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Introduction:-

In Indonesia, some of the functions of human resource management in the government / public have been regulated.
Starting from the process of recruitment, staffing, performance appraisal and compensation system set up in line
with the movement of bureaucratic reform. The concept of compensation includes a fairly developed part of the
implementation of human resource management because quite a lot of evidence that either indirectly or indirectly,
shows the relationship between compensation and other variables in the context of efforts to bolster the performance
of companies / agencies. In the scope of government agencies, system improvement schemes on compensation
already begun to happen in the teaching profession, law enforcement, as well as employees in other government
agencies such as the ministries. In fact, the amount of remuneration, can compete competitively with the
compensation of employees in the private sector.

However, not all public agencies / governments managed to make improvements in the area of compensation. In
addition to compensation, an improvement over the insecurity of work (job insecurity) in the earlier study still
became one of the problems in relation to the efforts to increase employee engagement in government agencies. This
condition can be caused by several things such as administrative unpreparedness, disharmony between some of the
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rules, the status quo, as well as understanding uneven. Conditions employees become less tied to the agency
indicated in a negative attitude both in the form of talks on the institution where the work or in the form acts as lazy
in doing the work, turnover intention, to resign in the form submission by employees concerned.

Business Competition Supervisory Commission (KPPU), one of the government agencies, which is a non-structural
established by the Government to be able to act independently (free from intervention of both the government and
businesses), execute the mandate of Act No. 5 of 1999, to oversee business activities in Indonesia that can compete
with the healthy and free of fraud. The Commission in performing its duties and functions, requires SDM to engage
with agencies that are expected to further support the implementation of tasks, functions and authority of the agency.
As one of the government agencies KPPU is still experiencing quite a lot of human resources issues.

Since 2010, the number of permanent employees who resign Commission, reached 196 people, (data staffing
October, the HRD Section, 2014). This condition is analogous to the phenomenon of the iceberg, because quite a lot
of employees that apply to other agencies or companies, but did not pass as well as other reasons, so that some of
those who have the intention to transfer for another company (turnover intention) or resign. It is real and can be seen
openly in informal conversations that occur in the office environment. Into something that is not common to the
majority of KPPU if it does not propose / submit an application while it is opening of jobs both in SOE’s or civil
servant. Resignation or removal of employees even occur when one employee is still in a period of a bond, wherein
if the employee has resigned in that time period, it is required to pay a sum of money as fine a bond. Amount of
fines varies, ranging from Rp. 5 million to Rp. 67 million. Fines amounting to tens of millions were not able to deter
some employees to submit resignation as an employee of KPPU.

In terms of the application of the compensation, it has not been applied properly and still quite far from the condition
of best practice. This is because there are some rules relating to the Commission, the rules relating to the
management of state finances, and regulations related to government agencies as well as state officials, that are not
harmonious. In terms of earnings and career, conditions in the Commission can be considered still be competitive
when compared with the minimal wages in Jakarta as well as when compared with the salaries of civil servants.
However, earnings were used as the comparison is not only limited to Jakarta minimal wages and salaries of civil
servants alone. When compared with similar income levels in the agency is, as in the Corruption Eradication
Commission (KPK), there is a considerable margin, so that the amount of earnings at the Commission looks less
competitive. In addition, based on a survey ever undertaken by the Commission in cooperation with the Australia
Indonesia Partnership for Economic Governance (AIPEG) 2014 regarding employee satisfaction, which one of
finding the weak points in the Commission's HR policies regarding compensation.

Status of the Commission as a permanent employee of the commission, felt less secure (insecure) in terms of the
clarity of their employment status. It is generally known that in Indonesia there are several kinds of employment
status, such as Civil Servants (PNS), permanent employees, private employees, and employees of state-owned
enterprises. Based on survey ever conducted in 2009 by the unit that handles human resources management to obtain
an overview of the options / preferences of staff to the employment status, the result that as many as 68.04%
Employees Commission wants civil servant status. Insecurity condition is also exacerbated by the enactment of Law
No. 5 of 2014 concerning the State Civil Apparatus, where the status of the Commission's position and other similar
government agencies increasingly unclear. In Chapter Il1, Article 6 of the Act states that an employee ASN (State
Civil Apparatus) consists of civil servants (Civil Service) and first aid (Government Employees to Work
Agreement). By knowing these facts, staff often expressed a desire for clarity of their status in various forums and
behavioral changes are visible through the observation of becoming reluctant to contribute more to the agency.

Given that the tasks and functions carried out by KPPU strategic impact on the Indonesian economy, and no
institution / other institutions in Indonesia who carry out the functions similar to those run by KPPU, it becomes
interesting to be the object of research. Moreover, the President of the Republic of Indonesia, through Presidential
Decree No. 2 of 2015 on the National Medium Term Development Plan 2015-2019 has mandated the KPPU to also
oversee the direction of government policy, notably by strengthening investments, increasing healthy competition
through prevention and enforcement of competition law in order to create economic institutions that support the
climate of healthy competition, restructuring the market structure and the strengthening of the national logistics
system that aims to create efficiency with justice. Research will be conducted based on the findings of problems in
the field, namely regarding Effect Compensation and Employee Engagement Against Job Insecurity in the of KPPU
Secretariat..
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Literature Review And Hypothesis:-

Compensation: Forms of payment / payment can be categorized as total compensation and relational returns
(Milkovich, Newman, Gerhart, 2014: 13), while the more transactional total compensation, which includes
payments received as a direct and indirect cash money as benefit-benefit.

Cash Compensation has the following Dimensions:-

Base:-

basic salary Is cash compensation that employers pay for work that has been done (by employees). Basic salary has
a tendency to reflect the value of the work or skills and generally ignores the distinction atrubut on individual
employees.

Merit Pay/ Cost-of-Living Adjustments:-
Periodic adjustment of the base salary may be made based on changes to another employer pay for the same work,
peruahan in the average cost of living, or a change in experience or skill.

Incentives:-

Incentives different to merit adjusments, where incentives do not increase the base salary and should be recovered
each payment period. In addition, the potential size of the incentive payment will generally be known in advance.
Incentives can be included in the performance of individual employees, teams of employees, total business unit, or
some combination of individual, team and unit.

Long-Term Incentives:-
Long-Term Incentives employee intended to focus efforts on the results in a few years.
Benefits have dimensions:

Income Protection:-
Health insurance, pension plans, life insurance and savings plans are common benefits.

Work/Life Balance:-

Programs that help employees integrate work and responsibility for their personal lives better, including time off
from work, access to services / services to meet specific needs (counseling pharmaceuticals, financial planning), and
setting flexible job (telecommuting, schedule non-traditional work).

Allowances:-
Allowances often grow out of any condition of supply shortages. For example, if in a region / country rice supply
shortage, then the allowances in the form of rice was made possible.

Job Insecurity:-

Employees experiencing Job Insecurity has doubts whether he/she will be retained to work or will lose their jobs.
As for the things they do is they take steps to get out of the company to find another job to make sure. Therefore,
those who are in the job insecuriy can not prepare for their future. As for the aspect of Job Insecurity by Greenhalgh
and Rosenblatt (1984) in Maulana (2012: 8) explains that Job Insecurity consists of two aspects, namely the threat of
losing their jobs and aspects of the threat of losing an important asset of work, such as salaries, opportunities for
promotion, and other etc.

Based on these two aspects, Ashford, Lee, and Bobko (1989) in Maulana (2012: 9) to develop the components of job
insecurity became severity of the threat and helplessness. Severity of the threat in question is how much people
perceive a threat to the aspects of the job and the threat to jobs overall. Threats to aspects of the work include
opportunities for promotion, the freedom to make a schedule, and others. A person's perception of the magnitude of
the threat aspects of work can be seen by how big those aspects considered important and how likely an individual
will lose these aspects.

Employee Engagement:-

Employee Engagement is a measure of the level of emotional attachment to both positive and negative to work,
friends and their organizations that affect the desire to learn and the performance of that worker to their job Scarlett
in Gujral, (2013: 21). According to Gibbons in Nusatria and Suharnomo, (2011: 6) employee engagement is the
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relationship of emotional and intellectual owned by employees to their work, organization, manager or co-workers
who give effect to add discreationary effort in his work. A good relationship with the work which they are
responsible, the organization where he works, the manager who became her supervisor and provide support and
advice, or colleagues who support each other to make an individual can give the best effort that exceeds the
requirements of a job. Harter et al. (2002) in Albdour and Altarawneh (2014) argued that employee engagement is
important to the outcome of significant business and performance in many organizations. Based on the definition of
employee engagement by Schaufeli et al (2005) in Maulana (2012), the dimensions of employee engagement are:

Vigor:-
Vigor is a state filled with high energy level and mental tough in doing the job. Employees with high vigor that
would have a high desire to invest effort in one job. They will survive despite facing difficulties in employment.

Dedication:-

Dedication is characterized by a significant feeling, enthusiasm, inspiration, pride, and challenged. Employees who
have significant feelings are employees that have significance for the existence itself in the work. The feeling is
perasaanyang attentive enthusiasm and interest in doing the job. They feel inspired to do the work, proud and
challenged.

Absorption:-
Absorption is giving full attention to the job and is involved in a job. Those who have absorption in the work are
those who feel that the time passed so quickly. They are difficult to separate from his work.

Relation between compensation with Employee Engagement:-

Compensation that is considered comparable to what is done by employees, may affect the willingness of employees
to do more for the company / institution. This condition can describe the level of employee engagement are simple.
A humane conditions, where as humans tend to compare what is obtained by what is done. When there is a gap that
is considered to be detrimental to a particular person from an activity that is done, then people tend not to continue
or even reduce the intensity of the activity.

Relation between Job Insecurity with Employee Engagement:-

De Cuyper and De Witte (2005) in Maulana (2012) explains that there is a negative correlation between Job
Insecurity and employee engagement. From the research results they obtained the data that Job Insecurity on
temporary contract workers steeper than Job Insecurity in the permanent work force. In conditions of employment
are relatively less stable (insecure) both in terms of employment status, contractual or non-contractual, can cause
concern for the continuation of a person working in a particular institution. Such concerns are high or low impact on
Job Insecurity of that worker.

Relations between Compensation and Job Insecurity with Employee Engagement:-

In circumstances where compensation with employment status clear to employees perceived by the employee,
commensurate with the performance they had produced to the company / agency or even exceeds what is expected,
then the employee may comment positively about how the company / institution treats the employee with good
colleagues or stakeholders.

In addition, the employee will tend to be more comfortable to work in companies / agencies than to seek

employment elsewhere. More vigorous efforts can also be shown by the employee, to support the performance of the
company / institution.
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In the model, the relationship of independent variables and the dependent variable can be shown as follows: -

Compenatacn (X1
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Image 1:- Framework

Research Hypothesis: 1) Compensation affects employee engagement; 2) Job insecurity affects employee
engagement; and 3) Compensation and job insecurity affects employee engagement.

Research Method:-
The population of this study were employees of the Business Competition Supervisory Commission as many as 329
people. To determine the size of the study sample, we can choose from several available formulas. The size of the
samples obtained from the formula for determining the sample size is only a guideline, not an absolute requirement
Sclesselman, (1982) in Agung (2004: 114). To determine the sample size of the population, the researcher used a
formula from Slovin, Consuelo (1993) in Januarto (2014: 26):

" e @

+Ne

n = the sample size
N = population size
E = the critical value (limits of accuracy) is desired. Researchers determined by 10%.
then:

n = 329

1+329 (10%)
= 76,68 rounded up to 80 people

In determining the amount of the standard error of 10% influenced by the number of potential respondents who may
be obtained from the existing population, where there are pros and cons in the conditions of internal Secretariat of
the Commission which led to the group of clerks who do not support their internal research involving the
Commission's secretariat. If using a smaller standard error (eg 5%), then the total sample of respondents will
increase. It is feared that the researchers failed to get the number of potential respondents were pro with this study.
These conditions also impact on the selection of sampling methods used in this study, which is a non-probability
sampling with convenient sampling technique. The use of this technique is expected to adapt easier to find potential
respondents with a sufficient amount so that primary data collection is not inhibited (Setyo, 2002: 161). In addition
to the convenient sampling technique only requires a low cost and also saves time, Malhotra (2007: 85).

Test Reliability and Validity:-

Reliability test is performed to measure the consistency of the measurement results when the measurement was
repeated. Reliability testing with reference to the alpha coefficient or Cronbach's alpha. Reliability is considered
good if the value of Cronbach's alpha> 0.6 (Malhotra, 2007: 92).

Alpha formula is as follows:
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ry = L (1 — &J (2)

k-1 St

Description :

r11 = coefficient of instrument reliability (Cronbach alpha)
k = the number of questions

¥Si = Total variance score each question

St = total number of variants.

The data have been obtained by the researchers will further analyze its validity. This analysis aims to determine
whether an instrument measuring instrument has been carrying out its functions. Validity relates to a match between
a construct and indicators used to measure it. A measurement scale is valid if it does what it should do and measure
what should be measured (Wijaya, 2009: 34).

Classical Assumption Test:-

To get results of regression tests that are BLUE (Best Linear Unbiased Estimator), it must be through a classic
assumption test including normality test, multicollinearity test, heteroscedasticity test. Normality test is done to see
if the independent variables and the dependent variables included in the regression model will have a normal
distribution or not. A good regression model is data distribution to normal or near normal. To test the normal
distribution with a view of data dissemination (point) on the diagonal axis of the graph. If the data is spread around
the diagonal line, the regression model to meet the assumption of normality. And if the data is spread far from the
diagonal line and did not follow directions or diagonal line, the regression model did not meet the assumption of
normality. Multicolinearity test is a test intended to test whether the regression model later found a correlation
between the independent variables. A good regression model was not contains multicollinearity (Wijaya, 2009: 43).
To detect the presence of multicollinearity, can refer to the VIF. If the value of the independent variable VIF <10,
then multicolinearity tolerable level.

Heteroscedasticity indicates that the variable is not the same variance for all observations. A good regression model
actually have the same variance in each observation, also called homoskedasticity. According to Santoso (2000: 52),
to determine a regression model has no symptoms Heteroscedasticity is with reference to the level of significance of
the Spearman rank correlation coefficient of all variables independent the residual variable is greater than 0.05.

Test Multiple Linear Regression:-

Regression analysis is a statistical procedure for analyzing the effect of independent variables on the dependent
variable. In this study, the independent variable is the Compensation and Job Insecurity. While the dependent
variable is employee engagement. In multiple linear regression, has a number of independent variables is more than
one. In multiple linear regression tests include some specific tests, including tests of multiple determination
coefficient (R?), simultaneous test (F test), and the partial test (t test).

Dimensional Analysis:-

Analysis dimensions are used to test the correlation of the most powerful influence on the variable dimension of
training, remuneration and career path to employee performance. The strongest correlation dimension can be seen
from the Pearson correlation is greatest. It required dimensions of the correlation matrix between the independent
variables (X1 and X2) and the dimensions of the dependent variable (Y).

Result and Discussion:
Characteristics of Respondents:
Based on data and respondents in the questionnaires, data on the characteristics by gender and tenure.

Based on Gender:

The number of respondents can be seen in Table 1 Gender below, that the number of female respondents ie 66.3%
more. The results of the analysis of the data by gender are presented Table 1 below:
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Table 1:- Distribution of Respondents by Gender

Total Percent
Male 27 33.8
Female 53 66.3
Total 80 100.0

Source: The results of data processing SPSS 20 (2015).

Based on information from the Employee Welfare Section, Secretariat of the Business Competition Supervisory
Commission, this condition is one of the effects of recruitment patterns that have been made in which the decision to
recruit more focused on the value of the test / score them without considering the composition of men and women.
From recruitment ever conducted, the majority of women have a value / high score. Gender so that women become
the majority received as clerks of KPPU Secretariat.

Based Work Period: The results of an analysis of the working lives of the respondents can be seen in Table 2
below.

Table 2:- Respondent Characteristics Based on Tenure.

Total Percent
Less than 5 years 38 47.5
5 to 10 years 40 50.0
More than 10 years 2 2.5
Total 80 100.0

Source: The results of data processing SPSS 20 (2015)

Based on the data in Table 2 shows that most respondents (40 people) have a service period of 5 to 10 years or 50%
of total respondents. This condition occurs as a result of sufficient number of employees who filed resign with
tenure of less than 5 years, while employees with tenure of 5 to 10 years is quite difficult when looking for another
job because of the age limit had passed the general requirements set by several agencies / enterprise and competence
of the employees become increasingly specialized in the field of business competition which is not the taste of the
general labor market.

Data Analysis:

Before analyzing the hypothesis, first testing the validity, reliability and classical assumption of research data by
using tools SPSS version 20. The statements contained in the questionnaire for variable compensation (X;), Job
Insecurity (X), and Employee Engagement (YY) are arranged in such a way so as to provide input of data to the
writer. Beads prepared statement and was measured in Likert Scale in which the statements are displayed in numeric
form which has a weighting 1-6.

Validity and reliability testing is a process for test grains statements contained in a questionnaire whether the
contents of grains such statements are valid and reliable. If grains such statements are valid and reliable then it can
be used to measure the factors. But before the data are ordinal can be tested, first needs to be converted so that data
into a character interval. The software used for the conversion process is Method of Successive Interval (MSI)

In this study conducted to test the validity of research instrument variables X, X,, and Y with SPSS Ver. 20. The
basis for a decision are:

1. Ifrcount > r table then the statement is valid.

2. Ifthe countr <r table then the statement is not valid.

R count value obtained from the calculation using SPSS software and formulas that have been determined while the
value of r table obtained from table r-product moment with significance level of 5%. The validity of the test is the
test of research instruments, whether the grains statements contained in the research instrument is valid or not. Beads
of this statement is made based on the indicators listed in the table of operational variables and indicators are based
on the dimensions and variables studied. In this testing phase research instruments deployed to several respondents
in advance as much as 80 respondents.
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when a significance level of 5% and the number of respondents 80 people (N) the obtained value of r table = 0.220
for all independent and dependent variables. While the value of r count obtained from the calculation results are
shown in the table below. Terms of validity is to compare r value (corrected item total correlation of the results if the
SPSS) with r table (0.220), then the validity criteria in this study are:

1. If r count positive, and r count > 0.220 (r table), then the item or variable is valid.

2. If r count not positive, and r count < 0.220 (r table), then the item or the variable is not valid.

After all point statement declared invalid then the next test is to test the reliability of the questionnaire. Reliability
testing is related to the problem consistency to the instrument. How to measure the reliability of the most common is
to use a coefficient of Cronbach's Alpha or Alpha According to Malhotra (2007: 92), a variable is considered
reliable if it had a Cronbach's Alpha> 0.6. This means that if the value of Cronbach's Alpha greater than 0.6
(benchmarks) the instrument is Reliable and vice versa if the Cronbach's Alpha value is smaller than 0.6 the
instrument is Not Reliable. In other words, the basis of the decision is as follows:

1. Ifthe Cronbach's Alpha positive or greater than the minimum limit (0.6) the instrument is reliable.

2. If the Alpha Cronbach's negative or smaller than the minimum limit (0.6) the instrument is not reliable.

The Reliability and validity test of the VVariable Compensation (11 statements):-

Based on the results of the processing of SPSS with the Test Statistics Alpha Croncbach's done can be seen that for
variable compensation (X;) has a value of coefficient Alpha or Alpha Croncbach's of 0.858 and compared with a
minimum threshold coefficient alpha predetermined gained 0.858 > 0.6, and is therefore concluded that the
instrument that has been deployed and will be used for data processing is Reliable.

Table 3:- Validity Test Instruments Variable Compensation (X1)

Statement r count r table Validity
r count> r table
k1l 0,755 0,220 Valid
k2 0,808 0,220 Valid
k3 0,755 0,220 Valid
k4 0,620 0,220 Valid
k5 0,828 0,220 Valid
k6 0,786 0,220 Valid
k7 0.433 0,220 Valid
k8 0.385 0,220 Valid
k9 0.631 0,220 Valid
k10 0.718 0,220 Valid
k11 0.261 0,220 Valid

Source: The results of data processing SPSS 20 (2015)

Variable Remuneration (X,) has a coefficient Cronbach's Alpha or Alpha of 0.890 and compared with the minimum
limit specified alpha coefficient obtained 0.890> 0.6 can thus be concluded that the instrument has been deployed
and will be used for data processing is Reliable. Variables Job Insecurity (X,) contained 26 statements, ie statements
starting point of jil up to number ji26. All statements for variables Job Insecurity (X,) declared invalid because it is
based on the calculation results SPSS all point statement that there have values of r count> r table.

Test The reliability and validity of Employee Engagement (9 statements):-

Likewise with variable Employee Engagement (Y) has coefficient Cronbach's Alpha or Alpha of 0.915 and
compared with the minimum limit specified alpha coefficient obtained 0.915> 0.6, thus it can be concluded that the
instrument has been deployed and will be used for data processing is reliable.

Table 4:- Instrument Validity Test of Employee Engagement Variable

Statement r count r table Validity
r count> r table
eel 0,729 0,220 Valid
ee2 0,848 0,220 Valid
ee3 0,872 0,220 Valid
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eed 0,728 0,220 Valid
eeb 0,812 0,220 Valid
eeb 0,846 0,220 Valid
ee’ 0,777 0,220 Valid
ee8 0,642 0,220 Valid
ee9 0,694 0,220 Valid

Source; SPSS data processing results (2015)

Variable Employee Engagement (Y) containing 9-point declaration that numbers starting point statement of eel
until ee9 number. Based on Table 4, it can be seen that all point statement for Employee Engagement variable (Y) is
valid because it is based on the calculation of SPSS all point statement that there have values of r count> r table.

Classical Assumption Test:-
To get results of regression tests that are BLUE (Best Linear Unbiased Estimator), it must be through a classic
assumption test including normality test, multicollinearity test, and heteroscedasticity test.

Normality Test:-

Normality Test results as can be seen in the Figure below that normal probability plot shows that the data points
form a linear pattern, so it can be considered to be consistent, with a normal distribution. A good regression model is
data distribution to normal or near normal. To test the normal distribution with a view of data dissemination (point)
on the diagonal axis of the graph. If the data is spread around the diagonal line, the regression model to meet the
assumption of normality. And if the data is spread far from the diagonal line and did not follow directions or
diagonal line, the regression model did not meet the assumption of normality.

Normal P-P Plot of Regression Standardized Residual
Dependent Variable: Employee Engagement
it 6 oA Sl ribet Aot S 5 A

5“)!\‘
o

0.5+

0.4+ (=]

Expected Cum Prod

Observed Cum Prob
Test Multicollinearity:-
In this multicolinearity test is to determine the extent of the correlation amongst the independent variables. In this
test can be seen in table Coefficients results of the regression variables X; and X,, the Y (Table 6) seen that VIF
respectively by 1,811 and 1,811 where the value of the VIF in turn is under the value of 10 or VIF <10 so that this
correlation multicollinearity not occur due to the occurrence of multicollinearity if VIF> 10.

Table 5:- Test Multicollinearity.

Collinearity Statistics

Tolerance VIF
Compensation .552 1.811
Job Insecurity .552 1.811

Source: SPSS data processing results (2015)
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Heteroscedasticity Test:-

Heteroscedasticity test is used to indicate the presence or absence of classic assumption deviation heteroscedasticity,
which is to determine whether or not the relationship between confounding variables with independent variables.
One of the ways used to determine whether there is heteroscedasticity is to use graph plots the value attached to the
residual. Detection of the presence or absence heteroscedasticity to see whether there is a specific pattern in a
scatterplot graph between the bound and residual values, where the axis Y is the predicted and X is a residual. If
there is a value of a specific pattern, such as dots that form a particular pattern of regular, then the indicate has
occurred heteroscedasticity. If there is no clear pattern as well as the points spread above and below the numbers on
the Y axis, then it does not happen heteroscedasticity (Gujarat, 2002: 69). The test results heteroscedasticity with
Scatterplot graph showing the results as shown in the following figure.

Scatterplot
Dependent Variable: Employee Engagement
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Regression Studentized Residual

From the picture above it can be seen that heteroscedasticity does not happen because there is no clear pattern as
well as the points spread above and below 0 on the X axis, so that it can be said heteroscedasticity test is met.

Regression Testing:
This statistic illustrates the regression equation to determine the numerical constant and significant regression
coefficients as well as to answer the hypothesis of this study.

Coefficient of Determination Regression Test:

From the test results of multiple determination coefficient that has been done, indicating the value of R square of
0.125, which means that the ability of independent variables to explain the magnitude of the variation in the
dependent variable was 12.5%, the rest is explained other variables that are not included in equations or in this
study.

Based on the coefficient of determination regression test, there are many other factors that can influence employee
work involvement, such as job satisfaction, motivation, leadership style, work discipline, morale and so forth. These
other factors also affect employee performance and employee productivity this is based on the results of research
from some previous researchers include:

1) Job satisfaction and leadership style have a positive and significant effect on employee productivity either
partially or simultaneously at PT. General Insurance Bumiputera Muda 1967 (Margarita Thessa Maida, Setyo
Riyanto, Hapzi Ali: 2017);

2) Motivation and job satisfaction have a positive and significant effect on teacher's performance either partially or
simultaneously or in this context bias also to employee performance in general in company and other
organization. The higher motivation and job satisfaction of employees will have a positive impact on
performance (Setyo Riyanto, Adonia, Hapzi Ali: 2017);

3) Work motivation and job satisfaction have positive and significant impact on organizational commitment and
impact on employee /employee performance (Masydzulhak, Hapzi Ali, Leni: 2016); and
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4) Work Discipline and Morale have a positive and significant impact on Padang Dua Primary Employee Service
Employee Performance, either partially or simultaneously, (Agussalim, Ali Hapzi, et.al: 2016).

Test Unison:
Then, to determine the significance of the influence of the independent variables together on the dependent variable,
then used the F test with a degree of confidence (df) used was 0.05 as shown in the following table:

Table 6:- Test F Compensation and Job Insecurity to Employee Engagement

F Sig.

Regression 5.521 .006"

Source: SPSS data processing results (2015)

From the table values obtained Ftest 5,521 with a probability value (sig) = 0.006. Value of F (5,521)> F table (3.12),
and sig. less than 0.05 or a value of 0.006 <0.05; then Hy, and H; accepted, meaning Compensation and Job
Insecurity together (simultaneously) a significant effect on employee engagement.

Partial Test Effect of Compensation and Job Insecurity against Employee Engagement can be seen in Table 7.

Table 7:- Test Results Effect of Variable Compensation and Job Insecurity Variable Against Employee Engagement

Variable Regression Coefficients T Sig.
(Constant) 1.395 2.596 011
Compensation -.200 -1.137 .259
Job Insecurity .674 3.081 .003

Source: SPSS data processing results (2015)

According to the table dika inputted into the regression equation, it becomes as follows:
Y=za+bX;.cX,
Y =1,395- 0,200 X; + 0,674 X,

Inter-Dimensional Correlation:

Correlation between dimensions aims to determine the relationship between two variables that do not show the
functional relationship (related does not mean due). Correlation test is intended to determine the strongest links on
the dimensions of the variable compensation and Job Insecurity with variable dimensions of Employee Engagement.
The closeness of this relationship is expressed in the form of the correlation coefficient.

Table 8:- Matrix Correlation Between Dimensions.

Variable Employee Engagement
Dimensions Vigor Dedication Absorption

Compensation Cash Compensation .025 048 2917
Benefits 117 027 237

Job Insecurity Threat of Losing a Job -.085 -.083 107
Threats Losing Important | .302" 4787 438"
Aspect Of Work

Source: the result of a SPSS data (2015).

Correlation between dimensions above show that:
1. For the variable compensation, the dimensions of the most powerful is the dimension related to the dimensions
of Cash Compensation Absorption of variable Employee Engagement with coefficient = 0.291, while a positive

sign shows, if the Cash Compensation ride then Absorption will rise and vice versa.

2. For the variable Job Insecurity, the dimension most strongly associated is the dimension of threat Losing
Important Aspect of Work towards dimension Dedication of variable Employee Engagement with coefficient =
0.478, while a positive sign shows, if the threat Losing Important Aspect of Work up then Dedication will rise

and otherwise.
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Conclusions:-

1) Compensation for insignificant / weak against Employee Engagement. However, it was found that the
dimensions of Cash Compensation has a strong correlation with the dimensions of Absorption; 2) Job Insecurity
variables significantly influence employee engagement. In addition, it was found that the dimensions of threat
Losing Important Aspect of The work has a strong correlation with variable dimensions Dedication of Employee
Engagement; 3) Compensation and Job Insecurity proven together (simultaneously) a significant effect on employee
engagement.

Suggestions:- 1) To improve Employee Engagement from secretariat Staff Business Competition Supervisory
Commission, it is important for the leadership of Business Competition Supervisory Commission to focus more on
improving their employment status, because of the clarity of their employment status will be able to improve the
safety of employees and the impact on the increased engagement of employees; 2) The leadership of the
Commission should be in parallel or a combination of continuously working to improve the value of compensation
as well as ensuring the employment status of the employee. Dimensions Threat Losing Important Aspect Of Works
of variables Job Insecurity has a strong correlation with variable dimensions Dedication of Employee Engagement,
then apart from clarity about the promotion, work locations representative; 3) implementable options include
conversion mechanism may be through employee status into the Civil Service Commission. These policy options
can be taken in coordination with other relevant agencies such as the Ministry of Administrative Reform and
Bureaucratic Reform in terms of employment status of an employee and with the Ministry of Law and Human
Rights in the case of preparing the legal basis for the policy.
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