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ABSTRACT 

This study aims to analyze the effect of social security and compensation on increasing employee job 

satisfaction in the Semen Indonesia Foundation environment. The method used in this study is 

quantitative with a quantitative experimental approach used to determine the effect of independent 

variables of social security and compensation on increasing employee job satisfaction. The population 

consists of all 22 employees, who are also sampled through a total sampling technique. Data collection 

uses a questionnaire with a five-point Likert scale, while data analysis uses Structural Equation 

Modeling-Partial Least Square (SEM-PLS). The results show that social security has a positive and 

significant effect on increasing employee job satisfaction with a path coefficient of 0.524 and a p-value of 

0.000<0,05, and has a large category effect. Compensation also has a positive and significant effect on 

increasing employee job satisfaction with a path coefficient of 0.376 and a p-value of 0.007<0,05 with a 

medium category. Simultaneously, both variables are able to explain 68% of the variation in increasing 

employee job satisfaction. The conclusion of this study confirms that employee social security and 

compensation are important factors in increasing employee job satisfaction, and therefore, organizations 

should prioritize them when formulating human resource welfare policies.  

Keywords: Employee social security, compensation, job satisfaction 

A. INTRODUCTION 

 

Industrial competition in the era of the 4.0 revolution integrates humans with technology 

to remain focused on meeting consumer needs and services through various efforts. The 

organization's orientation does not only focus on the quality of products or services offered, but 

also on optimizing human resources as they play a major role in carrying out organizational 

activities to achieve goals. In other words, in the midst of an increasingly dynamic work 

environment, organizational success largely depends on the ability of organizations to 

effectively manage and empower their human resources. 

Human resources (HR), as actors, thinkers, and planners within an organization, deserve 

greater attention. Therefore, human resource management should not be limited to enhancing 

employee competence and productivity, but must also consider employee well-being. Well-

being is a supporting factor in creating job satisfaction. Satisfaction arises when a person feels 

that their needs have been met, which is expressed as happiness with their work.  

A number of studies have indicated that job satisfaction represents a key indicator in 

evaluating the effectiveness of human resource management within organizations. Job 

satisfaction refers to a positive emotional state experienced by employees as a result of their 

evaluation of their job or work experiences. Employees with higher levels of job satisfaction 

tend to exhibit better performance, stronger organizational commitment, and greater loyalty to 

the organization. In contrast, low levels of job satisfaction may result in decreased productivity, 

higher absenteeism, and an increased intention to leave the organization (Montag‐Smit & Smit, 

2021)
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Empirical evidence suggests that issues concerning employee well-being and job 

satisfaction remain a major concern for organizations across many countries. The State of the 

Global Workplace Report reveals that the level of employee engagement remains relatively low,  

with only about 23% of employees worldwide reported to be actively engaged in their work, 

while the majority are either not engaged or actively disengaged (Gallup, 2023). These findings 

indicate that organizations need to place greater emphasis on factors that promote employee 

well-being and job satisfaction as part of an effective human resource management strategy. 

One of the strategies that organizations can implement to improve employee well-being is 

by providing fair compensation and adequate social security protection. Compensation is not 

merely viewed as financial remuneration provided to employees for their contributions to the 

organization, but also as a form of organizational recognition of employees’ roles and efforts. 

Meanwhile, social security serves as a protective mechanism against various work-related risks 

that may affect employees’ economic and psychological conditions. Empirical studies indicate 

that fair compensation systems and adequate social security benefits can positively influence job 

satisfaction and strengthen employees’ loyalty toward the organization (Astari et al., 2022; 

Sultana & Hawken, 2023). 

According to the Job Demands-Resources (JD-R) theory, employee job satisfaction is 

influenced by the balance between job demands and the resources provided by the organization. 

Organizational resources, such as organizational support, compensation, and employee welfare 

benefits, enable employees to cope with job demands, thereby reducing work-related strain and 

fostering more positive psychological conditions in the workplace (Kuijpers et al., 2020; 

Schaufeli, 2021). When organizations are able to provide adequate resources, employees tend to 

experience higher levels of job satisfaction and exhibit stronger organizational commitment. 

Job satisfaction is an important aspect of human resource management that reflects 

employees’ psychological responses to the work they perform. According to Indra & Rialmi 

(2022), job satisfaction is a feeling of happiness experienced by employees, where employees 

feel appreciated and receive rewards commensurate with their work results. This finding 

suggests that the reward system implemented by the organization, including compensation, 

plays a significant role in determining the level of employee job satisfaction. In line with this 

perspective Hulu et al. (2024) explains that job satisfaction is an employee's personal feeling 

that is influenced by their perception of their work, which is formed while working, where they 

obtain maximum results and recognition in a good work environment. These findings suggest 

that job satisfaction is shaped not only by individual internal factors but also by organizational 

policies that support employee welfare. Furthermore, Sapar (2022) emphasizes that job 

satisfaction is essentially a psychological aspect that reflects a person's feelings towards their 

work. They will feel satisfied when there is a match between their abilities, skills, and 

expectations with the work they have to do. 

Within the context of human resource management, organizations are required to 

establish policies that can fulfill employees’ expectations, particularly through the provision of 

fair compensation and adequate social security protection against work-related risks. 

Accordingly, a fair compensation system and sufficient social security benefits may serve as 

important determinants in enhancing employee job satisfaction. When employees perceive that 

the organization appropriately rewards their contributions and provides protection for their 

occupational welfare, they are more likely to demonstrate higher levels of job satisfaction. 

Based on the description of job satisfaction above, it can be concluded that job 

satisfaction is a feeling of pleasure experienced by employees over their abilities, skills, and 

expectations having received maximum recognition from the company or organization. Job 

satisfaction has intrinsic and extrinsic aspects to measure its level of achievement (Aprillianti & 

Mansur, 2022). Intrinsic aspects originate from within an individual and are related to the job 

itself, lincluding lachievement, ljob lcharacteristics, lopportunities lfor lgrowth, lresponsibility, 

lautonomy, land lrecognition. 
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Meanwhile, lextrinsic laspects larise lfrom lexternal lfactors lrelated lto lworking lconditions land lare 

lphysical lor lsocial lin lnature. lExtrinsic laspects linclude: lthe lsalary lreceived lby lemployees lfor ltheir 

lworkload land lresponsibilities, lrelationships lwith lcolleagues lor lsuperiors, lenvironmental lconditions, 

lwork-life lbalance, lmanagement lpolicies, land linsurance land lsecurity. Employment social security 

represents an important mechanism for enhancing workers’ welfare and protecting them from 

various risks that may arise during the course of employment. In Indonesia, employment social 

security programs are administered by the Social Security Administering Body for Employment 

(BPJS Ketenagakerjaan), which provides several protection schemes for workers. These include 

Old Age Security (JHT), which provides cash benefits upon retirement or termination of 

employment; Work Accident Insurance (JKK), which protects workers against occupational 

accidents; Death Benefits (JKM), which provide financial assistance to beneficiaries in the 

event of a participant’s death; Pension Security (JP), which aims to ensure income continuity 

during retirement; and Job Loss Insurance (JKP), which provides protection for workers who 

experience job termination (BPJS Ketenagakerjaan, 2021). 

At lthe lend lof lFebruary l2025, lPT. lSri lRejeki lIsman lTbk, lbetter lknown las lPT. lSritex, lthe llargest 

ltextile lcompany lin lSoutheast lAsia, lconducted lmass llayoffs laffecting lmore lthan l10,000 lemployees. 

lThe lstate lintervened lthrough lthe lEmployment lSocial lSecurity lAgency l(BPJS lKetenagakerjaan) lto 

lensure lthat lthe lemployees lwere lbeneficiaries lof lthe lBPJS lKetenagakerjaan lprogram. lThe lemployees 

lwill lreceive lbenefits lin lthe lform lof lcash lassistance lamounting lto l60% lof ltheir lreported lwages lfor l6 

lmonths land ljob ltraining las laccess lto lthe ljob lmarket lprovided lby lthe lMinistry lof Manpower 

(Nugraheny & Djumena, 2025) l.l 

From a conceptual perspective, social security is defined as a form of protection provided 

to workers to ensure the fulfillment of their basic living needs when they encounter various 

social and economic risks, including work-related accidents, illness, unemployment, and death 

(Sari et al., 2023). In general, social security systems are administered based on several 

fundamental principles, namely humanity, benefit, and justice, which aim to provide equitable 

protection while promoting sustainable improvements in workers’ welfare (Sari et al., 2023). An 

adequate social security system can foster a sense of security among employees in performing 

their duties, thereby reducing concerns related to occupational risks and promoting greater 

comfort in the workplace. 

In lMaslow's ltheory (Suryani, 2022), lit lis lstated lthat lthere lare lfive lbasic lhuman lneeds lup lto lthe 

lhighest lneed: lPsychological lneeds lthat lare ldirectly lrelated lto la lperson's lsurvival. lThe lneed lfor 

lsecurity, lsuch las lphysical lsecurity, lfinancial lstability, land lhealth. lSocial lneeds lsuch las lfriendship, 

laffection, land lharmony, lThe lneed lfor lrecognition lfrom lothers lfor lone's lcompetence land lthe lneed lfor 

lself-actualization lin lrealizing lone's lpotential, lcreativity, land lachievements. Within the 

organizational context, employment social security programs can contribute to fulfilling 

employees’ safety needs, particularly those associated with financial security and protection 

from occupational risks. When these fundamental needs are addressed through organizational 

welfare policies, employees are more likely to experience a greater sense of security and 

comfort in the workplace. 

A growing body of research indicates that the existence of an adequate social security 

system can positively influence employee job satisfaction. Well-designed employment 

protection programs can enhance employees’ sense of security, reduce economic uncertainty, 

and strengthen employees’ perceptions that the organization is concerned about their well-being 

(Sultana & Hawken, 2023). Accordingly, the provision of adequate employment social security 

represents an important factor in enhancing employee job satisfaction. When employees 

perceive that they are socially and economically protected through organizational policies, they 

are more likely to experience higher job satisfaction and exhibit stronger organizational 

commitment. 

In laddition lto lsocial lsecurity lfor lworkers las la lfactor lthat lcan lincrease ljob lsatisfaction, lthere lis 

lanother lfactor, lnamely lcompensation. lCompensation lis la lreward lgiven lto lemployees lfor ltheir 
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lservices, leither lin lthe lform lof lmoney lor lother lbenefits. lAccording lto Aprinawati et al. (2021), 

lcompensation lis lall lincome lin lthe lform lof lmoney lor lgoods, leither ldirectly lor lindirectly, lreceived lby 

lemployees lin lreturn lfor lservices lrendered lto lthe lcompany. l 

Meanwhile, Kristanto & Pudjoprastyono (2021) largue lthat lcompensation lis la lform lof 

lappreciation/reward lor lremuneration lgiven lby lthe lcompany lto lemployees lfor ltheir lcontributions lto 

lthe lcompany, leither ldirectly lor lindirectly. lEmployees lexpect lremuneration lfrom lthe lcompany lfor 

ltheir lwork, lwhile lthe lcompany lexpects lits lemployees lto lcontribute lto lthe lcompany lthrough ltheir 

lwork. lThere lare lseveral ltypes lof lcompensation lprovided lby lcompanies lto ltheir lemployees (Sanaba et 

al., 2022).l One lis ldirect lcompensation, lwhich lis lany lform lof lmonetary lreward lsuch las lsalary, 

lallowances, lcommissions, lor lbonuses. lTwo lis lindirect lcompensation, lwhich lcan lalso lbe lin lthe lform lof 

lmoney lbut lthrough lother lparties lsuch las lwork linsurance land lhealth linsurance. lThird, lnon-financial 

lcompensation, lwhich lis lnot lrelated lto lmoney lbut lhas lpositive land lvaluable lbenefits, lsuch las lflexible 

lworking lhours, lrecognition lfor lachievements, land llonger lleave. 

Meanwhile, lthere lare lseven lfactors lthat lcan laffect lcompensation (Soeyanto & Farida, 2023), 

las lfollows: l1) llabor lsupply land ldemand; l2) lorganizational lcapabilities land lcircumstances; l3) llabor 

lunions; l4) lemployee lperformance lproductivity; l5) lcost lof lliving; l6) lemployee lposition land ltitle; l7) 

leducation land lwork lexperience. lOrganizational lneeds lin lensuring land lguaranteeing leffective lsocial 

lsecurity lfor lworkers land lcompensation lin lorder lto lincrease lemployee ljob lsatisfaction. lAmidst lthe 

lchallenges lpost-pandemic, lstrengthening lwelfare lpolicies lhas lbecome la lpriority lthat lnot lonly 

lincreases lproductivity lbut lalso lmaintains lthe lpsychological lstability lof lemployees (Aprillianti & 

Mansur, 2022).. 

Although a number of studies have examined factors influencing employee job 

satisfaction, previous research has largely focused on the effects of compensation or general 

employee welfare on job satisfaction. Empirical studies that simultaneously examine the 

influence of social security benefits and compensation as integral components of employee 

welfare systems on job satisfaction remain limited, particularly in the context of educational 

institutions or non-profit organizations. Furthermore, most prior studies have been conducted in 

industrial sectors or commercial enterprises, suggesting that the organizational context of 

educational institutions requires further empirical investigation (Sultana & Hawken, 2023). 

Therefore, this study seeks to provide a more comprehensive understanding of how social 

security benefits and compensation influence employee job satisfaction. 

The lresearch lquestions lin lthis lstudy linclude: l(1) lDoes lemployee lsocial lsecurity laffect lthe 

lincrease lin lemployee ljob lsatisfaction l(2) lDoes lcompensation laffect lthe lincrease lin lemployee ljob 

lsatisfaction l(3) lDo lemployee lsocial lsecurity land lcompensation lsimultaneously laffect lthe lincrease lin 

lemployee ljob lsatisfaction. lThis lstudy laims lto lanalyze lthe leffect lof lemployee lsocial lsecurity land 

lcompensation lon lincreasing lemployee ljob lsatisfaction land lto lprovide lrelevant lpolicy 

lrecommendations lfor limproving lhuman lresource lwelfare. 

 

 

 

 

Figure l1 lConceptual lFramework 

B. RESEARCH LMETHOD 

The lresearch lmethod lused lin lthis lstudy lis lquantitative lwith lan lexperimental lquantitative 

lapproach lto ldetermine lthe leffect lof lindependent lvariables l(social lsecurity lfor lworkers land 

lcompensation) lon ldependent lvariables l(increased ljob lsatisfaction) lunder lcontrolled lconditions. In 

this study, employment social security and compensation are treated as independent variables, 

while employee job satisfaction serves as the dependent variable. A quantitative approach was 
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employed because it allows researchers to objectively examine the relationships among 

variables using statistical analysis (Sugiyono, 2023) 

The lresearch lwas lconducted lat lthe lSemen lIndonesia lFoundation's lSemen lIndonesia 

lPolytechnic lwork lunit lduring lthe lperiod lMarch-June l2025. lThe lpopulation lin lthis lstudy lconsisted lof 

lall lemployees, lincluding llecturers land leducational lstaff, ltotaling l22 lpeople. Given the relatively 

small population size (fewer than 30 respondents), this study employed a total sampling 

technique, in which all members of the population were included as research respondents 

(Arikunto, 2020). Accordingly, the sample in this study consisted of 22 respondents representing 

the entire research population. 

Data collection was conducted using a questionnaire developed based on the indicators of 

each research variable. The instrument utilized a five-point Likert scale ranging from strongly 

disagree (1) to strongly agree (5). The Likert scale was employed to quantitatively assess 

respondents’ perceptions of employment social security, compensation, and job satisfaction. 

Data lanalysis lwas lperformed lusing lStructural lEquation lModeling-Partial lLeast lSquare l(SEM-

PLS) lversion l4. The SEM-PLS method was chosen due to several advantages, including its 

capability to simultaneously analyze relationships among latent variables, its flexibility 

regarding data distribution assumptions, and its suitability for studies with relatively small 

sample sizes (Hair et al., 2021; Sugiyono, 2023). Therefore, this method is deemed appropriate 

for the present study, which involves a limited number of respondents. The lanalysis lprocess lwas 

lcarried lout lin ltwo lstages. lFirst, lthe louter lmodel ltest lwas lused lto ltest lvalidity lthrough lthe lloading lfactor 

lparameter land lAverage lVariance lExtracted l(AVE) lvalue, lwhich lcan lbe lcategorized las lvalid lif lthe 

lloading lfactor lvalue lis lgreater lthan l0.7 land lthe lAVE lvalue lis lgreater lthan l0.5. lDiscriminant lvalidity lis 

ldetermined lby llooking lat lthe lCross lLoading lvalue lif lit lhas la lvalue lgreater lthan l0.7. lThe lreliability ltest 

luses ltwo lmethods, lnamely lCronbach's lalpha land lcomposite lreliability. lCronbach's lAlpha lis lsaid lto lbe 

lreliable lif lthe lvalue lis l>0.6 land lComposite lreliability lif lthe lvalue lis l>0.7. 

Both luse lthe lInner lmodel lto ltest lthe lrelationship lbetween lvariables, lincluding: lR-square. lThe 

lR-square lvalue lis lused lto lmeasure lthe llevel lof lvariability lof lchanges lin lindependent lvariables lrelative 

lto ldependent lvariables. lF-square lis lused lfor lchanges lin lr-square lin lendogenous lconstruction, lwith 

lvalues lof l0.02 lfor lthe lsmall lcategory, l0.15 lfor lthe lmedium lcategory, land l0.35 lfor lthe llarge lcategory. 

Hypotheses lcan lbe laccepted lor lrejected lbased lon lthe llevel lof lsignificance. lThe lsignificance lin 

lthis lstudy lis l5% lor la lconfidence llevel lof l0.05. lIf lthe lp-value l≤ l0.05 l(a=5%), lthen lH0 lis lrejected land lHa 

lis laccepted. lIf lthe lp-value l≥ l0.05 l(a=5%), lthen lH0 lis laccepted land lHa lis lrejected. L 

 

C. RESULTS LAND LDISCUSSION 

Research lResults 

Based lon lthe lresults lof lthe lcorrelation lvalidity ltest lbetween lthe lindicators land ltheir lconstructs, 

lthe louter lloading lvalue lwas l≥ l0.7 land lthe lconvergent lvalidity lof lthe lAVE lvalue lwas l≥ l0.5. l 

Table 1 Outer Model Validity Test Results 

 

Cronbach's 

lalpha 

Composite 

lreliability l 

Composite 

lreliability  l(AVE) 

Social lSecurity 0.871 0.885 0.907 0.661 

Job lSatisfaction 0.932 0.937 0.941 0.570 

Compensation 0.928 0.932 0.942 0.698 

Source; SEM-PLS 4 data processing results 

 

Discriminant validity tests are conducted to ensure that each indicator in the study is able 

to represent the construct of the measured variable and has clear differences from the constructs 

of other variables. Discriminant lvalidity lis lsaid lto lbe lmet lif lthe lcross-loading lvalue lof lthe lindicator lon 

lthe lvariable lis lgreater lthan lthat lof lother lvariables. lIt lwas lfound lthat leach lvariable lindicator lmet lthe 

ldiscriminant lvalidity lrequirement, lnamely la lcross-loading lvalue lgreater lthan l0.7. Thus, it can be 
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concluded that each indicator is able to accurately explain the measured variables. This indicates 

that the research instrument has a good ability to differentiate the constructs of social security 

for workers, compensation, and job satisfaction as the variables studied. 

Next, reliability testing was conducted to assess the consistency of the research 

instrument in measuring the variables studied. Reliability in this study was tested using two 

approaches: Composite Reliability and Cronbach's Alpha. Composite lreliability ltests lthe 

lreliability lvalues lof lindicators lon la lvariable. lA lvariable lis lsaid lto lmeet lcomposite lreliability lif lit lhas la 

lcomposite lreliability lvalue l≥ l0.7. lReliability ltesting lcan lbe lseen lfrom lthe lCronbach's lAlpha lvalue 

lshown lin lTable l1, lwhich lshows lthat lthe lCronbach's lAlpha lvalue lis labove l0.6, lmeaning lthat lthe 

lmeasurements lin lthis lstudy lare lreliable. These findings indicate that the indicators used in this 

study have a good level of consistency in measuring the constructs of the research variables, so 

that the instruments used can be said to be reliable and suitable for use in further analysis. 

The lInner lModel lis lused lto lsee lthe ldirect land lindirect leffects lbetween lvariables. lThe levaluation 

lof lthe lInner lModel lwith lSEM-PLS lcan lbe lseen lfrom lthe lR-Square lTest lvalue land lthe lPath lCoefficient. 

Table l2 Inner Model Test Results 

 R-square R-square ladjusted 

Employee lSatisfaction 0.680 0.645 

 Source; SEM-PLS 4 data processing results 

 

It  lis lknown lthat lthe lR-square lvalue lfor lthe lvariable lof lincreased lemployee ljob lsatisfaction lis 

l0.680, lwhich lcan lbe linterpreted las lmeaning lthat lthe linfluence lof lthe lvariables lof lemployee lsocial 

lsecurity land lcompensation lon lincreased lemployee ljob lsatisfaction lis l68% In other words, the two 

independent variables studied have a fairly strong contribution in influencing the level of 

employee job satisfaction in the research object, lwhile lthe lremaining l32% lis lexplained lby lother 

lvariables loutside lthe lscope lof lthis lstudy such as work environment conditions, leadership, 

organizational culture, and individual employee factors. These findings indicate that employee 

social security and compensation are important factors in increasing employee job satisfaction, 

so organizations need to pay more attention to employee welfare policies as part of an effective 

human resource management strategy 

Tabel l 3 Results of the variable effect size test 

 f-square 

Social lSecurity l-> lEmployee lSatisfaction 0.475 

Compensation l-> lEmployee lSatisfaction 0.245 

Source; SEM-PLS 4 data processing results 

 

 lIn lthis lstudy, lit lcan lbe lseen lthat lsocial lsecurity lfor lworkers laffects ljob lsatisfaction lwith lan lF-

square lvalue lof l0.475 lor l47.5%, lplacing lthis lvariable lin lthe lhigh lcategory. lCompensation laffects ljob 

lsatisfaction lwith lan lF-square lvalue lof l0.245 lor l24.5%, lplacing lthis lvariable lin lthe lmedium lcategory. 

Figure l2 lPath lDiagram 

Source; SEM-PLS 4 data processing results 
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Partial test aims to test the significance of the overall effect of exogenous variables (X) on 

endogenous variables (Y). lThis ltest lis lconducted lby lcomparing lthe lp-value l< l0.05 lgenerated lfrom lthe 

lSEM lSmartPLS l4 lsoftware lcalculation. 

 

Table l3 lPath lCofficients 

 

Original 

lsample 

l(O) 

Sample 

lmean l(M) 

Standard 

ldeviation 

l(STDEV) 

T lstatistics 

l(|O/STDEV|) P lvalues 

Social lSecurity l-> 

lJob lSatisfaction 0.524 0.552 0.143 3.672 0.000 

Compensation l-> 

lJob lSatisfaction 0.376 0.376 0.141 2.677 0.007 

Source; SEM-PLS 4 data processing results 

 

Based on the results of hypothesis testing using SEM-PLS analysis, the results obtained 

were, it lappears lthat lthe lfirst lhypothesis l(H1) lregarding lthe lsignificant lpositive leffect lof lsocial 

lsecurity lfor lworkers lon lincreased ljob lsatisfaction lcan lbe lseen lfrom lthe lp-value lof l0.000 l< l0.05, thus 

showing that the relationship between the two variables is statistically significant.  land lthe 

loriginal lsample lvalue lof l0.524, lwhich lindicates lthat lthe lrelationship lbetween lsocial lsecurity lfor 

lworkers land lincreased ljob lsatisfaction lis lpositive. These findings indicate that the better the 

employee social security program provided by an organization, the higher the level of job 

satisfaction experienced by employees. The existence of employee social security provides a 

sense of security and protection against various occupational risks, making employees feel more 

protected and valued by the organization, which ultimately can increase their job satisfaction. 

The lsecond lhypothesis l(H2), lnamely lthat lcompensation lhas la lpositive leffect lon ljob 

lsatisfaction, lcan lbe lseen lfrom lthe lp-value lof l0.007 l< l0.05, so it can be concluded that compensation 

has a significant influence on job satisfaction.  LAnd lthe loriginal lsample lvalue lof l0.376, lwhich 

lindicates lthat lthe ldirection lof lthe lrelationship lbetween lcompensation land ljob lsatisfaction lis lpositive. 

This means that the better the compensation system provided by the organization, the higher the 

level of employee job satisfaction. Providing fair compensation that is commensurate with 

employee contributions can increase perceptions of fairness and appreciation for employee 

performance, thereby encouraging increased job satisfaction within the organization. 

Discussion 

Data lanalysis lusing lthe lSmartPLS lanalysis ltechnique lproduced lstatistical lresults lto ltest lthe 

lresearch lhypotheses lin lthe ltable lbelow. 

Table l4 lResearch lHypothesis lResults 

No Research lHypothesis Conclusion 

1 H1: lSocial lsecurity lfor lworkers lhas la lpositive land 

lsignificant leffect lon ljob lsatisfaction 

Accepted 

2 H2: lCompensation lhas la lpositive land lsignificant leffect 

lon ljob lsatisfaction 

Accepted l 

3 H3: Social security for workers and compensation 

simultaneously have an impact on increasing job 

satisfaction. 

The model has 

simultaneous effects 

 

The lresults lof ldata ltesting lshow lthat lsocial lsecurity lfor lworkers lhas la lpositive land lsignificant 

leffect lon lincreasing lemployee ljob lsatisfaction, lin laccordance lwith lthe lpath lcoefficients lresults lwith 

lan loriginal lsample lvalue lof l0.524, lwhich lshows la lpositive lnumber land la lp-value lof l0.000, lwhich lis lless 
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lthan l0.05. lTherefore, lit lcan lbe lsaid lthat lsocial lsecurity lfor lworkers lhas la lsignificant leffect lon 

lincreasing lemployee ljob lsatisfaction. l 

This lstudy lcontradicts lthe lresearch lconducted lby (Sari et al., 2023),lwhich lexplains lthat 

lsocial lsecurity ldoes lnot lhave la lpositive leffect lon lincreasing lemployee ljob lsatisfaction lwith la lt-value lof 

l0.477, lwhich lis lsmaller lthan lthe lt-table lof l2.03951. lThis lshows lthat lproviding lsocial lsecurity lfor 

lworkers lis lan lobligation land lresponsibility lof lthe lcompany, lnot lto lincrease lemployee ljob lsatisfaction. 

The ldata ltesting lresults lshow lthat lcompensation lhas la lpositive land lsignificant leffect lon 

lincreasing lemployee ljob lsatisfaction lwith lpath lcoefficients lwith lan loriginal lsample lvalue lof l0.376, 

lwhich lshows la lpositive lnumber land la lp-value lof l0.007, lwhich lis lsmaller lthan l0.05, lso lit lcan lbe lsaid lthat 

lcompensation lhas la lpositive land lsignificant leffect lon lincreasing lemployee ljob lsatisfaction. 

This lstudy lis lin lline lwith lresearch lconducted lby Safrila & Oktiani (2024), lwhich lexplains lthat 

lcompensation lhas la lpositive leffect lon lincreasing lemployee ljob lsatisfaction, lobtained lfrom la lt-value 

lof l0.667 l> lt-table l0.355 land la lsignificance lvalue lof l0.000 l< l0.05, lso lit lcan lbe lconcluded lthat lthere lis la 

lstrong land lpositive lrelationship lbetween lcompensation land ljob lsatisfaction. 

The results of this study indicate that labor social security and compensation 

simultaneously explain 68% of the increase in employee job satisfaction. This finding suggests 

that organizational policies related to employee welfare play a significant role in shaping 

employees’ level of job satisfaction. These results are consistent with the study conducted by 

Azmi et al. (2023), which found that financial compensation, social security, and non-financial 

compensation simultaneously have a significant effect on job satisfaction and show a positive 

relationship with employees’ job satisfaction. An equitable compensation system can enhance 

employees’ perceptions of recognition and appreciation for their contributions, which in turn 

leads to higher levels of job satisfaction. 

This lshows lthat lcompensation lis lthe lmain lsource lof lincome lfor lemployees land lloyalty lto lthe 

lcompany's lgoals. lFinancial lcompensation lconsists lof ldirect lcompensation lin lthe lform lof lsalaries land 

lincentives lfrom lthe lcompany lto lemployees land lindirectly lin lthe lform lof lallowances, linsurance, land 

lother lfacilities. L 

 

D. CONCLUSION LAND LRECOMMENDATIONS 

 

Conclusion 

The objective of this study is to examine labor social security and compensation as the 

core determinants driving the elevation of job satisfaction among personnel at the Semen 

Indonesia Foundation. Based on the empirical analysis and discourse presented, the principal 

findings are as follows; 

1. Employee lsocial lsecurity lhas la lpositive land lsignificant leffect lon limproving lemployee 

lperformance. 

2. Compensation lhas la lpositive land lsignificant leffect lon limproving lemployee lperformance. 

3. Social security for workers and compensation simultaneously have an impact on increasing 

job satisfaction. 

Theoretically, the findings of this study contribute to the advancement of Human 

Resource Management (HRM) scholarship, particularly concerning the nexus between 

employee welfare policies—such as labor social security and compensation—and job 

satisfaction. This research substantiates the premise that the fulfillment of economic 

requirements and occupational security serve as fundamental pillars in shaping favorable 

employee dispositions toward their professional roles. 

In practical terms, the empirical insights derived from this study offer actionable 

implications for the Semen Indonesia Foundation. The findings suggest that elevating employee 

job satisfaction can be strategically achieved through the fortification of welfare frameworks, 

specifically by ensuring comprehensive social security systems and equitable, competitive 

remuneration. Consequently, the organization is poised to cultivate a more conducive 



 

 

 

 
 

Sekolah Tinggi Ilmu Ekonomi Pemuda         237                                    VOL. 6 NO. 2 (2026) 

 

professional climate, bolster employee retention, and facilitate sustainable organizational 

performance. 

Recommendations 

The lauthor's lrecommendations lbased lon lthe lresults lof lthis lstudy lare las lfollows: 

1. The lSemen lIndonesia lFoundation, las la lsocial lorganization, lshould lpay lattention lto lthe lwelfare lof 

lits lemployees lthrough lthe ltypes lof lcompensation lprovided lin lorder lto lincrease ljob lsatisfaction. 

lAccording lto lthe lresearch lresults lobtained lthrough lan lf-square lvalue lof l0.245 lor l24.5%, lthis 

lvariable lfalls linto lthe lmoderate lcategory. 

2. For lfuture lresearchers, lit lis lhoped lthat lthey lcan lconduct lresearch lwith lmore ldiverse lvariables lto 

lmeasure lincreases lin lemployee lsatisfaction lbeyond lsocial lsecurity land lcompensation. 
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