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Abstract—This study examines the impact of human resource
(HR) practices on organizational commitment through job
satisfaction as a mediator variable. The primary data was
gathered and collected from 135 respondents being employees of
some private companies in Jakarta. This study used hypothesis
testing as a research design. We analyze the data by using
Structural Equation Method (SEM). The results show that HR
practices positively influence both organizational commitment
and job satisfaction, and job satisfaction also positively influences
organizational commitment.
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I. INTRODUCTION

Employees are valuable assets for an organization to carry
out its vision, mission and in achieving organizational goals.
Thus, their role is vital so that it must be appropriately
managed to continue to have the motivation, job satisfaction
and high commitment to the company [1]. By understanding
the goals of the organization, employees are expected to
implement and develop organizational strategies, so human
resource must be appropriately managed to ensure that
employee talents have been used effectively and efficiently to
achieve organizational goals [2]. The previous research
indicates that the four dimensions of human resource practices
that include cooperation, communication, rewards and
recognition, training and development are positively related to
organizational commitment [3]. Organizational commitment
shows how an employee identifies himself with an organization
and the goals of the organization and desires to remain as a
member of the organization [1]. Employees who are committed
to an organization will have an awareness of responsibility for
the development and the organization's progress. They will
make a high contribution to the organization in achieving
organizational goals in facing competition if they have high
organizational commitment [4]. Job satisfaction is one of the

essential things that we need to consider in managing human
resources; in this case, the employees who work for the
company. Employees who have job satisfaction tend to have a
high level of attendance and performance and are more loyal to
the organization [1]. Job satisfaction reflects feelings for their
work, which we can see from their positive attitude towards the
work they do [5].

Il. LITERATURE REVIEW

A. Human Resource Practices

Human resource (HR) practices are the implementation of a
set of activities aimed at developing employees’ competencies
and skills, influencing employees’ attitudes and behavior by
organizational values to contribute and focus on achieving
organizational goals [6]. HR practices are the primary
mechanism that employees use to understand corporate rules
[7]. Through various HR practices and HR development
activities, a company forms an agreement and goals. Every
employee needs to be motivated and facilitated to be able to
develop his or her talents so that he can improve organizational
performance. In this case, the duties and roles of leaders are
essential in managing employees as one of the company's
necessary assets [8].

B. Training and Development

Training is a process to improve knowledge and skills to be
able to perform specific tasks [9]. Training is designed to give
learners the amount of experience and expertise needed for
their current work, while development involves learning that
leaves ongoing work and has a longer-term focus [10].
Training is required to improve employees' knowledge and
skills to do a specific and specific task. Both training and
development are essential for the employees and leaders of the
organization [11]. The techniques in this development aim to
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produce changes in the people involved in the organization and
encourage them to work together better [12].

C. Reward and Recognition

A reward is a tool used by leaders to appreciate employee
performance [13]. In a broad sense, it is not just a monthly
salary but also includes the development that is needed by
every employee [14]. A reward has the meaning of financial
and non-financial benefits received by employees through work
relationships with organizations [15]. Attractive remuneration
and rewards increase organizational commitment [16,17].

D. Organizational Communication

Organizational communication is the process by which
individuals and groups interact with each other in various ways
and various places to achieve organizational goals [18]. Its
functions within organizations are controlling employees’
behavior, motivating employees by explaining what needs to
do and how well they have done to improve performance,
expressing emotional expression and meeting social needs, and
providing information to individuals and groups [12].

E. Teamwork

Teamwork is increasingly essential for organizations to
increase  employees’  productivity and  organizational
commitment [19]. This collaboration within an organization
can increase employees’ commitment to the organization [20].
It can generate positive synergy through coordinated efforts,
where individual efforts will produce a level of performance
that is greater than the amount of personal input [21].

F. Job Satisfaction

Job satisfaction reflects a person's feelings towards his
work as seen from a positive attitude towards the work he does
[5]. It describes the emotions and feelings of pleasure or
displeasure that arise in a person looking at his work [22]. It
also refers to an emotional response to work situation, which is
determined by how well a job can successfully meet or exceed
individual employee expectations, and it represents several
attitudes related to work [23]. Job satisfaction is a perception of
what is obtained by or exceeds what is expected [24]. Job
satisfaction refers to the attitudes commonly exhibited by
employees towards their work.

G. Organizational Commitment

Organizational Commitment is the degree to which an
employee identifies himself with a particular organization and
its goals and desires to maintain its membership in the
organization. Employees' commitment shows their belief that
the organization values their contribution and cares for their
well-being [1]. Employees who have a high level of
organizational commitment will contribute highly in achieving
organizational goals in the face of competition, so the
engagement of employees is an important instrument to
improve organizational performance [4].
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H. Hypothesis Development

There are many empirical studies on the impact of HR
practices. The four dimensions of HR practices that include
training and development, rewards and recognition,
organizational communication, and teamwork have shown to
have a positive effect on organizational commitment [3]. Other
studies show that training and development enhance loyalty
and strengthen corporate competitiveness [25,20]. Other
research shows the positive effect of effective communication
on organizational commitment [18].

H1: There is a positive influence of HR practices on
organizational commitment.

A reward is one of the HR Practices that positively affect
job satisfaction as evidenced by the results of the previous
studies [26,27]. Furthermore, in their research they stated that
reward increases job satisfaction [15]. Other researches prove
that training also positively affects job satisfaction [28,29].
Training is claimed to be able to increase employees’
satisfaction because it can enhance their performance by
acquiring knowledge from it [30].

H2: There is a positive influence of HR practices on job
satisfaction.

With high job satisfaction, someone will be more
committed to the organization or company where he works.
The results showed that there was a positive influence of job
satisfaction on organizational commitment [4,16]. Other
researchers also prove that job satisfaction is a determinant of
organizational commitment [31]. Furthermore, they determined
that job satisfaction is an antecedent variable for organizational
commitment [32,33].

H3: There is a positive influence of job satisfaction on
organizational commitment.

I11. METHODS

The research method used is hypothesis testing as a method
for making decisions based on experimental data processing
[34]. This study uses primary data obtained by distributing
questionnaires directly to the respondents by using a non-
probably sampling method [35]. This research uses
purposive/judgmental sampling technique that is sampling
based on certain criteria. Respondents' criteria needed for
filling out the questionnaire were respondents who had worked
for more than one year. Characteristics of respondents describe
the general description of respondents including gender, age,
education, position and length of work. The number of
respondents in this study was 135 people, fulfilling the
recommended minimum number of samples which is at least
five times the number of question items contained in the
research questionnaire, amounting to 27 items [36]. The
population was all employees of some private companies
located in Jakarta. There are three variables used, namely HR
Practices (training & development, rewards & recognition,
organizational communication, and teamwork), organizational
commitment and job satisfaction.
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This research is a quantitative study, and the analytical
method used is Structural Equation Modeling (SEM), a
multivariate statistical technique that combines aspects of
multiple regression and factor analysis to estimate a series of
dependency relationships simultaneously [36]. This research
uses the Cronbach's Coefficient Alpha method with SPSS 22,
and AMOS IBM 22 software for the reliability test [37].
Validity and reliability tests are done to test data quality, where
if the Cronbach's Coefficient Alpha value is more significant
than 0.60 (> 0.60), then it is declared reliable [35]. Validity test
is a test that measures how much a measurement instrument
can measure something that should be measured [38].
Reliability is the consistency of a measuring instrument used
for repeated measurements. Internal instrument reliability
testing can be done only once by analyzing the compatibility of
items on the device with specific techniques [38].

This research conducts Validity and Reliability test for all
variables per dimension. The training and development
dimension consist of six indicators, all of which have factor
loadings values which are greater than 0, 55 (the average value
is 0.896) (Hair’s Factor Loadings for 135 respondents). As
such, these indicators are valid in forming the construct
dimension of training and development. Cronbach's Alpha of
those six indicators is 0.950, which is higher than 0.6.
Therefore, they are all reliable. The reward and recognition
dimension consist of 3 indicators, all of which have factor
loadings values which are greater than 0, 55 (the average value
is 0.954). As such, these indicators are valid in shaping the
constructs dimension of rewards and recognition. Cronbach's
Alpha of the three indicators is 0.949, which is higher than 0.6.
Therefore, all three indicators are reliable. The organizational
communication dimension consists of four indicators, all of
which have factor loadings values which are higher than 0.55
(the average value is 0.939). Thus, these indicators are valid in
forming the construct dimension of organizational
communication. Cronbach’s Alpha of the four indicators is
0.953, which is higher than 0.6. Therefore, the four indicators
are reliable. The teamwork dimension consists of four
indicators, all of which have factor loadings values which are
higher than 0.55 (the average value is 0.923). As such, these
indicators are valid in forming the construct dimension of
teamwork. Cronbach’s Alpha of the four indicators is 0.939,
which is higher than 0.6. Therefore, all four indicators are
reliable. The job satisfaction variable consists of four
indicators, all of which have the factor loadings values, which
are higher than 0.55 (the average value is 0.944). Thus, these
indicators are valid in shaping the construct of the job
satisfaction variable. Cronbach’s Alpha of 4 indicators is 0.957,
which is higher than 0.6. Therefore, all four indicators are
reliable. The organizational commitment variable consists of
six indicators, all of which have factor loadings values which
are higher than 0.55 (the average value is 0.853). Thus, these
indicators are valid in forming the construct of organizational
commitment variables. Cronbach’s Alpha of those indicators is
0.909, which is higher than 0.6. Therefore, the six indicators
are reliable.
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The results of Goodness-of-Fits Test indicate that based on
the value of RMSEA, GFI, NFI, TLI and CFI, the model is
goodness-of-fit. Therefore, the next step is testing theoretical
hypothesis.

IV. RESULTS AND DISCUSSION

The result of SEM analysis indicates that HR practices have
a coefficient value of 0.501 with a probability value of 0.000
which is smaller than 0.05, so that we reject Ho or there is a
positive influence of HR practices on organizational
commitment. The higher the perception of HR practices, the
higher the perception of organizational commitment. HR
practices also have a coefficient value of 0.763 with a
probability value of 0,000, which is smaller than 0.05, so that
we reject Ho or there is a positive influence of HR practices on
job satisfaction. The higher the perception of HR practices, the
higher the perception of job satisfaction. Job satisfaction has a
coefficient value of 0.268 with a probability value of 0.029,
which is smaller than 0.05, so that we reject Ho, or there is a
positive influence of job satisfaction on organizational
commitment. The higher the perception of job satisfaction, the
higher the perception of organizational commitment.

V. CONCLUSION

The four dimensions of human resource management
practices in this study include training & development, reward
& recognition, organizational communication and teamwork.
All are proven to have a positive influence on job satisfaction
and organizational commitment. Based on this conclusion, the
results of this study provide implications for HR management
to continue improving the quality of those HR practices to
increase employees’ job satisfaction as well as the
organizational commitment to increasing the organizational
performance and productivity. The limitation of this research
includes the limited number of respondents and the limited
number of HR practices dimensions. For further studies, it is
suggested to have more respondents and consider the impact of
other aspects of HR practices on job satisfaction and
organizational commitment.
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