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ABSTRACT : The culinary industry which has the characteristics of local wisdom must be maintained and
developed by the stakeholders so that they are more advanced to support the ability of the region to improve the
economy and welfare of the community. One area that has a culinary industry that has these characteristics is
the city of Palembang. The participation of the people who work in this industry is very important, but the
results of the pre-research stated that there are still problems experienced by employees in working in this
industry. It is necessary to study these problems through a study, especially the issue of employee loyalty. The
purpose of this study is to determine employee loyalty and the causes that can influence it, namely
organizational culture, work motivation, employee trust and job satisfaction. The data used in this study is the
result of the perception of employees who work at pempek industrial companies' outlets that present pempek
products as their main menu. The analytical tool used is descriptive statistics and structural equation modeling
(SEM) to determine the effects of variables in the model to be built. The results of the descriptive analysis stated
that organizational culture, employee trust, job satisfaction and employee loyalty were still low, while work
motivation is good. Causality analysis results state that there are hypotheses that are rejected, namely:
Organizational Culture has no effect on Employee Loyalty, Organizational Culture has no effect on Trust,
Organizational Culture has no effect on Work Motivation, Employee Trust has no effect on Job Satisfaction,
Work Motivation has no effect on Employee Loyalty, Work Motivation has no effect on Job Satisfaction, and Job
Satisfaction has no effect on Employee Loyalty..
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l. INTRODUCTION

Opportunities for business actors to play a role in advancing the economy can be seen through market and
commodity activities in the area. The structure of the regional economy will be weak if it is not supported by
the strength of the structure of micro, small and medium enterprises (MSMESs). The focus of the middle and
lower layers in the regional economic structure should not be a Hollow Middle (emptiness in the middle),
namely medium and large businesses that are not supported by small and medium enterprises, because shocks in
economic conditions can occur.

The business sector today is in an environment that is constantly changing with a fast and dynamic tempo,
as well as for the MSME business sector with regional specialties, where various developments have occurred,
including in terms of advances in science and technology. Also, economic globalization and political
developments must be able to be anticipated by MSME economic actors, especially producers of regional
specialties so that management does not need to isolate themselves from the outside world. On the other hand,
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currently shopping centers, especially modern markets, continue to develop and it is hoped that their
development will not leave the products of small industries and handicrafts which are local wisdom industries to
continue to be traded even on a global scale.

Palembang as one of the developed cities in Indonesia seeks to increase anticipation of the increasingly
rapid trade flows due to the position of South Sumatra which is at the axis of the development of newly
industrialized countries such as: Taiwan, South Korea, Singapore, Malaysia and Thailand. The progress of
Palembang as a Metropolitan City makes Palembang ready to become one of the trade destinations for
economic actors both domestically and abroad. Business capabilities must continue to be improved, especially
for workers who come from the opportunity for business players to play a role in advancing the economy can be
seen through market and commaodity activities in the area. The structure of the regional economy will be weak if
it is not supported by the strength of the structure of micro, small and medium enterprises (MSMES). The focus
of the middle and lower layers in the regional economic structure should not be a Hollow Middle (emptiness in
the middle), namely medium and large businesses that are not supported by small and medium enterprises,
because shocks in economic conditions can occur.

The business sector today is in an environment that is constantly changing with a fast and dynamic tempo,
as well as for the MSME business sector with regional specialties, where various developments have occurred,
including in terms of advances in science and technology. Also, economic globalization and political
developments must be able to be anticipated by MSME economic actors, especially producers of regional
specialties so that management does not need to isolate themselves from the outside world. On the other hand,
currently shopping centers, especially modern markets, continue to develop and it is hoped that their
development will not leave the products of small industries and handicrafts which are local wisdom industries to
continue to be traded even on a global scale.

Palembang as one of the developed cities in Indonesia seeks to increase anticipation of the increasingly
rapid trade flows due to the position of South Sumatra which is at the axis of the development of newly
industrialized countries such as: Taiwan, South Korea, Singapore, Malaysia and Thailand. The progress of
Palembang as a Metropolitan City makes Palembang ready to become one of the trade destinations for
economic actors both domestically and abroad. Business capabilities must continue to be improved, especially
for workers who come from Palembang, where the majority of them are engaged in the micro, small and
medium enterprise (MSME) sector.

Palembang as the capital of South Sumatra must be ready to seize the available opportunities, including
through the growth ofshopping centers representative and especially promoting MSMEs that produce regional
products including various food and culinary industries. Palembang has a variety of superior specialty products,
namely pempek, kemplang crackers, songket cloth and carving cabinets which are expected to make these
products exist as superior products in the midst of the proliferation of products originating from outside the
region and even abroad.

The efforts of the people and local government of South Sumatra to develop business of regional products
both in their own regions and expansion to other regions and even to foreign countries have many obstacles. In
addition to the company's weak anticipation of the regional economic situation, competition with substitute
products, competition with similar products, the availability of quality and quantity of raw materials, processing
technology, and changing consumer behavior, also especially the availability of employees who have work
skills. and good work behavior.

The results of the pre-survey through various sources, in general, MSME workers, especially in pempek
products, kemplang crackers, songket cloth and carving cabinets are directed to be able to work in a simple
manner according to the needs and expertise in an informal manner and carried out from generation to
generation, so that the employee's ability to work is still simple or traditional.

Problem Statement
Based on the results of grouping problem indications into concepts that will be used as research variables, the
following section lists the identification of the research problems.
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1. The problem is the employee's desire to leave the company and the reluctance to invite family or friends to
work in the pempek industry, the concern that the company is not progressing and developing and the
desire to move to another company.

2. The implementation of employee behavior characteristics at the Pempek company which is a reflection of
the behavior of the Palembang people shows a way of carrying out work that does not take the initiative so
that it is less varied and the implementation of communication is not well established between employees
and other employees as well as between leaders and employees, habits in the work implementation process
built by the company will have an impact on employee job satisfaction because satisfaction is not only
seen from the financial side alone.

3. Employees lack confidence in the leadership's ability to advance the company, supervision that is rarely
carried out by the leadership of employees and the attitude of supervisors who are less concerned with the
process of implementing the work carried out by employees can cause the creativity of employees to be
less well developed, in addition to the attitude of employees who think that the company Pempek is
classified as a traditional business which makes employees less creative in their way of working.

4. Employee welfare is still low, employee work results are not well appreciated, this shows the leadership's
concern for the needs and desires of employees is still low, especially in respecting and prospering
employees.

5. The remuneration provided by the leadership to employees is still low, not in accordance with the
workload that must be completed by employees so that fatigue often occurs while working which is felt by
employees, this causes employees' expectations of fulfilling remuneration in accordance with the amount
of work that must be done by employees not fulfilled.

6. The density of visitors and the inconvenience of eating places cause an uncomfortable working
environment for employees who have to serve many customers while the dining area is not too big.

7. Company image as one of the variables that is considered low, is due to increasingly fierce competition
with other pempek companies.

8. Business Competition, as one of the variables that are rated low.

Problem limitation is determined based on problem identification, namely the most dominant variable to
find a solution is Employee Loyalty, so this variable is determined as the dependent or dependent variable.
Other variables, namely Organizational Culture, Employee Trust, Work Motivation and Job Satisfaction will be
used as independent variables. Other variables are not used because they have no direct effect on Employee
Satisfaction and Loyalty. Therefore, the proof of the existence of relationships or influences between the
variables that have been determined above needs to be supported by the results of previous studies. Although it
can be proven, there are also research results that do not support, so it can be seen the research gap (research
gap /gap in research results).

1. RESEARCH METHODOLOGY

The research design used refers to the research objectives, namely explanatory design and verification
design. The explanatory design is a research that aims to find an explanation of the causal relationship while the
verification design is a research that looks for the effect of the independent variables on the dependent variable,
so this research is a combination of causality research and descriptive research. Descriptive research aims to
obtain an overview of the characteristics of a variable based on the data, while causality research is a type of
research that aims to determine the effects between variables through a hypothesis testing. The implementation
of this research is through a survey method by filling out questionnaires by selected respondents to obtain data.

Population and Sample

The population in this study were all pempek employees at seven pempek food companies in Palembang,
namely Pempek Flamboyan employees, Pempek Chaplin, Pempek Sultan, Pempek Honney, Pempek Pak Raden,
Pempek Candy, Pempek Mang Cek. The population in this study amounted to 510 employees.

Sugiyono (2010) determines the number of samples in the study at least 30 people) which are expected to
be able to answer research problems. in order to meet the minimum requirements for the research sample using
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the Lisrel application. The sample used is between 200-300 people. Hairs et al. (2011).The number of samples
can be determined according to Issac Michael with the distribution of samples carried out proportionally based

on the origin of the Pempek food company can be seen in the following table:

Table 1. Sample distribution of Pempek Food Company employees in Palembang

Pempek Food
NO Company Population Sample
Employees
1 | Flamboyan 70/510 x 210 29
2 | Chaplin 60/510 x 210 25
3 | Sultan 80/510 x 210 33
4 | Honey 60/510 x 210 25
5 | Pak Raden 80/510 x 210 33
6 | Candy 85/510 x 210 34
7 | Mang Cek 75/510 x 210 31
Total 510 210

Source: Pempek Food Company in Palembang

The sampling method used in this study is purposive sampling where the researcher determines the
sampling by determining specific characteristics that are in accordance with the research objectives, namely
employees at Pempek food companies based on big names, have legal entities, are willing to cooperate, and
have minimum 30 employees

Design of Analysis and Hypothesis Testing Descriptive

Statistical analysis aims to provide an overview of the data from the available research variables using
the average statistic (1) and proportion (P).

Based on the Chi-Square statistic (y°)

The Chi-Square Test is useful among others to determine whether there is similarity or otherwise of a

variable based on certain categories (Sekaran: 2011).

Chi-Square formula:

© = XY (O -eq)°/ e)
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The SEM structural equation model involves a number of mathematical symbols. This can be seen for
example in thepackage software LISRELthat will be used in this study, the use of these symbols can be seen in

Figure 1. Research Conceptual Model
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Figure 1. General Research Model with LISREL Notation
Explanation Symbol
& = exogenous latent variable
X = observation variable of exogenous latent variable obtained from the average
the indicator
n = endogenous latent variable
Y = observation variable of endogenous latent variable obtained from the average indicator
& = error of exogenous variables

¢ = error of endogenous variables
B = path coefficient between endogenous latent variables and endogenous latent variables

vy = path coefficient between exogenous latent variables and endogenous latent variables
L = path coefficient of latent variables to indicators
¢ =error of endogenous latent variable

Based on this research model is complete, the next can set a measurement model (measurement
model)and structural models (structural models) it. The measurement equation is an equation that states the
relationship between the indicator variable and its latent variable. Structural equations are equations that express

the relationship between latent variables.
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a. Equation for measurement model (measurement model)

X=2rE+0

where :
X = exogenous variable indicator
A = loading factor of exogenous indicators
& = exogenous latent variable
& =error of exogenous variable

Y=Ayn+e

where :
Y =indicator of endogenous variables
A y= loading factor of endogenous indicator
n = endogenous latent variable
¢ = error of endogenous variables

b. Structural model equation (structural model)
Based on the research model, the equations for the structural model can be determined, namely:

m=vud +&
N=72& +tPam+l
Nz =731 & + Por M1+ Po2 M2 +Es
M =Ya1 & +Par M1 + P22+ PazMa+ &y

To find out whether the structural model has a match between the theory and the facts (goodness of
fit), it is carried out with variouscriteria goodness of fit, namely: absolute fit indices, incremental fit
indices, and parsimony fit indices.

According to Hairs et al. (2010), the use of 4-5criteria goodness of fit is sufficient as long as each of
thecriteria goodness of fit has been represented.

c. Test the influence between latent variables
This study also examines the relationships between endogenous latent variables and exogenous latent
variables in the research model. This study is used to test the proposed research hypotheses. Structural
model test is carried out by observing whether the statistical t-count values are taken from the t-
distribution value for 5 percent alpha. If the t value is greater than 1.96 then the magnitude of the effect
is significant, while the t value is above 1.96, the effect is declared insignificant.

. RESULT AND DISCUSSION

Result
1. Descriptive Analysis Descriptive

Analysis of each variable aims to determine the respondent's assessment of the variable through its
indicators. If the assessment of all respondents on an indicator is low, choosing a score of 1,2 and 3 below 3.40
then the assessment is good and the respondent who thinks it is not good is choosing a score of 4 or 5 above
3.40 then this indicator must be discussed further.
Employee Loyalty
As companies that produce Palembang specialties and sell them directly to consumers.
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Table 2. Summary of Employee Loyalty Variable Assessment

No. Indicator Percentage of | Respondent

Cumulative Assessment
1 | Wages according to workload 70,0 Bad
2 | Work is considered good by superiors 32,9 Good
3 | Work fatigue is still realistic 61,0 Bad
4 | Happy with Work 44,3 Bad
5 | Safe Threat of layoffs 51,4 Bad
6 | Companies are progressing or growing 38,1 Bad
7 | Maintain Honesty and Politeness 0,0 Good
8 | Carry out Worship Activities 0,0 Good
9 | Respect each other's religion each 1,0 Good
10 | Help Other in work 35,7 Bad
11 | Happy with daily work 27,1 Good
12 | Happy with Work Locations 35,2 Bad

Source: analysis results

To find out there is a relationship or difference in employee loyalty to the characteristics of the respondents, the
Chi-Square test has been carried out.

Table 3. Loyalty Relationship with respondent characteristics

Research Variables | Characteristics P-Value and Knot
of Respondents P-table
Company (Brand) 0,31> 0,05 No difference
Gender 0,06 > 0,05 No difference
Employee Loyalty Age 0,21 >0,05 No difference
Family Status 0,40 >0,05 No difference

Source: Appendix 1.a.
There is no difference between company brand, gender, age and family status on employee loyalty

Employee Job Satisfaction
As companies that produce Palembang specialties and sell them directly to consumers, job satisfaction

is important for employee loyalty.

Table 4. Summary of Job Satisfaction Variable Indicators

No. Indicator Percentage Respondents

Cumulative Assessment
1 | Satisfied with workload 38,1 Bad
2 | Satisfied with the type of work 59,5 Bad
3 | Satisfied with Work Time 12,4 Good
4 | Satisfied with Supervisor's Direction 25,2 Good
5 | Satisfied with Supervisor's Control 40,5 Bad
6 | Satisfied with Communication 33,3 Good
7 | Satisfied with Salary/Wage 75,2 Bad
8 | Satisfied with Other Income 74,8 Bad
9 | Satisfied with THR 73,8 Bad
10 | Satisfied with Coworkers' Support 18,6 Good
11 | Satisfied with good relations with colleagues 25,2 Good
12 | Satisfied with good relations outside of work 36,7 Bad
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13 | Satisfied with how to reprimand superiors 65,7 Bad
14 | Satisfied with peer criticism 73,8 Bad
15 | Satisfied with how to reprimand when lazy to work 78,1 Bad

Source: Result of analysis

To find out whether there is a relationship or difference in the level of employee job satisfaction on the
characteristics of the respondents, the Chi-Square test has been carried out.

Table 5. Chi Square Test of Employee Satisfaction

Research Variables | Characteristics | P-Value and Knot
of Respondents P-table
Company 0,02 < 0,05 There is a difference
Employee Job (Brand)
Satisfaction Gender 0,02 < 0,05 There is a difference
Age 0,77 >0,05 No difference
Family Status 0,24 > 0,05 No difference

Source: Analysis results

There are differences in company brands and gender on employee job satisfaction, this is due to the
work itself, differences in salary/wages, THR, differences in supervision from the leadership and differences
in how to respond to criticism from coworkers including differences in employee feedback on work while
there is no difference in age and gender. family status on employee job satisfaction.

Work Motivation

As companies that produce Palembang specialties and sell them directly to consumers, work
motivation is important for increasing employee loyalty.
Table 6. Summary of Work Motivation Variable Indicators

No. Indicator Percentage Respondents
Cumulative Assessment

1 Physical Ability 8,1 Good

2. Serve consumers who eat 0.0 Good

3. Serve take-away orders 38,1 Bad

4 Keep working even though physically 0,0 Good
not good enough

5. Keep working even though the 0,0 Good
atmosphere is not supportive

6. Keep working even though motivation 1,0 Good
is low

7. Work well even without being 35,7 Bad
supervised

8. Take risks at work 27,1 Good

9. Still willing to learn 35,2 Bad

10. | Trying to work without mistakes 38,1 Bad

11. | Trying to work better than colleagues 59,5 Bad

12. | Trying to satisfy consumers 12,4 Good

Source: Results of analysis

To find out whether there is a relationship or difference in the level of employee motivation to the
characteristics of the respondents, the Chi-Square test has been carried out.
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Research Characteristics of P-Value Knot
Variables Respondents and P-table
Company (Brand) 0,01 < 0,05 There is a difference
Work Motivation Gender 0,91 > 0,05 No difference
Age 0,50 > 0,05 No difference
Family Status 0,01 < 0,05 There is a difference

Source : analysis result

There are differences in company brands and family status for work motivation, this is due to
differences in employee commitment, differences in salary/wages and other incomes where different
companies have different salaries/wages, different ways of completing employee tasks and the best efforts
made by different employees. different while there is no difference in gender and age of employees for
employee work motivation.

Organizational Culture
As a company that produces Palembang specialties, organizational culture is important for increasing

employee motivation,

trust, job satisfaction and employee loyalty.

Table 7. Summary Per Indicator Variable Organizational Culture

No. Indicator Percentage Respondents

Cumulative Assessment
1 Known Owner's Good Habits 55,7 Bad
2 Know Owner's 65,2 Bad
3 Will Carry Out Willing 42,4 Bad
4 Criticism Accepted by Company 21,4 Good
5 Criticism Company 20,0 Good
6 Pays Attention to Attention to Taste and 6,2 Good

Product Variations

7 Criticism from Employees 21,9 Good
8 Maintain product packaging 21,9 Good
9 Maintain product flavor variations 15,7 Good
10 Maintain Facilities in Outlets 36,7 Bad
11 Attention to taste, shape , The packaging 15,2 Good
12 Company pays attention to product prices 16,2 Good

Source: Analysis results

To find out whether there is a relationship or difference in the level of employee organizational
culture on the characteristics of the respondents, the Chi-Square test has been carried out.

Research Characteristics P-Value Knot
Variables of Respondents and P-table
Company (Brand) 0,46 > 0,05 No difference
Organizational | Gender 0,84 > 0,05 No difference
Culture
Age 0,80 > 0,05 No difference
Family Status 0,34 > 0,05 No difference

Source: Analysis results
There is no difference in company brand, gender, age and family status for organizational culture
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Employee Trust
As a company that produces Palembang specialties and sells them directly to consumers, trust is
important for employees for motivation, job satisfaction and loyalty.

Table 8. Summary Per Indicator Variable Trust Employees

No. Indicator Percentage Respondents
Cumulative Assessment

1. Trust in the work ability of colleagues 18,1 Good

2. Believe in product quality 13,8 Good

3. Trust in the ability of company owners 36,7 Bad

4. Believe that colleagues work always well 56,2 Bad

5. Believe that product quality and variety are well 20,0 Good
maintained

6. Trust company owners manage the business 27,6 Good

7. Trust colleagues protect each other from 30,5 Good
interference

8. Trust employee loyalty to participate in 16,2 Good
promotions

9. Believe in the loyalty of employees to stay at work 29,0 Good

10. | Trust honest employees for service to colleagues 21,4 Good

11. | Trust honest employees on product quality 17,6 Good

12. | Trust employees to be honest about service and 12,9 Good
product quality

Source: Analysis results

To find out whether there is a relationship or difference in the level of employee confidence in the
characteristics of respondents, the Chi-test has been carried out Square.

Research Characteristics of P-Value Knot
Variables Respondents and P-table
Company (Brand) 0,27 > 0,05 No difference
Employee Trust | Gender 0,84 > 0,05 No difference
Age 0,78 > 0,05 No difference
Family Status 0,97 > 0,05 No difference

Source: Analysis results
There is no difference in respondent characteristics for company brand, gender, age and family status
on employee trust.

2. Analysis Causality

Analysis Measurement Model

Analysis uses several construct tests on each variable, namely employee trust, employee loyalty, job
satisfaction, motivation and organizational culture.
Analysis Structural model

Analysis is a test of the relationship or influence between latent variables that is carried out
simultaneously or simultaneously. This test was carried out in 2 stages, namely the Goodness of Fit test and
continued with the influence test between the variables. The following is the computer output in the form of
the values of the indicators used for the Goodness of Fit.
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a) Goodness of Fit Test (Model Fit Test)
The Test Goodness of Fit uses indicators grouped into 3 (three) criteria. According to Hair et al. (2010),
the use of 4-5 indicators that meet the requirements of goodness of fit is sufficient as long as each
indicator of the criteria is represented.

Based on all the indicators used for the Goodness of Fit test, each indicator of the criteria is
represented, it is known that there are 9 indicators that do not support that the research model is suitable or
proven and only 4 indicators that support it. Thus, the resulting research model will have at least 1 influence
between variables that is not significant.

b) Test the influence between latent variables in the model
Based on the results of the t statistic test, it will be known the influence between significant and
insignificant variables. The influence between variables that are not significant states that the research
hypothesis is rejected. Here are 2 computer outputs that will be used to determine the level of
significance of the influence between variables.

Figure 2. Effect of the Inter Variables Hybrid
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Figure 3. Large value of t statistics Variables Between Hybrid
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Discussion

1. Descriptive Study
Based on the results of the respondent's assessment consisting of 5 alternative answers, then it will be

divided into 2 alternatives, namely agree or disagree. The following are indicators of the variables that have
been rated low by respondents.
Employee Loyalty

Loyalty to the company, especially in the Palembang food industry, especially Pempek is very important
for the smooth running of the company both in terms of improving employee performance, efficient use of
resources and being safe from threats of layoffs. Employees feel that the work that has been done so far in
serving customers, whether buying to eat on the spot or orders to take home or be sent through a third party does
not make employees loyal. The work carried out is too heavy and boring, the work results of employees have
not been judged satisfactory by superiors, work fatigue is relatively high, so employees are not happy with their
work.

Based on these assessments, the manager or brand owner must evaluate all company activities, especially
regarding the use of employees, in terms of:

a. Reviewing the main duties of employees, all work handled by the company and the number of employees
who handle them. Supposedly, all work can be handled by all employees with adequate physical and
spiritual abilities.

b. Reviewing marketing strategy by management in order to increase sales. When sales increase, the
number and weight of work will also increase. This must be anticipated by the company regarding the
additional burden of employees.

C. Wages that are not in accordance with the sacrifice of time, energy, thoughts, and others will have an
impact on disappointment and the impact of this disappointment will disrupt the level of employee
loyalty to the company. Therefore, companies need to review a better and more pro-employee wage
system so that they are more satisfied with their work.

d. In addition to low employee loyalty to work, problems also come from the existence of companies that
are considered undeveloped and increase their image in the community. Employees perceive that
traditional commodity companies are difficult to develop due to lack of innovation and service. The
impact is a reduced sense of security because they are starting to worry about the threat of layoffs.

Another aspect that makes loyalty low is the lack of mutual assistance between employees in helping
others. This happens because of various obstacles, among which, as described above, are excessive workloads
and tedious work.

Job Satisfaction

Satisfaction Employee job satisfaction is the gap between expectations and reality received. If the reality
received is below their expectations, the employee is not satisfied with what is asked. Employee job satisfaction
is low because the expectations desired by employees are not in accordance with the reality received. What
makes employees dissatisfied are: a) the work itself, such as the workload of the job, the type of work assigned)
control from superiors over the implementation of employee work, where the quality of communication between
superiors and subordinates is inadequate and the quality of direction is inadequate; reprimand from superiors
who are not polite c¢) Relationships with coworkers outside of working hours, as explained in the low level of
loyalty due to inadequate relations between employees; d) salary, overtime pay, THR and others are still below
expectations. Based on these assessments, the manager or brand owner must evaluate all company activities,
especially regarding the low employee satisfaction associated with the factors that cause it.

Work Motivation

Consumers can buy pempek food and others through communication tools or come directly, where the
purchased goods will be brought home, so that the packaging, neatness of food arrangement, completeness and
others must be considered very well by employees. The results of the study stated that the service was not good
enough, meaning that it was mediocre as it was done on a daily basis. The quality of daily work should be
consistently carried out by employees with good work standards, preferably even in situations of low emotion
and work motivation because the fluctuations in motivation are human, but the quality of service remains
excellent.
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Another problem related to low work motivation is the willingness to learn so that employees are better
able to increase customer satisfaction with the services provided. This is no longer in demand by employees
because it is considered unnecessary. Trying to work without mistakes means that it will be difficult to carry out
because carelessness of work, whether intentional or unintentional, can occur in any situation, and no longer
trying to work better than other colleagues.

Based on these assessments, the manager or brand owner must evaluate all daily activities of employees
that result in low employee motivation, especially related to physical fatigue and job satisfaction. Giving leave
according to the applicable rules must be carried out consistently, complemented by vacations with employees is
a good effort so that employees are not bored and enthusiastic to work

The Culture Organizational

The owner of the company, both themselves and the descendants who continue the company, have a
vision, mission and goals in which the company will be run. They know, are aware of and strive to develop their
employees well from all lines. Without adequate employees, both in terms of number and qualifications, the
company will not advance, and will even retreat.

The results of this study indicate that the owner's desire to realize the vision, mission and goals through
employees was not conveyed. Managers or superiors are only busy with service matters without providing
useful information to employees about these strategic aspects. All employees should know and understand
where the company is directed and how to motivate employees' work.

The owner of the company has a culture that proclaimed to all employees how to behave and behave in
the company. There are norms to be upheld, so that what employees can and cannot do becomes clear. If the
organizational culture is not understood, then the habits that are expected to drive the company's wheels by all
employees will not be achieved.

Regarding products, employees stated that the taste and variety of products did not change from time to
time, even though the taste and variety of products was an opportunity that could be achieved to improve
customer satisfaction and company image. Because the company culture is not known by employees. Based on
these assessments, the owner of the company or brand must provide information to employees both at the
manager and employee levels so that they know, understand and implement what is expected through
knowledge, work skills, attitudes and behavior as well as social ethics through special events. , for example
holding an annual meeting to maintain good communication between employees, employees and superiors as
well as company owners.

Employee Trust

Trust in the various aspects asked has been relatively good because they agree with the positive
statements submitted. However, a statement of doubt or disagreement is expressed when the ability of the owner
of the company to advance the company. This indicates that the owners and managers appointed by the pempek
producing companies in Palembang are considered to be running ordinary companies.

Another distrust is in terms of the assumption that in general employees do not have consistency in
carrying out their work to provide a good level of service. Inadequate mutual trust will make mutual assistance
or mutual assistance among employees low.

Based on these assessments, the owner of the company or brand must provide enlightenment to
employees so that mutual trust exists between employees and provides motivation so that employees can work
better and mutual trust arises. This can be done through various meetings that can be held by the company on a
regular basis. Meetings can also be used for other purposes or interests.

2. Causality and Descriptive

Study of Organizational Culture Does Not Affect Employee Loyalty. The results of this study refute several
previous studies used in the formation of this hypothesis, namely the results of research by Kee, et al. (2012)
and Bu, et al. (2016). employee loyalty to work in the company can be characterized from the rationality of
employees, employees' emotional, spiritual and inner attachment of employees to the company as used in this
study. The results show that employee loyalty is quite good and the values are quite diverse, which is reflected
in 2 dimensions of low value and 2 dimensions of good value.

Organizational culture has a significant and significant effect on employee job satisfaction. The values given
by respondents to organizational culture, work motivation and job satisfaction are relatively the same, namely
various and the value is lower than the value of loyalty. Organizational culture has no effect on employee trust.
The results of this study refute some of the results of previous studies used in the formation of this hypothesis,
namely the results of research by Fauzia Jabeen (2017), Erwin et al. (2017) and Fauzia (2017). Organizational
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cultural values for consumers are not a priority for employees compared to those that have a direct impact on
employee interests, namely employee trust in the company and management by superiors. Organizational
culture has a significant and significant effect on work motivation. Organizational culture is also low affecting
work motivation. Employees' work motivation is characterized by aspects of the employee's physical condition,
commitment to carrying out tasks and obligations, and the severity of the tasks handled.

Employee trust and significant effect on employee loyalty. Employees who serve pempek consumers at each
outlet are employees who focus more on fulfilling their work needs, even though their needs are not too high,
they have not been able to be fulfilled so they are disappointed. They have not focused on assessing trust in the
company. Employee trust has no effect on employee job satisfaction. In general, employee job satisfaction is
low, this can be seen from all dimensions and all indicators, although the distribution of assessments from
respondents is quite high. Likewise, the respondent's value on employee trust, although the value is relatively
better than consumer satisfaction, the data is also spread out. Employee trust has a significant and significant
effect on employee work motivation. Employee work motivation is characterized by aspects of the employee's
physical condition, commitment in carrying out duties and obligations, the severity of the tasks handled, as well
as efforts to serve consumers.

Work motivation has no effect on employee loyalty. The results show that employee loyalty is quite good and
the values are quite diverse, which is reflected in 2 dimensions of low value and 2 dimensions of good value.
Work motivation has no effect on employee job satisfaction. The results of this study refute some of the results
of previous studies used in the formation of this hypothesis, namely the results of research by Ishfag, Musarrat,
and Igbal (2011), Rizwan Saleem and Azeem Mahmood (2012). Low work motivation on employee job
satisfaction. The data from the respondents' assessment of motivation which is quite good and also more spread
out causes no significant relationship with job satisfaction. Similarly, the assessment of work motivation on job
satisfaction, because employees are more focused on meeting their needs through work. Job Satisfaction has no
effect on Employee Loyalty. The results of this study refute some of the results of previous studies used in the
formation of this hypothesis, namely the results of research by Rachel and Andy (2011) and Parul and Havisha
(2015).

V. CONCLUSION

Based on all the stages of the research that has been done, this chapter is the final explanation,
namely the conclusions of the research to answer the research objectives. In accordance with the purpose of this
study, namely to find and analyze the level of employee loyalty, employee job satisfaction, employee work
motivation, organizational culture, and employee trust in the traditional Palembang food industry pempek
company, namely:

a. The loyalty of the employees of the traditional pempek food industry in Palembang is influenced by the trust
of the employees.

b. The job satisfaction of employees of the traditional Pempek food industry in Palembang cannot be proven as
an indirect variable because employee job satisfaction has no effect on employee loyalty.

Through the job satisfaction of the employees of the traditional Pempek food industry in Palembang,
it can be proven that organizational culture and employee motivation have no effect on employee loyalty.

V. Recommendation

As has been produced in this study, suggestions that can be given for further research can be
redeveloped into concepts, theories or models that contribute to the development of science, especially human
resource management. regional characteristic industries such as the songket weaving industry.

Recommendations for companies that own well-known brands in the traditional food pempek
industry in the city of Palembang need to re-evaluate every outlet that sells pempek products, especially with
regard to excessive work fatigue, the threat of layoffs, the comfort of the work environment and the presence of
employees in terms of serving consumers.
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