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Abstract: This study aims to analyze the Influence of Employee Participation and Self-Efficacy on Employee 

Retention mediated by Job Satisfaction at PT—Pos Indonesia in Central Jakarta. The data collected were 150 

respondents from 26 KCP PT. Pos Indonesia Central Jakarta using Purposive Sampling data collection 

techniques. The data collected in this study were primary data by distributing questionnaires online using 

Google Form. Validity and reliability testing, descriptive statistical data analysis by finding the average and 

hypothesis testing were carried out using SPSS Version 21 and Amos Version 21. The results of this study 

indicate that Employee Participation and Self-Efficacy mediated by Job Satisfaction have a significant 

positive effect on Employee Retention. This study is expected to provide an influence for PT. Pos Indonesia 

Central Jakarta to improve Employee Participation, Self-Efficacy, Job Satisfaction, and Employee Retention 

of all employees.  

Keywords: Employee Participation; Self – Efficacy; Job Satisfaction; Employee Retention. 

 

Abstrak: Penelitian ini bertujuan untuk menganalisis Pengaruh Employee Participation dan Self – Efficacy 

terhadap Employee Retention yang dimediasi oleh Job Satisfaction pada PT. Pos Indonesia di Jakarta Pusat. 

Data yang dikumpulkan terdapat 150 responden dari 26 KCP PT. Pos Indonesia Jakarta Pusat dengan 

menggunakan teknik  pengumpulan data Purposive Sampling.  Data yang dikumpulkan pada penelitian ini 

yaitu data primer dengan menyebarkan kuesioner secara online menggunakan Google Form. Pengujian 

validitas dan reliabilitas, Analisis data statistik deskriptif dengan mencari rata – rata dan pengujian hipotesis 

dilakukan dengan menggunakan SPSS Versi 21 dan Amos Versi 21. Hasil penelitan ini menunjukkan bahwa 

Employee Participation dan Self – Efficacy yang dimediasi Job Satisfaction secara signifikan berpengaruh 

positif terhadap Employee Retention. Dari penelitian ini diharapkan dapat memberikan pengaruh bagi PT. 

Pos Indonesia Jakarta Pusat guna meningkatkan Employee Participation, Self – Efficacy, Job Satisfaction, 

dan Employee Retention para seluruh karyawan.  

Kata Kunci: Employee Participation; Self – Efficacy; Job Satisfaction; Employee Retention. 

 

 

INTRODUCTION 
  

Numerous Indonesian marketplaces, including Tokopedia, Shopee, and Lazada, have 

emerged as a result of the quick growth of e-commerce.  Applications like Tokopedia, 

Shopee, and Lazada facilitate transactions between buyers and sellers of products and 

services.   Approximately 100 million people have downloaded the three main e-commerce 

apps thus far (Ramadhan et al., 2022). This trend of shopping from home has made 

companies engaged in shipping services experience an increase. Expedition services or 

shipping services are currently increasingly popular with all levels of society, especially in 
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Indonesia in the business sector, where this has become a service because currently many 

people send goods or products using shipping services (Aryana, 2022). 

Figure 1 The image is an official BPS Indonesia infographic titled "Indonesia's 

Economic Growth Quarter II-2023" providing a detailed visual summary of the nation's 

economic performance. It prominently displays the 0.051 y-o-y growth rate and the IDR 

5.290 trillion, alongside a historical trendline of GDP growth. Further sections break down 

growth by economic sector (e.g., Transportation and Warehousing at 15.280 per cent) and 

expenditure components, concluding with a regional growth map showing Sulampua at 

0.063. 

 
Figure 1. Indonesia's Economic Growth in the Second Quarter of 2023 

Sumber: https://www.bps.go.id 
 

https://www.bps.go.id/
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The results of this research show that the transportation and warehousing logistics 

sector, especially in the Java region, significantly contributes to driving the growth of the 

current logistics business. Based on data from the Central Statistics Agency, it explains that 

the transportation and warehousing sector has become the sector with the highest growth 

compared to other sectors. The transportation and warehousing sector had increased by 

15.280 percent in the second quarter of 2023. In the time span from 2021 to 2023. The 

spike in shipping goods during peak season or approaching religious holidays such as Eid 

or Christmas has increased economic activity, especially in the transportation and 

warehousing logistics shipping sector.  

Table 1 shows the percentage of employee retention of PT. Pos Indonesia from 2020 

to 2022. PT. Pos Indonesia (Persero) is a leader in goods delivery services and is a state-

owned company engaged in the service sector in Indonesia. PT. Pos Indonesia (Persero) 

has been established since 1746 in Jakarta (Annual Report of PT Pos Indonesia). In 2023, 

PT Pos Indonesia has 4,308 in all sub-districts and in 2024 in Central Jakarta it has 26 

KCPs in Central Jakarta (HR PT Pos Indonesia Central Jakarta). Since its inception, the 

Indonesian Post Office was established to ensure the security of various letters and letter 

carriers as a means of communication. In facing the current era, PT Pos Indonesia has not 

only survived, but also continues to grow by presenting innovative services such as Special 

Express Post, Express Post, Cargo Services and online goods delivery. The development 

of online goods delivery services is in line with the rapid growth of e-commerce in 

Indonesia. The infrastructure of Pos Indonesia also continues to grow rapidly to support 

the increasing volume of deliveries. PT Pos Indonesia is still lacking in the existing E-

Commerce options because PT Pos Indonesia is constantly competing with other goods 

delivery service companies such as JNE, J&T, and Tiki.  

 

Table 1. Employee Retention Data of PT Pos Indonesia 

 
Year 

 

Starting Number 

Of Employees 

Ending Number Of 

Employees 

Employee 

Retention (per 

cent) 

2020 24.858 22.516 0.090 

2021 22.516 20.306 0.090 

2022 20.306 17.000 1.500 

Average employee retention 0.560 

Source: Annual Report of PT. Pos Indonesia 

 

According to a survey conducted in the study (Gunawan, 2024), although PT Pos 

Indonesia is competing with other goods delivery companies and is rarely chosen for E-

Commerce delivery, the percentage of goods deliveries at PT Pos Indonesia in the last 3 

years has continued to increase every year, which has an impact on the spike in goods 

deliveries at PT Pos Indonesia itself. Based on the annual report of PT Pos Indonesia, it is 

known that the achievement of the employee retention program has not met the target. It 

can be seen in Table 1 that during this period, the percentage of employee retention has 

decreased every year. In 2020, the percentage of employee retention reached 90.570 per 

cent. However, based on the latest data in 2022, the percentage of employee retention has 

decreased to only 83.710 per cent of employees whom the company can retain. This means 

that the average employee retention each year during this period is around 88.510 per cent. 

This states that PT Pos Indonesia is facing problems with employee retention. This is also 
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influenced by three interrelated variables, including employee participation, employee 

confidence and job satisfaction. 

Along with cutting wasteful spending and enhancing workers' motivation and skills, 

employee retention has become one of the main factors influencing an organization's 

performance (Ghani et al., 2022). The purpose of retention strategies is to foster employee 

loyalty within the organization. One of the key strategies to enhance retention is employee 

(Khalid & Nawab, 2018). When employees feel that all forms of their participation and 

opinions are valued, employees will be more likely to feel attached to the company. 

Company gets the benefit from the contributions that have given from the employees, 

company need to provaide the excellent service to influence the employees to stay longer 

and connect white company environment. This situation will bring the company with low 

employee turnover. 

In line with the company's efforts to ensure employees remain connected and 

enthusiastic in achieving company targets and goals, it is important to ensure that 

employees need to have a high level of Self-Efficacy in optimizing their capabilities in 

providing optimal service to consumers and completing various tasks according to the 

targets previously set by the company (Osly Usman, 2020). This Self-Efficacy also plays 

an important role in maintaining employee optimism in facing various challenges in 

achieving the targets that have been set. A high level of Self-Efficacy among employees 

not only supports the achievement of targets in accordance with company goals but can 

also encourage employees to remain in the company for an extended period of time, thereby 

reducing the employee retention rate (Aisyah & Faeni, 2021). A good company now not 

only focuses on improving services or achieving targets as a top priority, but also needs to 

prioritize the importance of Job Satisfaction for its employees to provide comfort to 

increase employee enthusiasm amidst increasing operational challenges (Hakim, 2022). 

Thus, employees feel that all the contributions they have made to the company are 

appreciated by the company so that employees will feel motivated to provide maximum 

results from each task given. It is important to create a work environment that focuses on 

Job Satisfaction and provides good career development opportunities for each employee. 

With that, companies can retain and develop the best talents of their employees so that they 

can reduce employee turnover in a company (Imelda & Budiarti, 2023.). Job Satisfaction 

is an important key in building a strong team so that it indeed correlates with the level of 

Employee Retention in the company (Dami et al., 2022). 

Thus, the main focus objective underlying this research is to analyze the right balance 

between Employee Participation and Self-Efficacy towards achieving Job Satisfaction 

targets and to what extent this can affect the Employee Retention level at PT. Pos Indonesia 

in the Central Jakarta area. This is very important for shipping companies to pay attention 

to Employee Retention as the main foothold for adapting to creating a sustainable work 

environment amidst the development of the current era. This research will increase a more 

comprehensive understanding of the internal dynamics of companies in managing HR 

faced with the challenge of a surge in shipping goods. Through this research, we can 

understand the importance of the relationship between Employee Participation and Self-

Efficacy formed from Job Satisfaction has an important role in influencing the level of 

Employee Retention in forming sustainable company management in the current era.  

This research will also not only provide a foundation for understanding for business 

practitioners and academics about the effectiveness of company efforts in combining social 

aspects and human resource management (HR). However, it can also provide a strong 
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foundation for stakeholders to make the right strategic decisions in facing complex 

dynamics in the current logistics market. 

In previous research conducted by Kalia et al. (2023) studied variables regarding 

Human Resource Management where there were variables (Compensation and 

Performance Appraisal, Employee Participation, Grivance Handling, Health and Safety, 

Training and Development), Employee Retention, Job Satisfaction, Work Experience, Job 

Hopping, and in this study there were 365 employees of leading textile companies in India 

who were the objects of research.  

While in the study Nanjundeswaraswamy et al. (2023) studied variables regarding 

Self-Efficacy, Job Satisfaction, Employee Commitment, and the objects of research were 

452 employees from 75 randomly selected textile industries registered and located in the 

city of Bengaluru, India. In this study there is a combination and modification of variables 

where this study discusses the variables Employee Participation, Self-Efficacy, Job 

Satisfaction, Employee Retention where this study examines PT. Pos Indonesia, where this 

research has differences with previous research because it examines logistics companies. 

Logistic companies need to increase their Employee Retention to keep providing best 

services to delever the goods.  

 

THEORETICAL REVIEW 
 

Basic research theory ini this research is organisation behavior (OB). Is A field of 

study that examines the impact of individuals, groups, and structures on behavior within 

organizations, to improve organizational effectiveness (Robbins & Judge, 2024). 

Employee Participation. Employee Participation is the level of active role of 

employees in providing all forms of contribution to the progress of the organization or 

company (Farhan et al., 2023). Employee Participation is also a work practice in which 

employees are actively involved in contributing to various aspects of the company's 

organization and in the decision-making process (Syamsarifin & Indasah, 2022). Employee 

Participation has positive and significant impact to job satisfaction, employee justice 

perception and organization commitment (Gyawali, 2017). 

Self-Efficacy. Self-efficacy is a belief that exists in an individual to achieve 

something that has been desired with a predetermined goal (Risakota & Sapulette, 2020). 

Self-efficacy is a form of self-confidence in someone in measuring their ability to improve 

their performance at work (Ariani et al., 2023). Self-efficacy is an individual's assessment 

of their ability or competence to be able to carry out a task, achieve a goal or produce 

something (Hamsa & Ilhami., 2023). Self-Efficacy has positive and significant impact to 

job satisfaction (Gunawan et al., 2017).  

Job Satisfaction. Job Satisfaction is a positive emotional condition in the form of a 

feeling of satisfaction with the achievements that an employee has successfully obtained 

from the results of his work (Armanda, 2023). Job Satisfaction is the level of commitment 

of an organization or company related to the satisfaction felt by employees towards their 

work in supporting the achievement of company goals (Hanafi & Pujianto, 2023). Job 

Satisfaction is a condition or attitude given by employees to the company because they feel 

satisfied with their work system (Sari et al., 2024). Job Satisfaction has positive and 

significant impact to Employee  retention (Yang et al., 2021). 



 
 
 
  

 

Jurnal Manajemen/Volume 29, No. 03, October 2025: 631-649 

DOI: http://dx.doi.org/10.24912/jm.v29i3.3051  

636 

Employee retention is delineated as the willingness of individuals to sustain 

their tenure within the same organization. (Tanoto, 2024). Employee Retention can 

also be interpreted as a company strategy concept in retaining employees in a company by 

providing attractive facilities (Rahaman et al., 2023). Employee Retention is a company 

strategy adopted to maintain the existence and involvement of employees which is expected 

to have a positive impact on improving the company's finances (Andari et al., 2021). 

Employee Participation makes posive impact to Employee Retention (Khalid & Nawab, 

2018). Self-Efficacy has positive impact to Employee Retention Aisyah & Faeni (2021), 

Job Satisfaction influence posive impact to Employee Retention (Hulu, 2024) 

Employee Participation needs the active involment to finish all the jobs. This 

partipation will bring the successful of organitation and also make  Employee Retention 

because employees give the maximum contribution (Farhan et al., 2023). Employee 

Participation will create Employee Satisfaction (Ni et al., 2020). Self-Efficacy makes 

someone belive with their capabilitis to do all their activities until they acheve all the targets 

(Hamsa & Ilhami., 2023). This will make the Employee Retention because they are focus 

to achive the targets. If they acheve the targets, the Employees will be satisfed and self-

efficacy will be as strong support for Employee Satisfaction (Lestari et al., 2020). 

Job Satisfaction plays an important in developing the strong team and has the 

corelation with Employee Retention (Dami et al., 2022). 

Job Satisfaction mediates Employee participation to Employee Retention Kalia et al. 

(2023) Job Satisfaction medietes self-efficacy to Employee Retention (Fadilah et al., 2018). 

Employee Participation and Self-Efficacy have positive impact to Employee 

Retention and also have the positive impact to Job Satisfaction. Job Satisfaction has 

positive impact Employee Retention (Kalia et al., 2023; Nanjundeswaraswamy et al., 

2023). 

Hypothesis Development. The Relationship Between Employee Participation 

and Job Satisfaction. Employees who are actively involved in various fields in the 

company and are recognized for their role in the decision-making process will feel more 

satisfied with their work, in their study conducted with a sample of 3,364 employees of the 

European Foundation for the Improvement of Living and Working Conditions(Guinot et 

al., 2021). Employees who are actively involved in their work tend to show a more positive 

attitude in improving their work skills, which ultimately has a positive impact on the level 

of Job Satisfaction, this study focused on respondents of the New Generation of 

Construction Workers (under 40 years old) who work on construction sites in China 

(Employees who actively participate, by always being actively involved in every job 

voluntarily, can create high job satisfaction, in this study the target respondents were 53 

employees and community empowerment and Village Government of Bone Bolango 

Regency (Seprianto, 2021).  

 

H1: Employee participation has a positive effect on job satisfaction. 

 

The Relationship Between Self-Efficacy and Job Satisfaction. Self-Efficacy is 

closely related to Job Satisfaction. Suppose someone has a high level of Self-Efficacy. In 

that case, they tend to be successful in completing tasks, which causes them to be more 

satisfied with their work or which means that an employee's Job Satisfaction is high, in this 

study the respondents were all permanent lecturers at a private university owned by the 

Islamic Foundation in North Sumatra (Muis et al., 2018). Developing the level of Self-
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Efficacy in an employee can increase job satisfaction possessed by employees within the 

company, the respondents in this study were employees of a company l ocated in Sidoarjo 

(Lestari et al., 2020). Self-Efficacy that arises from the employee's ability to complete their 

work is a strong driver for increasing Job Satisfaction, in this study the respondents were 

employees of Maya Ubud Resort & Spa Bali. However, we also found the result that Self-

Efficacy has negative impact to job Satisfaction(Saputri et al., 2024).  

 

H2: Self-efficacy has a positive effect on job satisfaction. 

 

The Relationship Between Job Satisfaction and Employee Retention. One of the 

best ways to maintain employee turnover is to ensure that they are satisfied with their jobs. 

To achieve this, companies must ensure that employees feel satisfied and fulfilled in 

various aspects, starting from aspects in terms of work, salary, promotion opportunities, 

relationships with superiors, and relationships with coworkers. This can help employees 

build a motivating work environment for self-development so that employees want to stay 

for a long time, the respondents in this study were permanent employees at PT. Nasmoco 

Gombel branch, Semarang City (Asria, 2025). This high job satisfaction is related to 

employee retention, making it important for companies to pay attention to employees and 

ensure their happiness in the workplace. This helps employees feel satisfied with their jobs 

and reduces the rate of employee turnover, MSME business actors in the Paguyuban Chips 

Tempe Sanan Malang City became respondents in the study (Liana & Denjayanti, 2022). 

Employee job satisfaction is an important factor in retaining employees in the company. 

By maintaining employee job satisfaction, companies can increase the likelihood of 

employees remaining in the company. Therefore, measuring the level of employee job 

satisfaction is an important step as an initial step in efforts to retain employees. In this 

study, the respondents were employees in the automotive components industry (Wahyuni 

et al., 2022).  

 

H3: Job satisfaction has a positive effect on employee retention. 

 

The Relationship Between Employee Participation and Employee Retention. 

Companies that often invite their employees to participate in the decision-making process 

will help employees feel more connected to the company. As a result, employees tend to 

stay longer in the company, where this study examines employee retention in Pakistan 

(Ullah et al., 2020). Employees who are actively involved in their work can provide 

significant benefits to the company, including reducing employee turnover rates, 

respondents in this study were employees who worked at the Medica Super Speciality 

Hospital, Kolkata(Andari et al., 2021). The results of the previous analysis showed that 

employee involvement in decision-making within the company tends to strengthen 

employee relationships with the company, this attachment can make employees tend to stay 

longer and have a positive impact on employee retention rates, where in this study the 

sample taken was from employees at PT. Madubaru Bantul Yogyakarta (Pratama, 2020).   

 

H4: Employee participation has a positive effect on employee retention. 

 

The Relationship Between Self-Efficacy and Employee Retention. Self-efficacy has 

a positive and impact to job satisfaction and employee performance (Ali et al., 2021). The 



 
 
 
  

 

Jurnal Manajemen/Volume 29, No. 03, October 2025: 631-649 

DOI: http://dx.doi.org/10.24912/jm.v29i3.3051  

638 

existence of a high level of self-confidence among employees in a company can encourage 

them to remain in the company for a long time, thus increasing employee retention, 

employees of PT Antaran Sukses Express in Tangerang City were respondents in this 

study(Aisyah & Faeni, 2021). Employees with a strong level of Self-Efficacy will carry 

out their tasks much better than their colleagues, which can benefit the company by 

increasing organizational control so that Employee Retention will also increase, in this 

study the respondents were SME employees in Malaysia (Atikur et al., 2023).  

 

H5: Self-efficacy has a positive effect on employee retention. 

 

Employee Participation towards Employee Retention mediated by Job 

Satisfaction. The success of a company is highly dependent on the contribution of its 

employees and the company has a responsibility to produce a work environment system 

based on job satisfaction for its employees in order to maintain employee retention rates, 

respondents in this study were employees working in the service industry in the city of 

Surabaya (Pratiwi & Hariani, 2023). Employees who are actively involved in their work 

tend to be happier to be involved in their activities and work. Their company so that 

increasing job satisfaction can help retain employees for a more extended period of time, 

this study focuses on respondents from the New Generation of Construction Workers 

(under 40 years old) who work on construction sites in China (Ni et al., 2020). Job 

Satisfaction acts as a partial mediator between Employee Participation and good Employee 

Retention in the study, respondents in this study were employees at a leading textile 

company in India (Kalia et al., 2023). Grounded in the previous findings, the hypothesis 

can be formulated as: 

 

H6: Employee participation has a positive influence on employee retention which is 

mediated by job satisfaction. 

 

Self-Efficacy towards Employee Retention mediated by Job Satisfaction. 

Employees with high levels of Self-Efficacy are considered to be more capable of 

achieving goals in their work which can increase the employee's Job Satisfaction, so that it 

will motivate employees to stay with the organization, this study was conducted on 

employees of PT. Angkasa Pura Supports Denpasar (Narotama & Sintaasih, 2022). 

Suppose Self-Efficacy is an assessment of the ability and self-confidence in completing 

predetermined tasks so that Job Satisfaction is achieved. In that case, Job Satisfaction is 

one of the causes that can increase Employee Retention, this study was conducted on 

permanent employees of the HCS division of PT. GarudaFood Putra Putri Jaya, Gresik, 

East Java (Fadilah et al., 2018). Self-Efficacy can develop when an employee is satisfied 

with his work. As a result leads to the intention to serve the organization for a more 

extended period of time, the respondents in this study were employees of 3-star and 4-star 

hotels located in the Klang Valley, Malaysia (Halim et al., 2021).  

 

H7: Self-efficacy has a positive influence on employee retention which is mediated by job 

satisfaction. 

 

Research Model and Hypotheses. From the following description, it can be described 

that there is an influence of Employee Participation, Self-Efficacy and Job Satisfaction on 
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Employee Retention. Based on this explanation, it can be seen through Figure 2 Reaserch 

Model. 

 

Figure 2. Reaserch Model 
Source: (Kalia et al., 2023; Nanjundeswaraswamy et al., 2023) 

 

METHODS 
 

Population and Sample. This study refers to previous studies conducted by (Kalia et 

al., 2023 ). The design of this study was carried out by means of Hypothesis Testing to be 

able to prove the level of influence of Employee Participation and Self Efficacy on 

Employee Retention Mediated by Job Satisfaction. Hypothesis testing is a proof of a 

hypothesis statement that aims to decide according to the criteria of the hypothesis. 

Therefore, this hypothesis is only temporary until testing is carried out, then the hypothesis 

statement can be true or false (Fauzi, 2022). Correlational studies are also used to present 

the results of the relationship between variables related to the problem. 

From Table 2 shows male gender is dominant than female gender, because male 

employees in logictic company have to send or deliver the packages to many locations and 

also need their physical strength to lifting things. Age Above 24 to 35 is dominance because 

employees have much capabelities and also productive to provide the service excelellent 

to the customers. Length of Work Above 5 to 10 years is dominant because Employees are 

knowing and familiar with ther jobs, so they are easily to finish ther jobs. They also 

understand about the organization culture. 

Table 2. Respondent Profile 

 
Respondent Profile Number of 

Respondent 

Percentage 

Gender  0.065  

Male  98 0.035 

Female 52  

Age   

Under 24 26 0.017  

Above 24 to 35 54 0.036  

H1 

H2 

H3 

H4 

H4 

H6 

H7 
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Respondent Profile Number of 

Respondent 

Percentage 

Above 35 to 45 32 0.021  

Above 45 to 50 17 0.113  

Above 50 to 58                                                                        21 0.140 

Length of Work   

1 to 5 years  23 0.153  

Above 5 to 10 years  54 0.360  

Above 10 to 15 years  42 0.280  

Above 15 to 20 years 31 0.201  

   

 

The data in this study used cross-sectional data collected once in a period of time. 

The data analysis unit was obtained from individuals who were employees of PT. Pos 

Indonesia and its branches located in Central Jakarta. Cross-sectional data is a research 

method that involves data collection that is carried out only once in a period of days, weeks, 

or months, to answer research questions (Roger, 2020). The setting used in this study is the 

non-contrived settings method, which means that this research is conducted based on 

general research and is not bound or fixated on a place/or room. Sampling in this study will 

be carried out by distributing questionnaires to PT Pos Indonesia and its various branches 

located in the Central Jakarta area which has 26 branch offices. There are steps in 

determining the number of samples in a study, the minimum number used is 5 to 10 times 

the number of statement items (Hair et al., 2022). This study is considered to have 30 

statement items. Based on the explanation above, it can be concluded that the minimum 

number of samples that can be used for research is 150 respondents, and the maximum 

number that can be used for this study is 300 respondents. 

 

Table 3. Variables and Indicators 

 
Variable Items Indicators 

Employee Participation 7 

1. Regular meetings and discussions are held with employees. 

2. Employees are involved in the problem-solving process and in 

decision making. 

3. In completing work, management gives employees the freedom 

to think and act independently to complete the work. 

4. Employees feel comfortable expressing their views and 

suggestions. 

5. Seniors motivate employees to improve teamwork atmosphere. 

6. Companies sometimes provide flexibility in working hours for 

urgent needs to accommodate employee needs. 

7. Management provides employee policies to continue to be 

involved in the development process 

Self-Efficacy 5 

1. I was able to achieve most of the goals that were set previously. 

2. I can complete complex tasks. 

3. I was able to get important results. 

4. I am able and successful in overcoming many challenges. 

5. I can do most tasks effectively compared to how other people 

work. 

Job Satisfaction 9 

1. The working conditions in this company are perfect. 

2. I am satisfied with the financial incentives. 

3. I have a strong sense of attachment to this company. 
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Variable Items Indicators 

4. The company inspires the best in me in terms of job 

performance. 

5. All workforce groups are treated equally (age, gender, race, 

religion). 

6. The right amount of appreciation is given for my work. 

7. Management pays attention to employee welfare and 

satisfaction. 

8. I am satisfied with the leave policy. 

9. The salary that has been given is very fair. 

Employee Retention 9 

1. I consider this company a great place to work. 

2. I do not feel concerned about the future of this company. 

3. If I had to choose again, I would rather work for this company. 

4. “Interest and Skills Based” job assignments act as a more 

powerful retention tool. 

5. I am satisfied with the working environment. 

6. I have no intention of leaving this company. 

7. This is the best company to work with. 

8. I can maintain a work-life balance. 

9. I feel loyal and committed to this company. 

Source: (Kalia et al., 2023; Nanjundeswaraswamy et al., 2023). 

 

Measures.  An online survey using Google Forms was used to collect the data for this 

study.  Thirty questions in all were created to evaluate the study's factors.  The survey used 

a Likert scale with a range of 1 (strongly disagree) to 5 (strongly agree).  According to 

(Roger, 2020) Likert scales make it possible to compute mean values and standard 

deviations, which helps with the assessment of hypotheses.  Table 3 displays the stats for 

the pertinent prompts. 

 

RESULTS 
 

Proposed in this study are validated, as shown in Table 4. If the p-value is less than 

0.050 and the path coefficient values fall between -1 and +1, the hypothesis is validated. 

Within a model, path coefficients show how strongly one variable is associated with 

another. The variable values (path coefficients) in this analysis vary from -1 to +1. A 

negative correlation between variables is represented by a value of -1, whilst a positive 

correlation is represented by a number of +1. The significance of the p-value is used to 

determine the baseline or significance level for rejecting a hypothesis. A hypothesis in this 

study is considered significant if the p-value is less than 0.050 (Hair et al., 2022). 

Predicated on Table 4 containing the results of the hypothesis test (H1) in this study, 

it is known that there is an estimated value of 0.520, which means that in theory there is a 

positive influence between Employee Participation and Job Satisfaction. The p-value is 0.000 

under 0.050, which means that there is a significant influence of Employee Participation on 

Job Satisfaction. Moreover, this positive value indicates that if Employee Participation in the 

company increases, then Job Satisfaction in employees will also increase (Ha is supported). 

Grounded in table above for second hypothesis (H2), containing the results of the hypothesis 

test in this study, it is known that there is an estimated value of 0.143, which means that in 

theory there is a positive influence between Self-Efficacy and Job Satisfaction. The p-value 

is 0.047 under 0.050, which means that there is a significant influence of Self-Efficacy on 

Job Satisfaction. Moreover, a positive value in the Estimation value means that if Self-
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Efficacy in an employee in a company increases, then Job Satisfaction in the employee will 

also increase (Ha is supported). 

Table 4. Hypothesis Analysis Result 

 
Variable Path Coefficient p-value Result 

Employee Participation → Job satisfaction 0.520 0.000 Significant 

Self-Efficacy → Job Satisfaction 0.143 0.047 Significant 

Job Satisfaction → Employee Retention 0.308 0.002 Significant 

Employee Participation → Employee Retention 0.478 0.000 Significant 

Self-Efficacy → Employee Retention 0.155 0.026 Significant 

Employee Participation → Job Satisfaction → Employee 2.506 0.003 Significant 

  Retention    

Self-Efficacy → Job Satisfaction → Employee 1.446 0.037 Significant 

Retention    

Source: Data Collected by Researchers (2024) 

 

Next, established on Table 4 for third hypothesis (H3) containing the results of the 

hypothesis test in this study, it is known that there is an estimated value of 0.308, which 

means that in theory there is a positive influence between Job Satisfaction and Employee 

Retention. The p-value is 0.002 under 0.050, which means that there is a significant 

influence of Job Satisfaction on Employee Retention. A positive value means that if Job 

Satisfaction in employees increases, it will affect the increase in Employee Retention in the 

company (Ha is supported). Stemming from Table 4 for H4 containing the results of the 

hypothesis test in this study, it is known that there is an estimated value of 0.478, which 

means that in theory there is a positive influence between Employee Participation and 

Employee Retention. The p-value is 0.000 under 0.050, which means that there is a 

significant influence of Employee Participation on Employee Retention. A positive value 

in the estimate means that if Employee Participation in the company increases, Employee 

Retention in the company will also increase (Ha is supported). 

Next, the fifth hypothesis test (H5) containing the results of the hypothesis test in this 

study, it is known that there is an estimated value of 0.155, which means that in theory 

there is a positive influence between Self-Efficacy and Employee Retention. The p-value 

is 0.026 under 0.050, which means that there is a significant influence of Self-Efficacy on 

Employee Retention. A positive influence indicates that if Self-Efficacy in an employee in 

a company increases, then Employee Retention in the company will increase. Dependent 

on Table 4 containing the results of the hypothesis test (H6) in this study, it is known that 

there is an estimated value of 2.506, which means that in theory there is a positive influence 

between Employee Participation and Employee Retention mediated by Job Satisfaction. 

The p-value is 0.003 under 0.050, which means that there is a significant influence of 

Employee Participation on Employee Retention mediated by Job Satisfaction. Thus, it 

means that the increasing Employee Participation supported by Job Satisfaction will 

increase Employee Retention at PT Pos Indonesia Central Jakarta (H6 Supported). The test 

on this mediation is assisted by using the Sobel test. From the results obtained, the type of 

mediation in the hypothesis test 6 is partial mediation. Where this partial mediation means 

that Employee Participation can have a direct influence on Employee Retention, but 

Employee Participation can also increase Job Satisfaction which then has an impact on 

Employee Retention. 
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Table 4 shows containing the results of the hypothesis test (H7) in this study, it is 

known that there is an estimated value of 1,446, which means that in theory there is a 

positive influence between Self-Efficacy on Employee Retention mediated by Job 

Satisfaction. The p-value is 0.037 under 0.050, which means that there is a significant 

influence of Self-Efficacy on Employee Retention mediated by Job Satisfaction. Thus, it 

means that the increasing Self-Efficacy in employees supported by Job Satisfaction will 

increase Employee Retention at PT Pos Indonesia Central Jakarta (Ha is supported). The 

test on this mediation is assisted by using the Sobel test. From the results obtained, the type 

of mediation in the hypothesis test 7 is partial mediation. Where this partial mediation 

means that Self-Efficacy can have a direct influence on Employee Retention, but Self-

Efficacy can also increase Job Satisfaction which then has an impact on Employee 

Retention. 

DISCUSSION 

Predicated on the results of hypothesis 1 test, it shows that Employee Participation has 

a positive and significant influence on Job Satisfaction, which means that employees of PT 

Pos Indonesia Central Jakarta with high participation will feel higher job satisfaction. The 

data shows that most employees are men, aged 24 to 35 years, because this age is in 

accordance with the qualifications needed and is considered a period of job exploration and 

productive period, so it is easier to adapt to change. The length of work of 2 to 5 years also 

shows that employees with sufficient work experience can contribute more effectively in 

decision making and problem solving. Those criteria (gender, age, Length of Work) of 

respondents support the impact between employee to job satisfaction. Therefore, PT Pos 

Indonesia tends to recruit employees with the criteria above, because they are more likely to 

feel high job satisfaction when allowed to participate more in problem solving and decision 

making. At PT Pos Indonesia in Central Jakarta, employees can participate more when 

solving a problem together or in decision making during monthly meetings at this company 

so that employees feel satisfied because in these meetings employees can provide input and 

decisions. This research is supported by previous research conducted by Kalia et al. (2023) 

which found a positive influence between Employee Participation and Job Satisfaction. From 

this result, the managerial implication that manager from this research must involve 

employees, the managerial implication hopefully manager can increase the policies to make 

employees being more participated in many activities. 

Grounded in the results of hypothesis 2 testing, Self-Efficacy has a positive and 

significant effect on Job Satisfaction, which means that employees of PT Pos Indonesia 

Central Jakarta with high self-confidence will feel higher job satisfaction. The data shows 

that most employees are male and are aged under 24 to 35 years, which is an age that is 

responsive in facing challenges. High self-confidence in PT Pos Indonesia Central Jakarta 

employees in this age range helps them achieve their goals, are optimistic about completing 

work challenges which can make employees' work satisfaction high. In addition, Length of 

Work 1 to 5 years shows that employees with sufficient work experience are considered 

able to overcome challenges and work more effectively which in turn can increase their job 

satisfaction because they have overcome challenges well and work more effectively. This 

study is supported by previous research Nanjundeswaraswamy et al. (2023) which in its 

study found a positive effect between Self-Efficacy on Job Satisfaction. From this result, 
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the managerial implication indicated that managers have to increase the support to make 

employees being more confidence. 

Established on the results of hypothesis 3 testing, Job Satisfaction has a positive and 

significant effect on Employee Retention at PT Pos Indonesia Central Jakarta. Employees 

who feel a high level of job satisfaction tend to maintain their positions in the company. 

The majority of employees are male and most are aged above 24 to 35 years who feel 

satisfied with having work experience 1to 5 years. Employees of PT Pos Indonesia in 

Central Jakarta show their dedication because they have been supported by being given 

awards if the employee exceeds the target given by the company and the company's leave 

policy, both of which can increase employee job satisfaction which is more in the employee 

and encourage them to remain loyal and committed to the company. This study supports 

previous research that has been studied by Kalia et al. (2023) which in their study found a 

positive effect between Job Satisfaction and Employee Retention. Employees of PT Pos 

Indonesia Central Jakarta who feel high Job Satisfaction have a high sense of wanting to 

stay with the company. From this result, the managerial implication asked the manager to 

increase the employees conformity in order make employees retention.  

Stemming from the results of hypothesis 4 testing, Employee Participation has a 

positive and significant effect on Employee Retention at PT Pos Indonesia Central Jakarta. 

The majority of employees are male and aged 24 to 35 years. The data shows that 

employees with a high level of participation tend to be more loyal and committed to the 

company, which shows that the higher the level of Employee Participation, the stronger the 

relationship between employee loyalty and the company. Work experience above 5 years 

also shows that employees with this experience have built dedication and in-depth 

knowledge of the company's tasks and culture. This increases their emotional and 

professional ties to PT Pos Indonesia Central Jakarta and strengthens their motivation to 

stay with the company for a long time. This study is supported by previous research that 

has been studied by Ullah et al. (2020) which states that companies that provide their 

employees to participate more often will have a positive effect on employees so that 

employees tend to stay longer at the company. From this result, the managerial implication 

hopefuly need the manager increasing the participation from employees that will make 

employess being motivaed and getting the retention. 

Dependent on the results of the hypothesis 5 test, Self-Efficacy has a positive and 

significant effect on Employee Retention at PT Pos Indonesia Central Jakarta. Especially 

for employees of PT Pos Indonesia Central Jakarta, there are more men than women and 

are aged 24 to 35. This level of self-confidence positively affects the level of employee 

retention in the company. Employees with work experience 1 to 5 years are also more 

prominent, indicating that this experience strengthens their competence and increases the 

sense of remaining in the company and the employee's view of the company that has been 

chosen is not the wrong company because in this company employees can be confident in 

carrying out their tasks and facing the challenges that exist at PT Pos Indonesia Central 

Jakarta. This confirms that employees with high self-confidence in their work abilities tend 

to choose to remain in this company. This study is supported by previous research 

conducted by Aisyah & Faeni (2021), which states that Self-Efficacy has a positive effect 

on Employee Retention. From this result, the managerial implication bring the managers 

always support emlpoyees an increase their confidence so that the employees will feel more 

confidence and the will stay long in the company. 
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Grounded in the results of hypothesis 6, there is a positive and significant influence 

between Employee Participation and Employee Retention mediated by Job Satisfaction. 

Statistical data shows that employees are dominated by men and are aged 24 to 35 years. 

This can happen because at that age, employees are considered to be more active in 

participating in company activities. In addition, there are also employees with a length of 

service more than 6 years who are still quite a lot. Employees in this work period at PT Pos 

Indonesia Central Jakarta still show a high level of participation in various company 

activities, which in turn increases the sense of staying longer in the company. Employees 

who actively participate in company activities tend to have a low intention to leave the 

company.  

This is due to the opportunity given by the company to employees to participate in 

internal activities, which increases their sense of ownership and involvement. When a high 

level of job satisfaction accompanies this level of participation, employees will feel that 

the company where they work is the right place for them so they choose to stay with the 

company. This study also provides an understanding that not only Employee Participation 

is directly related to Employee Retention, but also through Job Satisfaction. This research 

is supported by previous research conducted by Kalia et al. (2023) which stated that 

Employee Participation has a positive effect on Employee Retention mediated by Job 

Satisfaction. From this result, the managerial implication need manager to increace 

employee partipation and job satisfaction to support employee retention. 

Predicated on the results of hypothesis 7, there is a positive and significant influence 

between Self-Efficacy on Employee Retention mediated by Job Satisfaction. The data 

obtained shows that most employees at PT Pos Indonesia Central Jakarta are in the age 

range 24 to 35 and more male than female. However, they have the same level of self-

confidence where both men and women have a high level of self-confidence in facing 

challenges in the company. The length of service of employees is dominated by 1 to 5 

years, which shows that they are familiar enough with the company, its work system and 

remain enthusiastic in carrying out their duties.  

At PT Pos Indonesia Central Jakarta, employees are also always given motivation 

and input by their seniors, which encourages increasing employee self-confidence so that 

they can complete their tasks well and can overcome all the challenges in the company. 

This can make employees stay longer in the company, coupled with a good level of Job 

Satisfaction in employees in the company, employees will feel more comfortable in the 

company which makes employees at PT Pos Indonesia in Central Jakarta feel that they 

have a greater attachment to the company and have no intention of moving to another 

company, which means that employees will be able to survive for a more extended period 

of time in this company.  

This study is supported by previous research conducted by Fadilah et al. (2018) 

which states that Self Efficacy is an assessment of the ability and self-confidence in 

completing predetermined tasks so that Job Satisfaction is achieved. Job Satisfaction is one 

of the causes that can increase Employee Retention which means that in this study Self-

Efficacy has a positive influence on Employee Retention mediated by Job Satisfaction. 

From this result, the managerial implication asked the manager to increace employee self -

efficacy and job satisfaction to support employee retention. 
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CONCLUSION 
 

The findings indicate a favorable and substantial impact of Employee Involvement 

on Job Satisfaction at PT Pos Indonesia Central Jakarta. The analysis confirms a positive 

and significant relationship between Self-Belief and Job Satisfaction at PT Pos Indonesia 

Central Jakarta. The findings illustrate a positive and noteworthy effect of Job Satisfaction 

on Employee Retention at PT Pos Indonesia Central Jakarta. The analysis substantiates a 

positive and significant connection between Employee Involvement and Employee 

Retention at PT Pos Indonesia Central Jakarta. The findings reveal a positive and 

considerable influence of Self-Belief on Employee Retention at PT Pos Indonesia Central 

Jakarta. The analysis demonstrates a positive and significant relationship between 

Employee Involvement and Employee Retention, mediated by Job Satisfaction, at PT Pos 

Indonesia Central Jakarta. The findings declare a favorable and substantial influence of 

Self-Belief on Employee Retention, mediated by Job Satisfaction, at PT Pos Indonesia 

Central Jakarta. 

 

RECOMMENDATIONS. This research was only conducted at PT Pos Indonesia Central 

Jakarta, for further research it is recommended to research PT Pos Indonesia in several 

other areas in order to obtain diverse, innovative and valuable results. For future research, 

other variables that have the potential to influence Employee Retention can be added, such 

as Organizational Career Development (Jena, 2023). 

PT Pos Indonesia Central Jakarta must maintain Employee Participation in the 

company because Employee Participation has a significant influence on Employee 

Retention in the company, primarily through Job Satisfaction. After all, reasonable job 

satisfaction in employees can add a better influence on employee retention in the company. 

The company must continue to pay attention to the active involvement of employees in the 

company such as routine discussions, problem solving, and at the time of decision making 

but also things that can motivate employees towards the company. 

In order to continue to improve Employee Participation at PT Pos Indonesia Central 

Jakarta, the management of the company must be better in providing policies to employees 

to continue to be involved in the development process in the company. PT Pos Indonesia 

Central Jakarta needs to improve Self-Efficacy in each of its employees so that Employee 

Retention in the company becomes better, especially the company needs to pay attention 

to employees in terms of providing more enthusiasm and support so that employees can be 

confident in obtaining better results and completing various tasks and challenges that are 

difficult for employees in the company. 
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