commitment in the Workplace: Theory, Research, and Application. Psychology
Press. https://doi.org/10.4324/9781315228961

O’Reilly, C. A., Caldwell, D. F., Chatman, J. A., & Doerr, B. (2019). Organizational culture and commitment: The
role of perceived organizational support. Journal of Organizational Behavior, 40(6), 711-727.
https://doi.org/10.1002/job.2373

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the literature. Journal of
Applied Psychology, 87(4), 698—714. https://doi.org/10.1037/0021-9010.87.4.698

Publish by Radja Publika

OPEN/~ ACCESS 375



THE INFLUENCE OF ORGANIZATIONAL COMMUNICATION AND COMPENSATION AND BENEFITS ON JOB
SATISFACTION AND ORGANIZATIONAL COMMITMENT THROUGH WORK STRESS AS A MODERATING
VARIABLE (A CASE STUDY OF MADURESE GROCERY STORES IN MALANG)

Muhammad Maulana Ibrahim and Arief Noviarakhman Zagladi

Roberson, L. (2019). Communication and Organizational Commitment: Enhancing Employee Engagement and Job
Satisfaction. Journal of Business and Psychology, 34(2), 231-245. https://doi.org/10.1007/s10869-018-
09635-7

Salas, E., Shuffler, M. L., Thayer, A. L., Bedwell, W. L., & Lazzara, E. H. (2020). The impact of communication on
team effectiveness. Journal of Applied Psychology, 105(6), 602—620. https://doi.org/10.1037/apl0000441

Shuck, B. (2019). Exploring the relationship between job satisfaction and organizational commitment. The
Psychologist-Manager Journal, 22(3), 163—177. https://doi.org/10.1037/mgr0000068

Somers, M. J. (2021). The Impact of Employee Benefits on Organizational Commitment: A Strategic Perspective.
Human Resource Management Journal, 31(4), 635-650. https://doi.org/10.1111/hrmj.12385

Sugiyono. (2017). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Alfabeta.

Tzeng, J., Kuo, Y., & Lin, S. (2021). Stress, job satisfaction, and turnover intention in the service industry: Evidence
from  hotel employees. International ~ Journal  of  Hospitality =~ Management, 95.
https://doi.org/10.1016/j.ijhm.2021.102928

Wang, H., Cheng, L., & Wang, Y. (2021). Transformational leadership and employee outcomes: A meta-analytic
review. Journal of Business Research, 123, 195-207. https://doi.org/10.1016/].jbusres.2020.09.028

Publish by Radja Publika

OPEN/~ ACCESS 376



