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compensation and job insecurity (B = —0.325), work motivation and job
insecurity (3 = —0.278), and job satisfaction and job insecurity (3 = —0.312). Job
insecurity also exhibits a negative path coefficient in relation to driver
performance (B = —0.371). The reported indirect-effect coefficients are positive
for compensation (3 = 0.121), work motivation ( = 0.103), and job satisfaction
(B = 0.116), suggesting that job insecurity may provide an indirect pathway
linking these factors to performance. The model explains 69.3% of the variance
in job insecurity and 74.2% of the variance in performance. These findings
highlight the relevance of compensation, work motivation, job satisfaction, and
perceived employment security in understanding performance among digital
platform workers. The statistical significance of the structural and indirect effects
requires confirmation through appropriate bootstrapping results.

Keywords: Compensation, Work Motivation, Job Satisfaction, Job Insecurity, Driver
Performance.

1. Introduction

Digital labor platforms have transformed how work is organized, how workers access income-
generating opportunities, and how organizations coordinate service delivery. Platform-mediated
employment offers flexibility and relatively accessible entry into the labor market, but it also creates
challenges concerning income stability, working conditions, and employment protection. The International
Labour Organization (ILO, 2021) identifies earnings, working time, social protection, and algorithmic
management as important dimensions of the platform-work experience. Vallas and Schor (2020) further
explain that digital platforms can expand workers' economic opportunities while retaining substantial control
over transactions and work arrangements. These developments raise an important question for human
resource management: how can platform workers maintain satisfactory performance when the conditions
governing their work remain uncertain?
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Ride-hailing services illustrate this tension. Drivers may choose when to work, yet their opportunities
and earnings can depend on customer demand, incentive arrangements, application-based evaluations, and
platform policies. Wood et al. (2019) demonstrate that algorithmic control can coexist with flexibility and
autonomy, while also exposing platform workers to low pay, irregular working hours, and excessive
workloads. Dunn (2020) similarly argues that workers evaluate platform jobs differently according to their
individual circumstances, motivations, and expectations. Accordingly, flexibility alone does not adequately
explain the quality of platform work or its implications for performance. The compensation drivers receive,
their motivation to continue working, their satisfaction with working conditions, and their perceptions of
employment security warrant joint examination.

These issues are relevant to Gojek partner drivers in Bekasi City, an urban area within the Jakarta
metropolitan region where transportation services operate amid substantial mobility and competition.
Drivers must respond to customer demand, manage travel time and operating costs, and maintain service
quality within an application-mediated system. From a management perspective, compensation may
influence how drivers evaluate the returns from their efforts, while work motivation may shape their
persistence and willingness to meet service demands. Job satisfaction may reflect whether the actual working
arrangements meet their expectations. Nevertheless, the extent to which these factors relate to driver
performance in Bekasi City requires empirical examination rather than assumption.

Compensation, work motivation, and job satisfaction represent distinct but potentially
interconnected dimensions of the work experience. Compensation concerns the financial and other rewards
associated with work, whereas motivation concerns the direction and persistence of work-related effort. Job
satisfaction reflects an individual's evaluation of their work and its conditions. Evidence from Gojek-driver
research in Indonesia has examined relationships among these variables, including the roles of compensation
and motivation in job satisfaction (Sofiyah & Yulinda, 2022). More recently, Natali et al. (2026) examined
compensation and motivation in relation to job satisfaction among online Gojek drivers in Palembang. These
studies provide relevant context, but they do not, by themselves, establish how the three factors jointly relate
to driver performance through perceived job insecurity in Bekasi City.

Job insecurity offers a potential explanation for this relationship. It refers to perceived uncertainty
concerning the continuity of employment or the preservation of valued aspects of work. For platform drivers,
concerns may involve future earning opportunities, changes in incentive arrangements, access to orders, or
the continuation of partner status. Sverke et al. (2019), in a meta-analysis, found that job insecurity was
generally associated with poorer employee performance, although the strength of the relationships varied
across performance outcomes and contextual conditions. This evidence supports examining job insecurity as
a relevant psychological factor in performance research. However, findings from conventional employment
settings cannot automatically be generalized to platform-based work, where access to tasks and income may
be governed by digital systems rather than conventional employment arrangements.

The relationship between job satisfaction and performance also requires careful consideration.
Although satisfaction is frequently expected to improve performance, the relationship is not necessarily
straightforward. Bowling (2007) found that the association between job satisfaction and job performance
could be substantially reduced after accounting for other individual characteristics, illustrating the importance
of examining explanatory mechanisms rather than assuming a direct causal relationship. A meta-analysis by
Katebi et al. (2022), however, reported a positive association between job satisfaction and job performance.
Taken together, these findings suggest that the relationship warrants further examination in specific
occupational settings, including platform-mediated transportation services.

Despite growing research on digital labor platforms and driver working conditions, an empirical
question remains concerning the joint relationships among compensation, work motivation, job satisfaction,
job insecurity, and performance within a single model. Research on algorithm-based flexibility has also
examined how platform monitoring and work-family conflict relate to job insecurity among gig workers (Chen
& Chen, 2026). Nevertheless, the extent to which compensation, motivation, and satisfaction are associated
with driver performance through job insecurity in the specific context of Gojek partner drivers in Bekasi City
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remains to be established. This study addresses that question by examining compensation, work motivation,
and job satisfaction as explanatory variables, job insecurity as an intervening variable, and driver performance
as the outcome.

The study therefore aims to examine the relationships of compensation, work motivation, and job
satisfaction with the performance of Gojek partner drivers in Bekasi City and to assess the intervening role of
jobinsecurity. Its empirical contribution lies in bringing these five constructs into a single analytical framework
within a specific urban platform-work context. The findings are expected to inform discussions of platform-
worker management, particularly the potential relevance of transparent compensation arrangements,
supportive working conditions, and reduced employment-related uncertainty. By examining these
relationships together, the study seeks to provide a more context-specific understanding of the factors
associated with performance among Gojek partner drivers.

2.1. Compensation and Platform-Worker Performance

Compensation represents the financial and nonfinancial returns workers receive in exchange for their
contributions. In platform-mediated work, compensation encompasses not only the amount earned per task
but also incentives, payment arrangements, and the predictability of income. These features are particularly
relevant to ride-hailing drivers because earnings depend on completed orders, operating costs, customer
demand, and platform arrangements. The International Labour Organization (2021) identifies remuneration
and working conditions as important concerns in digital labor platforms, while Vallas and Schor (2020) explain
that platform-mediated employment creates new opportunities alongside persistent questions about control
and the distribution of economic rewards. Compensation may relate to performance by shaping workers'
evaluations of whether their efforts produce adequate returns. However, the relationship depends on how
rewards are structured and perceived. Kurniawan (2025), in a systematic literature review, identifies
compensation as a factor associated with performance outcomes while highlighting the relevance of
mediating mechanisms and organizational context. For Gojek drivers, transparent and predictable
compensation may support sustained work effort, whereas uncertainty about incentives may weaken the
perceived relationship between effort and reward. Nevertheless, compensation should not be assumed to
produce higher performance automatically, particularly when workers face high operating costs or limited
control over task allocation.

2.2. Work Motivation and Platform-Worker Performance

Work motivation concerns the processes that initiate, direct, and sustain effort toward work-related
goals. It includes the reasons individuals engage in particular activities and the extent to which they persist
when facing difficulties. Deci et al. (2017) explain that self-determination theory distinguishes autonomous
motivation from controlled motivation and emphasizes the roles of autonomy, competence, and relatedness
in supporting high-quality performance and well-being. In platform work, motivation may arise from income
needs, personal autonomy, achievement, recognition, or the desire to provide reliable service. Wood et al.
(2019) demonstrate that platform-based work can combine worker autonomy with algorithmic control,
indicating that flexibility does not necessarily translate into complete control over working conditions. Dunn
(2020) also highlights the importance of workers' motivations and the quality of gig work in understanding
participation in digital labor markets. Thus, motivation among Gojek drivers should be understood in relation
to both individual aspirations and the operational conditions within which work is performed. Indonesian
studies provide context-specific evidence. Lebang and Paulina (2022) examined motivation, work
environment, competence, and compensation in relation to job satisfaction and performance among Gojek
drivers in Jakarta. Sofiyah and Yulinda (2022) investigated work-life balance, organizational commitment,
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motivation, and financial compensation in the context of Gojek drivers in Medan. These studies illustrate the
relevance of motivational and work-related factors in platform transportation, although their findings should
be interpreted within their respective models and samples.

2.3. Job Satisfaction and Platform-Worker Performance

Job satisfaction reflects an individual's evaluation of work and its associated conditions. Relevant
aspects may include remuneration, the nature of the work, interpersonal relationships, recognition, and the
perceived fairness of work arrangements. In platform-based transportation, satisfaction may also depend on
whether drivers consider the compensation system, application procedures, customer interactions, and
operational policies acceptable. The relationship between job satisfaction and performance is theoretically
plausible but not necessarily uniform. Bowling (2007) found that the association between job satisfaction and
job performance could be substantially reduced after controlling for individual characteristics, suggesting that
other factors may explain part of the relationship. In contrast, Katebi et al. (2022) reported a positive
association between job satisfaction and job performance in their meta-analysis. These findings indicate that
satisfaction can be relevant to performance while cautioning against assuming a universal or exclusively
causal relationship. Research on Indonesian platform drivers further demonstrates the practical relevance of
satisfaction. Putra and Risma (2024) examined compensation, work environment, and motivation in relation
to job satisfaction among Gojek partners in Gunung Anyar. Haqi and Swasti (2024) likewise examined
compensation and work motivation in relation to job satisfaction among Gojek drivers in Surabaya. Natali et
al. (2026) investigated compensation and motivation among online Gojek drivers in Palembang. Collectively,
these studies provide evidence that compensation and motivational conditions are relevant to understanding
satisfaction in platform-based transportation. The present study extends this line of inquiry by considering job
insecurity as a potential intervening variable in the relationship between working conditions and
performance.

2.4, Job Insecurity

Job insecurity refers to a perceived threat to the continuity or stability of employment. Shoss (2017)
conceptualizes job insecurity as a multifaceted experience that can trigger stress, affect social exchange
perceptions, and influence workers' responses to perceived threats. Lee et al. (2018) similarly review job
insecurity research and emphasize the importance of understanding its antecedents, consequences, and
contextual moderators. De Witte et al. (2016), in their review of longitudinal studies, find evidence that job
insecurity can adversely affect psychological well-being and health over time. For platform drivers, insecurity
may concern the possibility of losing access to work, experiencing reduced earning opportunities, or losing
valued aspects of the working arrangement. Such concerns differ in important ways from conventional
employment insecurity because access to tasks and earnings may depend on customer demand and platform-
mediated decisions. The International Labour Organization (2021) identifies the conditions and governance
of digital labor platforms as important considerations in assessing work quality. Wood et al. (2019) further
demonstrate how algorithmic control can shape workers' experiences of autonomy and work conditions. Job
insecurity is also relevant to performance. Sverke et al. (2019), in a meta-analysis, found that job insecurity was
associated with several performance outcomes, although the strength of these relationships varied according
to outcome measures and contextual conditions. Their findings support examining job insecurity as a possible
mechanism connecting working conditions with performance, rather than treating it solely as an
employment-related concern.
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2.5. Compensation, Work Motivation, Job Satisfaction, and Job Insecurity

Compensation, work motivation, and job satisfaction represent distinct but potentially
interconnected dimensions of work. Compensation concerns the rewards received, motivation concerns the
direction and persistence of effort, and satisfaction reflects an evaluation of work experiences. These
constructs may be related to job insecurity because workers' perceptions of the adequacy and stability of their
working conditions can influence how secure they feel about continued work and future earnings. Evidence
from Gojek-driver research supports the relevance of these relationships. Haqgi and Swasti (2024) and Natali et
al. (2026) examined compensation and motivation in relation to job satisfaction among drivers in different
Indonesian cities. These studies provide contextual support for examining the financial and motivational
dimensions of platform work. However, they do not establish that higher compensation, motivation, or
satisfaction necessarily reduces job insecurity in every setting. Such relationships require direct empirical
testing. From a broader occupational perspective, Shoss (2017) emphasizes that job insecurity can emerge
through different mechanisms, while Lee et al. (2018) highlight the role of contextual factors in shaping its
consequences. In the present study, compensation, work motivation, and job satisfaction are therefore
examined as potential correlates of perceived job insecurity among Gojek partner drivers in Bekasi City.

2.6. Job Insecurity as an Intervening Variable

Job insecurity may provide a mechanism through which working conditions relate to performance.
When workers perceive their employment or income opportunities as uncertain, they may experience
psychological strain and have greater difficulty sustaining consistent work behavior. The job demands-
resources perspective discussed by Bakker and Demerouti (2017) provides a broader framework for
understanding how work conditions can influence strain, motivation, and performance. In this context,
resources associated with favorable working conditions may help workers manage demands, although the
precise pathways require empirical examination. Sverke et al. (2019) provide evidence of a negative
association between job insecurity and several performance outcomes. De Witte et al. (2016) also document
adverse consequences of job insecurity for employee well-being, supporting the relevance of insecurity as a
work-related psychological factor. Nevertheless, these findings do not establish that job insecurity mediates
the relationships of compensation, work motivation, and job satisfaction with performance among Gojek
drivers. Mediation must be tested directly within the proposed model.

Indonesian studies provide a useful contextual foundation. Lebang and Paulina (2022) examined
multiple work-related factors in relation to job satisfaction and performance among Gojek drivers, while
Sofiyah and Yulinda (2022) considered motivation, financial compensation, and other work-related factors in
the Medan context. More recent research by Haqgi and Swasti (2024), Putra and Risma (2024), and Natali et al.
(2026) further addresses compensation, motivation, and job satisfaction among Gojek drivers in different
locations. However, the extent to which job insecurity serves as an intervening variable linking compensation,
work motivation, and job satisfaction to performance in Bekasi City remains an empirical question.
Accordingly, this study examines compensation, work motivation, and job satisfaction as explanatory
variables, job insecurity as an intervening variable, and driver performance as the outcome. The proposed
framework provides a basis for testing whether the three work-related factors are associated with job
insecurity and whether job insecurity is associated with performance. It also provides a basis for assessing the
indirect relationships between the explanatory variables and performance through job insecurity.

This study employed a quantitative survey approach to examine relationships among variables using
questionnaire data collected from respondents. It was designed as a causal study investigating the direct and
indirect relationships of compensation, work motivation, and job satisfaction with performance, with job
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insecurity serving as an intervening variable. The population comprised all active Gojek partner drivers
operating in Bekasi City. Because the estimated population was large and heterogeneous, the study employed
purposive sampling based on the following inclusion criteria:

a. Therespondent had been an active Gojek partner driver for at least the preceding six months.
The respondent resided and operated in Bekasi City.
The respondent voluntarily agreed to complete the questionnaire in full.

The study included 126 respondents. This sample size was considered to meet the minimum
requirement for data analysis using partial least squares structural equation modeling (PLS-SEM), based on
the rule of at least 10 times the number of indicators associated with the most extensively measured construct
(Hair et al., 2020). Data were collected using a closed-ended questionnaire with a five-point Likert scale. The
questionnaire items were developed from the indicators specified for each research variable. The
questionnaire was distributed online through Google Forms to Gojek partner drivers who met the inclusion
criteria. The collected data were analyzed using partial least squares structural equation modeling (PLS-SEM),
implemented in SmartPLS 4.

4.1, Results

a. Measurement Model Assessment

The measurement model was assessed using Cronbach’s alpha and average variance extracted (AVE).
Cronbach'’s alpha values were 0.841 for compensation, 0.872 for work motivation, 0.889 for job satisfaction,
0.857 for job insecurity, and 0.881 for performance. All five constructs exceeded the commonly applied
threshold of 0.70, indicating acceptable internal consistency. Nevertheless, Cronbach’s alpha should not be
treated as the sole evidence of measurement quality. Composite reliability and indicator-level results should
also be reported when available, in accordance with established PLS-SEM reporting recommendations (Hair
etal., 2019). The AVE values were 0.811 for compensation, 0.837 for work motivation, 0.863 for job satisfaction,
0.802 for job insecurity, and 0.844 for performance. Each value exceeded the recommended minimum of 0.50,
supporting convergent validity at the construct level. The highest AVE was observed for job satisfaction
(0.863), whereas the lowest was observed for job insecurity (0.802). These values indicate that each construct
accounted for a substantial proportion of the variance in its indicators. However, discriminant validity cannot
be established from AVE values alone; additional evidence, such as the heterotrait-monotrait ratio (HTMT),
should be reported if it was assessed (Hair et al., 2019).

b. Structural Model Results
Table 1 summarizes the reported path coefficients and specific indirect effects. The coefficients

describe the direction and magnitude of the estimated relationships in the structural model.

Table 1. Reported Structural Path Coefficients

Relationship Path coefficient
Compensation — Job insecurity -0.325
Work motivation — Job insecurity —-0.278
Job satisfaction — Job insecurity —-0.312
Job insecurity — Performance -0.371
Compensation — Job insecurity — Performance 0.121
Work motivation — Job insecurity — Performance 0.103
Job satisfaction — Job insecurity — Performance 0.116
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Compensation had a negative path coefficient of —0.325 toward job insecurity. Work motivation and
job satisfaction also had negative coefficients, at —0.278 and —0.312, respectively. Among these three
relationships, compensation had the largest absolute coefficient, followed by job satisfaction and work
motivation. This ordering is descriptive and should not be interpreted as evidence that the coefficients differ
significantly from one another. Job insecurity had a negative coefficient of —0.371 toward performance. The
direction of this estimate is consistent with the interpretation that greater perceived employment uncertainty
is associated with lower performance. Nevertheless, the statistical significance of this relationship must be
verified using the relevant bootstrapping output. The specific indirect-effect estimates were positive: 0.121
for compensation, 0.103 for work motivation, and 0.116 for job satisfaction, each operating through job
insecurity. Their positive signs are consistent with the combination of negative antecedent-to-insecurity paths
and a negative insecurity-to-performance path. These estimates suggest a potential indirect mechanism, but
the significance and strength of the mediation effects cannot be confirmed without confidence intervals or p-
values for the specific indirect effects. The direct paths from compensation, work motivation, and job
satisfaction to performance must also be reported to establish the full mediation structure and determine
whether the indirect effects coexist with direct effects.

c. Coefficient of Determination

The reported coefficient of determination for job insecurity was (RA2 = 0.693). This indicates that
compensation, work motivation, and job satisfaction jointly accounted for 69.3% of the variance in job
insecurity within the estimated model. The remaining 30.7% was associated with factors not represented in
that equation and with unexplained variance. For performance, the reported coefficient was (RA2 = 0.742),
indicating that the predictors included in the performance equation accounted for 74.2% of its variance. The
remaining 25.8% was not explained by the predictors included in that equation. This interpretation should be
read in relation to the actual model specification: the value cannot be attributed to job insecurity alone if other
predictors were also included in the performance equation. Although these R? values indicate substantial
explanatory power within the sample, they do not, by themselves, demonstrate out-of-sample predictive
performance or establish the overall validity of the model. Additional assessment, such as predictive
evaluation and relevant structural-model diagnostics, would provide a more complete evaluation (Hair et al.,
2019).

42. Discussion

a. Compensation and Job Insecurity

The estimated path coefficient between compensation and job insecurity was negative ( = —0.325).
This result suggests that higher perceived compensation was associated with lower perceived employment
insecurity among the surveyed Gojek driver partners. In platform-based work, compensation is not limited to
the nominal amount received per order. Drivers may also evaluate the predictability of their earnings, the
transparency of incentive arrangements, and the perceived fairness of the system through which work
opportunities and rewards are allocated. Research on compensation systems emphasizes that the
consequences of pay depend not only on the amount paid but also on how the pay structure is designed and
perceived (Gupta & Shaw, 2014; Shaw, 2014). This interpretation is relevant to platform work because digital
platforms coordinate work opportunities through technological systems and can shape the distribution of
tasks, rewards, and access to work. Studies of the gig economy have highlighted the tension between
flexibility and economic uncertainty in platform-mediated work (Vallas & Schor, 2020; Wood et al., 2019).
Algorithmic systems can also influence the way work is monitored, evaluated, and allocated, making the
transparency and predictability of platform rules important features of workers’ experience (Kellogg et al.,
2020). These studies provide a contextual basis for understanding why compensation perceptions may be
related to insecurity among app-based drivers.

The coefficient should not, however, be interpreted as proof that increasing compensation will
necessarily reduce job insecurity by a fixed amount. The data presented here establish an estimated
association in the specified model, not a causal effect isolated from other working conditions. In addition, the
construct measured in this study is described as compensation, but its operational indicators should be
examined to determine whether they capture earnings adequacy, fairness, predictability, incentives, or a
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combination of these dimensions. This distinction matters because a higher potential income may not
eliminate insecurity if earnings remain volatile or if access to orders is perceived as unpredictable.

b. Work Motivation and Job Insecurity

Work motivation had a negative estimated relationship with job insecurity (B = —0.278). The
coefficient indicates that higher reported motivation was associated with lower reported insecurity in the
model. Motivation can support sustained effort and goal-directed behavior, but it should not be treated as a
substitute for predictable working conditions. A driver may remain highly motivated while still being exposed
to fluctuating demand, uncertain earnings, or changes in platform rules. A meta-analysis by Cerasoli et al.
(2014) found that intrinsic motivation predicts performance and that its relative contribution depends partly
on whether the outcome concerns performance quality or quantity and how incentives are linked to
performance. This evidence supports an interpretation in which motivation is relevant to work behavior but
operates alongside external reward arrangements. Self-determination theory similarly emphasizes the
importance of the quality of motivation and the conditions that support autonomous engagement, rather
than treating motivation as a single undifferentiated quantity (Deci et al., 2017). In the context of Gojek driver
partners, motivation may help drivers maintain effort and respond to daily work demands. However, the
negative coefficient does not demonstrate that motivation independently removes objective employment or
income uncertainty. The association could also reflect how drivers appraise their work situation, or the
influence of unmeasured factors such as financial pressure, driving experience, work autonomy, and access to
orders. Future research should distinguish intrinsic motivation, extrinsic motivation, and perceived control
over work to clarify which aspects are most closely related to job insecurity.

c. Job Satisfaction and Job Insecurity

The path coefficient from job satisfaction to job insecurity was negative (3 = —0.312). This estimate
suggests that drivers who reported greater satisfaction also tended to report lower insecurity, conditional on
the specified model. Satisfaction may reflect an overall evaluation of work, including the perceived fairness of
rewards, the nature of daily tasks, the quality of work-related interactions, and the extent to which work
conditions meet personal expectations. In this setting, satisfaction should be understood as a broad
evaluation of work rather than as a direct measure of employment security. The relationship is consistent with
research that treats job insecurity as a subjective threat to the continuity and stability of employment. Shoss
(2017) explains that insecurity can arise through several mechanisms, including stress, social exchange, and
attempts to preserve employment. A worker’s evaluation of work may therefore be related to perceived
insecurity, although satisfaction and insecurity remain conceptually distinct constructs. Research on the
consequences of job insecurity also shows that its associations with work attitudes and behavior vary across
contexts and outcomes (De Witte et al., 2016; Sverke et al., 2019). The result has practical relevance for platform
management, but it requires careful interpretation. Higher job satisfaction should not be assumed to
guarantee stable work access or predictable income. If the questionnaire captures satisfaction with flexibility
or day-to-day work while insecurity reflects concerns about future earnings or account continuity, the two
constructs may be related without representing the same underlying experience. Reporting the exact
measurement items and discriminant-validity evidence would help establish whether the constructs are
empirically distinct.

d. Job Insecurity and Performance

Job insecurity had a negative estimated path coefficient toward performance (3 =—-0.371). Of the four
reported direct paths, this coefficient had the largest absolute value. Descriptively, this indicates that job
insecurity had the strongest estimated direct association among the paths shown in Table 1. It does not
establish that the coefficient is statistically different from the other coefficients, because such a comparison
requires an appropriate statistical test. The negative direction is consistent with evidence that job insecurity
is associated with impaired work performance. Sverke et al. (2019), in a meta-analysis, found that job insecurity
was generally associated with poorer performance outcomes, including task and contextual performance,
although the strength of the associations varied across outcomes and contextual conditions. Shoss (2017) also
describes several pathways through which insecurity may influence work behavior, including stress-related
responses and efforts to protect one’s position. A systematic review by the authors of the 2023 review of job
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insecurity and employee performance likewise highlights that the relationship is complex and that its
mechanisms and contextual boundaries warrant further study. For app-based drivers, the relationship may be
particularly relevant because performance is carried out in an environment shaped by customer interactions,
platform rules, order availability, and digital evaluation systems. Research on platform work documents how
algorithmic control can shape workers’ autonomy and working conditions (Kellogg et al., 2020; Wood et al.,
2019). These studies help explain why perceived uncertainty may matter to work behavior, but they do not
prove that these specific mechanisms caused the coefficient observed among the Bekasi respondents. The
current results do not separately measure stress, attention, fatigue, customer ratings, or algorithmic control
as mediators. Those explanations should therefore be presented as plausible mechanisms for further testing
rather than as demonstrated findings.

e. The Indirect Effects Through Job Insecurity

The estimated indirect effects were positive for compensation (B = 0.121), work motivation (§ =
0.103), and job satisfaction (B = 0.116). The sign of each estimate is mathematically consistent with the
negative path from the antecedent to job insecurity and the negative path from job insecurity to performance.
In substantive terms, the model is consistent with a possible pathway in which higher compensation,
motivation, and job satisfaction are associated with lower job insecurity, which is in turn associated with
higher performance. However, the presence of nonzero indirect-effect estimates is not sufficient to conclude
that mediation is statistically significant. A mediation conclusion requires the sampling uncertainty of each
specific indirect effect to be evaluated, typically through bootstrapped confidence intervals or p-values.
Contemporary guidance on PLS-SEM mediation emphasizes evaluating indirect effects directly rather than
inferring mediation solely from the signs of component paths (Sarstedt et al., 2020). The direct effects from
compensation, motivation, and satisfaction to performance are also necessary to determine whether the
mediation is indirect-only, complementary, competitive, or otherwise configured. The compensation indirect-
effect estimate (0.121) was the largest of the three, followed by job satisfaction (0.116) and work motivation
(0.103). These differences are small and descriptive; they should not be presented as statistically meaningful
differences without formal comparison. The findings nevertheless identify job insecurity as a theoretically
relevant mechanism for further investigation. For platform operators, the practical implication is not simply to
increase rewards or encourage motivation, but to examine whether the structure of rewards, communication
about platform rules, and procedures affecting access to work are perceived as fair and predictable. Such
recommendations follow from the theoretical interpretation and should not be described as interventions
proven effective by this survey.

f.  Explanatory Power and Theoretical Contribution

The model reported (RA2 = 0.693) for job insecurity and (RA2 = 0.742) for performance. These values
indicate that the model explains a substantial proportion of the observed variance in the two endogenous
constructs in the analyzed sample. The job-insecurity equation suggests that compensation, work motivation,
and job satisfaction jointly account for 69.3% of the variance in perceived insecurity. The performance
equation accounts for 74.2% of its variance through the predictors specified in that equation. These values
should not be equated automatically with strong predictive performance. Hair et al. (2019) recommend that
PLS-SEM reports provide a broader assessment of structural-model quality, including the relevant path
estimates, their inferential statistics, and complementary predictive or robustness assessments where
appropriate. In this study, the interpretation of the performance R* depends on which constructs were
included as predictors of performance. The full structural model and corresponding output should therefore
be reported so that readers can identify the precise contribution of each predictor. The study’s potential
contribution lies in examining job insecurity as a mechanism linking compensation, motivation, and job
satisfaction with performance in the context of app-based transport work. Platform-economy research has
documented how digital systems may combine flexibility with forms of monitoring, control, and economic
uncertainty (Vallas & Schor, 2020; Wood et al., 2019). The present model brings these contextual concerns into
a quantitative framework focused on driver partners in Bekasi City. Nevertheless, because the study uses
survey data from 126 purposively selected respondents, its results should be generalized cautiously. The
model does not establish temporal order or rule out alternative explanations, and the reported results do not
yet provide enough inferential detail to confirm all stated hypotheses.
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Further analysis should report the bootstrapping settings, path-specific t-statistics, p-values,
confidence intervals, and the direct paths to performance. Measurement reporting should also include
composite reliability and discriminant validity if these were assessed. Future studies could use longitudinal
data, objective performance indicators, or comparisons across cities and platform conditions to determine
whether the observed associations persist over time and whether platform governance, income volatility, or
work autonomy helps explain the relationships. These steps would strengthen the empirical basis for
interpreting job insecurity as a mediator and would clarify the practical implications for digital-platform work.

This study examined the relationships between compensation, work motivation, job satisfaction, job
insecurity, and the performance of Gojek driver partners in Bekasi City. The reported path coefficients indicate
negative relationships between compensation and job insecurity (B = —0.325), work motivation and job
insecurity (B = -0.278), job satisfaction and job insecurity (3 = —0.312), and job insecurity and performance (3
= —0.371). The estimated indirect effects through job insecurity were positive for compensation ( = 0.121),
work motivation ( = 0.103), and job satisfaction (B = 0.116). These patterns are consistent with the proposed
mediating mechanism, although the statistical significance of the indirect effects requires confirmation
through bootstrapping results. The reported R? values of 0.693 for job insecurity and 0.742 for performance
indicate substantial explanatory power within the estimated model.

The findings suggest that the management of platform-based work should consider not only financial
rewards and individual motivation but also workers’ perceptions of employment uncertainty. Transparent
compensation and incentive arrangements, consistent communication about operational policies, and
accessible explanations of changes to platform procedures may help address concerns about work continuity
and earnings predictability. For Gojek, these measures represent practical areas for consideration rather than
interventions whose effectiveness has been established by this study. The results also highlight the potential
value of treating job insecurity as an important psychological factor in understanding driver performance,
while recognizing that performance may also depend on other individual, operational, and platform-related
conditions.

Several limitations should be considered when interpreting the findings. The study involved 126
purposively selected Gojek driver partners in Bekasi City, limiting the extent to which the results can be
generalized to other locations or platform workers. Its cross-sectional survey design also does not establish
temporal order or definitive causal relationships. Moreover, the available results do not provide complete
bootstrapping statistics for the direct and indirect effects, and the direct paths from compensation, work
motivation, and job satisfaction to performance require clarification. Future research should use larger and
more geographically diverse samples, longitudinal or mixed-method approaches, and complete PLS-SEM
reporting, including confidence intervals for indirect effects. It could also examine earnings volatility,
workload, work-life balance, perceived algorithmic control, and platform communication to clarify the
conditions under which job insecurity is associated with performance.
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