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ABSTRACT: In Indonesia, the growth of the number of construction companies is
apparently not in line with the growth of experts. This study aims to analyze the effect
of HR Practices on Job Loyalty through Psychological Empowerment and Job
Satisfaction at PT. X. This study using quantitative methods with a sample used is 80
employees with the criteria have worked more than two years, have a minimum high
school education, at the staff level. Data processing in this study uses SPSS 22.0. From
the results of data processing it was found that HR Practices (Training and Reward)
had a significant influence on Psychological Empowerment (Job Competence, Job
Autonomy, Job Impact). Job Competence and Job Impact does not have a significant
effect on Job Satisfaction. Job Autonomy has a significant influence on Job Satisfaction.
Job Satisfaction has a significant effect on Job Loyalty.
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BACKGROUND

Infrastructure development and macroeconomic development have a reciprocal
relationship. This is due to the infrastructure development gives rise to economic
expansion through a multiplier effect. If infrastructure development is hampered, the
economic growth rate will be weaker. The development of infrastructure affects the
price of market needs because of the weak trade network. Inadequate infrastructure also
affects the attractiveness of the investment climate in Indonesia. Foreign investors are
reluctant to invest because they are worried with the issue of high transportation costs
(www.indonesia-investments.com accessed July 23, 2019).

The Indonesian government is aware of the importance of improving the
state’sinfrastructure so that the investment and business climate becomes more
attractive. However, to build infrastructure in Indonesia is not easy. The government is
looking for new approaches in its efforts to achieve breakthroughs in infrastructure
development, one of the ways is to increase the required budget (www.indonesia-
investments.com accessed July 23, 2019).

The growth of infrastructure development has made the construction sector one of the
industries to improve positive performance in a slowing economic growth. Based on
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data from the Central Statistics Agency, annual economic growth in the third quarter in
2018 was 5.17%, lower than the position in the second quarter in 2018 of 5.27%.
Meanwhile, the growth of the construction sector recorded a slight increase to 5.79%
in the third quarter in 2018 compared to the position in the second quarter in 2018 of
5.73% (economy.bisnis.com accessed July 23, 2019).

In Indonesia, the number of construction companies also continues to grow from year
to year. However, the growth in the number of construction companies was not balance
with the growth of experts. According to Ruslan, the Chairperson of the National LPJK,
the number of certified experts in construction industry in Indonesia reached 196,017.
The number consists of 82,554 young experts, 105,844 intermediate experts, and 7,619
key experts (www.ekonomi.bisnis.com accessed July 23, 2019). Zali Yahya, Secretary
General of the Indonesian Contractors Association (AKI), stated that most of the
organizations that oversee contractors were still stumbling over certification issues in
dealing with the ASEAN Economic Community (AEC) or the ASEAN market. This is
related to the awareness of contractor companies to carry out labor certification or
certification for technicians (engineers) is still low (www.bisnis.tempo.co accessed July
23, 2019).

Basuki Hadimuljono as the Minister of Public Works and Public Housing stated that
the quality of human resources in construction services must also be improved, this also
relates to Law No. 2 of 2017 on Construction Services, where every worker who works
in the construction sector must have a certificate of work competency
(www.beritasatu.com accessed July 23, 2019). This indicates that every construction
company must immediately improve itself. In an effort to improve itself, human
resources are a very important factor for the survival of construction companies.
Experienced workforce is an important asset for construction companies, therefore
construction companies must ensure that employees who have the knowledge and
experience in the company will continue working in the company.

The experienced workforce will remain in a company if they satisfy in their work
(Motlou et al, 2016). In this regard, Maric et al (2011) states that developing satisfaction
can reduce the level of employee turnover and that is an important aspect for the
company as well as the outstanding employees who might be valuable employee for the
company.

According to Solomon (1992) Job Loyalty is a willingness to stay in the organization.
According to Mowday, Porter and Steers (1982), Job Loyalty is a manifestation of
organizational commitment, the relative measure of individuals’ identification and
particula organizational involvement. The Loyalty Research Center (1990) states that
Job Loyalty is a condition where employees are not actively seeking for other jobs and
are not responsive to any existing offers.

Job Satisfaction is a comfortable feeling and positive experience that employees feel at
work (Bakoti¢ et al, 2013). According to Opkara (2002) Job Satisfaction is the result of
various factors such as salary, promotion, work itself, supervision, relationships with
colleagues and opportunities for promotion.HR Practices is a process of attracting,
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motivating, and retaining employees to ensure the survival of the organization (Schuler
and Jackson, 1987). Several aspects of HR Practices encourage employees to work
better to improve organizational performance (Snell and Dean, 1992; Pfeffer, 1998).
Training is an effort made by the company to improve employee performance on the
current work or any work that relates to it (Bernadin and Russell, 2013). Kinicki (2007)
states that Training is an activity aimed at improving performance to benchmarks
according to standards. Therefore, Training is not only a way to improve employee
capabilities but also a way to make the best use of human resources in an organization.
Reward is understood as the total amount of financial and non-financial compensation
or the total remuneration given to employees in return for labor or services provided at
work (Anku et al, 2018). Armstrong (2006) defines rewards management as the
formulation and implementation of strategies and policies with the ultimate goal of
rewarding employees fairly, equitably and consistently, which must be aligned with
organizational values for the organization to realize strategic objectives.

According to Spreitzer (2007), Psychological Empowerment refers to a set of
psychological states that are needed for individuals to feel a sense of control related to
their work, psychological perspective that is focused on how employees experience
their work, and individual beliefs about their role in the organization.Job Competence
is knowledge, abilities, and skills that can be identified and can be measured by the
characteristics possessed by human resources needed to support performance (HR-
XML, 2006). Competence is the ability of individuals to consistently integrate the
knowledge, skills and judgment needed to carry out their work safely, ethically, and
effectively (Moghabghab et al, 2018).

Job Autonomy is the level of freedom an employee has regarding when and how the
employee complete the job (Fornes, Rocco & Wollard, 2008). Breaugh (1985) defines
work method autonomy as flexibility in choosing procedures or methods to accomplish
tasks, work scheduling autonomy as a feeling in which a person can control the order
or time of his work, and work criteria autonomy as freedom in making changes to the
indicators or standards used for evaluating someone's performance.Job Impact is a
sense of progress towards individual goals and beliefs that their actions make a
difference in their organization, which contributes to employee involvement (Stander
and Rothman, 2010). Job Impact describes organizational involvement and reflects
whether individuals feel that they make a difference in their organization (Spreitzer et
al., 1997).

This research was made to find out about how HR practices effects Job Loyalty through
Psychological Empowerment, and Job Satisfaction. In this study, we can find out how
HR Practices affect Psychological Empowerment. Through this research, we can also
find out how Psychological Empowerment can affect Job Satisfaction, and how Job
Satisfaction affects Job Loyalty.

LITERATURE REVIEW

Mahmudi and Kargaran (2016) stated that abilities and skills help performance and
efficiency for the organization, so training and development are long-term investments
that can be utilized by organizations. From this study it is known that Training has a
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very significant influence on Competence which is an attribute of Empowerment.
Woods (2010) states that technology skills, people skills, creativity, effectiveness by
using various ways of communicating and self-confidence are important Job
Competence for Training. This manajerial training research was done in a professional
and non-professional manner from various departments in the hotel industry. Based on
this, a hypothesis can be developed as follows:

Hypothesis 1: Trainings have a significant effect on Job Competency

Voegtlin et al. (2015) developed research on how to empower employees through
training, and in that study note that training has a significant influence on autonomy
which is one of the Empowerment dimensions. Hewagama et al. (2019) states that
Training has a significant influence on Job Autonomy. Based on this, a hypothesis can
be developed as follows:

Hypothesis 2: Trainings have a significant effect on Job Autonomy

Zahrani et al (2012) developed research about influence of Anttencendent Supporting
Organization (Participation, Training, Culture, Incentive, Leadership and Teamwork)
on Psychological Empowerment (Meaningfull, Competence, Self-Determination,
Impact). Based on this research known that Training which is atribut of Anttencendent
Supporting Organization has a positive relationship with Job Impact which is atribut of
Psychological Empowerment. Rehg et al. (2012) concluded that training and
development have a strong influence on the success of a worker in adjusting and making
an impact in the various cultures that exist within an institution. Based on this, a
hypothesis can be developed as follows:

Hypothesis 3: Trainings have a significant effect on Job Impact

Haulfort et al. (2002) studied the effect of Performance Contingent Reward on
Competence, Perceived Autonomy, and Intrinsic Motivation for undergraduate students
who take additional credits suggests a similar conclusion. Namely that Performance-
Contingent Reward has a positive relationship on Perceived Competence. Gkorezis and
Petridou (2012) stated that Extrinsic Rewards had a significant influence on
Psychological Empowerment including Competence in private company’s employees.
Based on this, a hypothesis can be developed as follows:

Hypothesis 4: Rewards has a significant effect on Job Competence

Haulfort et al. (2002) separates between Affective Autonomy and Decisional
Autonomy. In this study it is known that Reward has a positive impact on Decisional
Autonomy. Reward has a significant influence in relation to Job Autonomy (Hewagama
et al. 2019). Based on this, a hypothesis can be developed as follows:

Hypothesis 5: Rewards has a significant effect on Job Autonomy
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Gkorezis, P., & Petridou, E. (2011) examined the impact of bundle Rewards
(information, Job Security, and Recognition) on Psychological Empowerment
(Meaning, Competence, Self-Determination, Impact) suggesting that Reward has a
positive relationship on Job Impact which is one of the dimensions of Psychological
Empowerment. Based on this, a hypothesis can be developed as follows:

Hypothesis 6: Rewards has a significant effect on Job Impact

Landry and Whillans (2019) who examined the power of rewards for job satisfaction
through psychological satisfaction needs in this case are Competency Need, Autonomy
Need, and Related Need states that there is a positive correlation in the relationship
between psychological satisfaction in this case is Competence in Job Satisfaction.
Hewagama et al. (2019) stated that Reward has a significant influence in relation to Job
Impact. Based on this, a hypothesis can be developed as follows:

Hypothesis 7: Job Competence has a significant effect on Job Satisfaction

Rizwan et al (2014) in a study in the industrial and banking sectors in Punjab
(Bahawalpur) stated that Job Autonomy has a positive and significant influence on the
creation of Employee Satisfaction. Naqgvi et al. (2013) in a study conducted in the Fast
Food sector stated that Job Autonomy has a significant influence on Job Satisfaction.
Based on this, a hypothesis can be developed as follows:

Hypothesis 8: Job Autonomy has a significant effect on Job Satisfaction

Abdullah et al. (2015) which states that Job Impact has a significant influence on
Intrinsic Job Satisfaction and Extrinsic Job Satisfaction. According to Tetik (2016) the
Psychological Empowerment aspect in this case is the Impact of a positive and
significant effect on Job Satisfaction. Based on this, a hypothesis can be developed as
follows:

Hypothesis 9: Job Impact has a significant effect on Job Satisfaction

Sutanto and Perdana (2016) has developed research on variables that preceded the
existence of Employees Loyalty. Based on this research, known that satisfaction of
leadership, satisfaction of compensation and satisfaction of work environment has a
significant influence on employees loyalty. Pandey and Khare (2012) in their research
stated the same thing, namely that Job Satisfaction has a significant influence on Job
Loyalty. Based on this, a hypothesis can be developed as follows:

Hypothesis 10: Job Satisfaction has a significant effect on Job Loyalty
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Figure 1. Research Model

RESEARCH METHOD

This research was conducted at a construction company in Surabaya. This research is a
quantitative study, in which the questionnaire is distributed to employees at PT. X. The
questionnaire distributed was divided into two parts, the first part was to find out the
demographic condition of the respondents, the second part was to find out HR Practices,
namely, Psychological Empowerment, Job Satisfaction, Job Loyalty. The questionnaire
was measured using a 1-5 Likert scale, number 1 reflects strongly disagree to the
statement and number 5 reflects strongly agreed to the statement provided. The
questionnaires were distributed to 125 employees of PT. X. However, only 80
guestionnaires can be used in this study. The criteria set for the respondents are the ones
who are a permanent employee at PT. X, respondents, have worked for more than two
years, high school minimum education, and are at the staff level. Data processing using
SPSS version 22.0.

Data Processing Results

Demographically, the data collected consisted of 40 women and 40 men. The
respondents with the age range of 18-25 years are 2 people, ages 26-35 years are 47
people, ages 36-45 years are 27 people, and ages 46-60 years are 4 people.

Research Results
Table 1. Effect HR Practices on Job Competence

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
[Model B Std. Error [Beta t Sig. [Tolerance|VIF
1 (Constant) |1.414 |451 3.133 002
TR 285 |111 270 2.574 012 (830 1.204
RW 378 105 376 3.586 001 |.830 1.204

a. Dependent Variable: JC
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From the linear regression analysis, conducted to determine the relationship between
the effect of Training and Reward on Job Competence, the result is shown in table 1.
From table 1 it is known that the value of the effect of Training on Job Competence is
0.012, this value is smaller than 0.05 and can be indicated that Training has a significant
effect on Job Competence, and this means that H1 is accepted. The value of the effect
of the Reward on Job Competence is 0.001 this value is less than 0.05 and can be
interpreted that the Reward has a significant effect on Job Competence, and this means
that H4 is accepted

Table 2 Effect of HR Practices on Job Autonomy

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Error(Beta t Sig.  [Tolerance|VIF
1 (Constant) |1.273 455 2.797 [.007
TR .366 112 337 3.273 [002 |.830 1.204
RW .352 .106 341 3.314 [001 [.830 1.204

a. Dependent Variable: JA

From the linear regression analysis conducted, to determine the relationship between
the effect of Training and Reward on Job Autonomy, the results are shown in Table 2.
From Table 2 it is known that the value of the effect of Training on Job Autonomy is
0.002, this value is smaller than 0.05 and can be interpreted that Training has a
significant effect on Job Autonomy, and this means that H2 is accepted. The value of
the effect of the Reward on Job Autonomy is 0.001, this value is less than 0.05 and it
can be interpreted that the Reward has a significant effect on Job Autonomy, and this
means that H5 is accepted.

Table 3 Effect of HR Practices on Job Impact

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
[Model B Std. Error [Beta t Sig.  [Tolerance|VIF
1 (Constant) |1.721 448 3.837 ].000
TR .356 110 .346 3.231 002 (830 1.204
RW .260 105 .266 2.486 |.015 [830 1.204

a. Dependent Variable: JI

From the linear regression analysis conducted, to determine the relationship between
the effect of Training and Reward on Job Impact, the results are shown in Table 3. From
Table 3 show that the value of the effect of Training on Job Impact is 0.002, this value
is smaller than 0.05 and can be This means that Training has a significant effect on Job
Impact, and this means that H3 is accepted. The value of the effect of Reward on Job
Impact is 0.015, this value is less than 0.05 and can be interpreted that Reward has a
significant effect on Job Impact, and this means that H6 is accepted.
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Table 4 Effect of Psychological Empowerment on Job Satisfaction

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
[Model B Std. Error |Beta t Sig. Tolerance |VIF
! ;CO”St""”t 1496  |403 3711|000
JC 077 146 078 525 .601 .385 2.598
JA .368 151 .386 2.435 017 339 2.947
JI 175 163 173 1.072 (287 325 3.074

a. Dependent Variable: JS

From the linear regression analysis conducted, to determine the relationship between
the influence of Job Competence, Job Autonomy and Job Impact on Job Satisfaction
obtained the results shown in Table 4. From Table 4 it is known that the value of the
effect of Job Competence on Job Satisfaction is 0.601, this value is greater of 0.05 and
can be interpreted that Job Competence does not have a significant effect on Job
Satisfaction, and this means that H7 is rejected. The value of the effect of Job Autonomy
on Job Satisfaction is 0.017, this value is less than 0.05 and can be interpreted that Job
Autonomy has a significant effect on Job Satisfaction, and this means that H8 is
accepted. The value of the effect of Job Impact on Job Satisfaction is 0.287, this value
is greater than 0.05 and can be interpreted that Job Impact does not have a significant
effect on Job Satisfaction, and this means that H9 is rejected.

Table 5 Effect of Job Satisfaction on Job Loyalty

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
[Model B Std. Error |Beta t Sig. Tolerance|VIF
1 (Constant) |1.368 |.369 3.710 [000
JS 671 091 .639 7.337 |000 [1.000 1.000

a. Dependent Variable: JL

From the linear regression analysis conducted, to determine the relationship between
the effect of Job Satisfaction on Job Loyalty obtained, the results are shown in Table 5.
From Table 5 it is known that the value of the effect of Job Satisfaction on Job Loyalty
is 0,000, this value is smaller than 0.05 and can be This means that Job Satisfaction has
a significant effect on Job Loyalty, and this means that H10 is accepted.

Table 6 The Mean of Variable

No | Variable Average Mean
1 Training 3,796
2 Reward 3,845
3 Job Competence 3,950
4 Job Autonomy 4,017
5 Job Impact 4,072
6 Job Satisfaction 3,990
7 Job Loyalty 4,047
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Based on the calculation of the average value of each variable, it is known that the three
indicators of Training has a mean of 3,796. This results shows that employees feel that
the company has provided training in accordance with what is needed by employees to
be able to complete their work. On the reward variable, from the three indicators
studied, an average of 3,845 is known. This shows that employees feel that the company
has given rewards in accordance with the needs felt by employees. In the Job
Competence variable the mean is 3,950. This shows that employees feel that they have
sufficient ability to do and complete their work. Job Autonomy has a mean of 4,017,
this shows that the company has given confidence to employees to do and complete
their work freely without or with minimal supervision. The average of the Job Impact
variable is 4.072, this means that employees feel that their existence has an impact on
the company. The average Job Satisfaction is 3,990, this shows if the employee feels
satisfied working at the company. Job Loyalty has an average of 4.047, this shows that
employees have Job Loyalty in the company.

In the analysis of the effect of Training and Reward on Job Competence obtained
Adjusted R2 number of 0.279 or 27.9% shows that the percentage contribution of the
influence of Training (TR), Reward (RW) to Job Competence (JC) is 27.9% which
means that Training (TR) and Reward (RW) are able to explain 27.9% Job Competence,
while the remaining 72.1% is influenced by other variables not included in this research
model. F test results indicate a significance value of 0,000, this means that research
models that aim to test the effect of Training (TR), Reward (RW) on Job Competence
(JC) can be accepted so that it can be concluded jointly Training (TR), Reward (RW )
affect Job Competence (JC).

In the analysis of the effect of Training and Reward on Job Autonomy obtained an
Adjusted Figures R2 of 0.306 or 30.6% shows that the percentage contribution of the
Training (TR) and Reward (RW) influence on Job Autonomy (JA) is 30.6%, which
means that Training (TR) and Reward (RW) are able to explain 30.6% of Job
Autonomy, while the remaining 69.4% is influenced by other variables not included in
this research model. F test results indicate a significance value of 0,000, this means that
research models that aim to test the effect of Training (TR) and Reward (RW) on Job
Autonomy (JA) are acceptable.

In the analysis of the effect of Training and Reward on Job Impact, the Adjusted R2
number of 0.248 or 24.8% shows that the percentage contribution of the Training,
Reward effect on Job Impact is 24.8%, which means that Training and Reward is able
to explain 24.8% Job Impact, while the remaining 75.2% is influenced by other
variables not included in this research model.F test results show a significance value of
0,000, this means that research models that aim to test the effect of Training, Reward
on Job Impact can be accepted so that it can be concluded jointly with Training, Reward
can affect Job Impact.

In the analysis of the influence of Job Competence, Job Autonomy, and Job Impact on
Job Satisfaction, the Adjusted R2 figure is 0.328 or 32.8%, indicating that the
percentage contribution of Job Competence, Job Autonomy and Job Impact impact on
Job Satisfaction is 32.8%. means that Job Competence, Job Autonomy, and Job Impact
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can explain 32.8% Job Satisfaction, while the remaining 67.2% is influenced by other
variables not included in this research model. test results show a significance value of
0,000, this means that research models that aim to test the effect of Job Competence,
Job Autonomy, and Job Impact on Job Satisfaction can be accepted so that it can be
concluded together Job Competence, Job Autonomy, and Job Impact can affect Job
Satisfaction.

In the analysis of the effect of Job Satisfaction on Job Loyalty obtained R2 numbers of
0.408 or 40.8% shows that the percentage contribution of the influence of Job
Satisfaction to Job Loyalty is 40.8% which means that Job Satisfaction is able to explain
40.8% of Job Loyalty, while the remaining 59.2% is influenced by other variables not
included in this research model. F test results show a significance value of 0,000, this
means that research models that aim to test the effect of Job Satisfaction can be accepted
so that it can be concluded that Job Satisfaction can affect Job Loyalty.

Overall, the first test to test the effect of Training and Reward on Job Competence
shows a strong correlation. Reward provides a positive and significant effect on Job
Competence. The biggest influence on Job Competence is given by Rewards with a
standardized beta coefficient of 0.376. This is in line with research conducted by
Gkorezis and Petridou (2012) stating that Extrinsic Rewards has a significant influence
on Competence which is one of the attributes of Psychological Empowerment. Training
also has a positive and significant influence on Job Competence. The standardized beta
coefficient is 0.270. This is consistent with research developed by Mahmudi and
Kargaran (2016) which states that Training / Education has a very significant influence
on Competence which is one of the attributes of Empowerment.

The second test examines the effect of Training and Reward on Job Autonomy. From
this analysis it is known that the effect of training and reward on Job Autonomy shows
a strong correlation. Training and Reward provides a positive and significant impact on
Job Autonomy. The biggest influence on Job Autonomy is given by Rewards with a
standardized beta coefficient of 0.341 and Training of 0.337. This is in line with
research developed by Hewagama et al (2019) which suggests that Reward and Training
has a significant influence in relation to Job Autonomy on workers in the hospitality
sector.

The third test examines the effect of Training and Reward on Job Impact. From this
analysis it is known that the effect of training and reward on Job Impact shows a strong
correlation. Training has a positive and significant impact on Job Impact. Training
provides a greater influence when compared to Rewards for Job Impact. The
standardized beta training coefficient is 0.346. This is consistent with the research
developed by Voegtlin et al. (2015) which states that Training has a significant
influence on Impact which is one of the attributes of Empowerment. Although the effect
is smaller than Training, Reward has a positive and significant impact on Job Impact.
The standardized value of the beta Reward coefficient of 0.266 on Job Impact. This is
in line with research developed by Hewagama et al. (2019) which states that Reward
has a significant influence in relation to Job Impact in research conducted on employees
in the hospitality sector.
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The fourth test examines the effect of Job Competence, Job Autonomy, Job Impact on
Job Satisfaction. From this analysis it is known that the influence of Job Competence,
Job Autonomy, and Job Impact on Job Satisfaction shows a strong correlation. Job
Autonomy gives a positive and significant effect on Job Satisfaction with a standardized
beta coefficient of 0.386. These results are in line with the study of Naqvi et al. (2013)
in the Fast Food sector states that Job Autonomy has a significant influence on Job
Satisfaction.

The effect of Job Competence on Job Satisfaction is positive but not significant, with a
standardized beta coefficient of 0.078. This is in line with research developed by Saif
and Saleh (2013) who examined the effect of Empowerment on Job Satisfaction on
employees in private hospitals in Jordan who stated that Competence which is one of
the attributes of Empowerment has a positive but not significant effect on Satisfaction.
Job Impact has a positive but not significant effect on Job Satisfaction. The standardized
beta coefficient is 0.173. This is in line with the results of research developed by
Hewagama et al (2019) who conducted research on hotel staff in Srilanka, stating that
Job Impact had no significant effect in its direct relationship with Job Satisfaction.

The fifth model shows that Job Satisfaction has a positive and significant effect on Job
Loyalty with a standardized beta coefficient of 0.639. This explains that there is a strong
correlation. It can be concluded that the strength of the relationship between Job
Satisfaction (JS) and Job Loyalty (JL) is high. This finding is in line with the statement
of Pandey and Khare (2012) in their research which suggests that Job Satisfaction has
a significant influence on Job Loyalty.

CONCLUSIONS AND RECOMMENDATIONS

The results of this study suggest that Job Satisfaction has a positive and significant
effect on Job Loyalty. It means that Job Satisfaction is important to reach Job Loyatly.
Companies should pay attention on it, and find the way to improve the Job Satisfaction.
The research model shows that job satisfaction is formed from psychological
empowerment. All aspects of Psychological Empowerment have a positive influence
on Job Satisfaction, but only Job Autonomy has a significant influence on Job
Satisfaction, while the effect given by Job Competence and Job Impact on Job
Satisfaction is not significant. Job satisfaction is influenced by psychological
empowerment, it means companies should find the ways to increase the influence of
psychological empowerment, especially in the area of job competence and job impact.
Companies should find the ways for employees who have high competence and a large
impact on their work to feel satisfaction at work. The aspects of HR Practices in this
case are Training and Reward has a positive and significant influence on the aspects of
Psychological Empowerment in this case are Job Competence, Job Autonomy, and Job
Impact.

Companies should pay attention to every aspect that can improve Job Loyalty in the
company. Not only the factors that have been mentioned in this study, but can also pay
attention to other factors such as work environment, employee relationships, leadership,
self determination, job security, promotion, teamwork or other factors. Companies
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should be aware of the current salary in the industry by comparing with competing
companies. Companies should also provide affordable benefits, such as providing
transportation/ shuttle for the employees. Another effort would be providing gathering
event for employees and their family periodically. This way, employees will feel that
the company cares about them and their families.

Future research can also broaden the scope of respondents to be studied, or conduct
research in companies that are different from current research. In addition, it is expected
to also be able to use the Structural Equational Model (SEM) software AMOS 16.0 in
further research.
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