



Analysis of Employees' Quality of Work Life at PT. Tanjungenim Lestari 

ABSTRACT 

	Aims: This study aims to identify the factors that influence job satisfaction, analyze management policies in improving the quality of work life, and understand employee perceptions of welfare programs and their impact on loyalty at PT. Tanjungenim Lestari, a pulp and paper company committed to sustainability and employee well-being.
Methodology: This study uses a descriptive qualitative approach through in-depth interviews with 15 employees representing various divisions and positions. Data were analyzed using thematic analysis to explore patterns related to quality of work life, job satisfaction, and employee loyalty.
[bookmark: _GoBack]Results: The findings indicate that the quality of work life has a positive contribution to job satisfaction, loyalty, and overall company performance. Financial, social, and psychological factors emerge as the main dimensions influencing satisfaction. Furthermore, management policies are found to play a central role in shaping employees’ work experiences, while welfare programs are perceived very positively because their benefits are directly felt by employees and their families.
Conclusion: Overall, the study confirms that improving the quality of work life through effective management policies and comprehensive welfare programs can enhance job satisfaction and foster employee loyalty, ultimately supporting organizational performance and sustainability.
Limitations: The study is limited by the use of a small sample size and qualitative approach, which may not capture all variations in employee perceptions across the company
Contribution: Unlike previous studies focusing on manufacturing employess, this study explores QWL in a pulp and paper company with comprehensive welfare facilities, offering insight into industry-specific practices. The findings also contribute to the theoretical understanding of the relationship between quality of work life, job satisfaction, and loyalty in industrial organizations.
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1. INTRODUCTION

Every organization has elements that synergize to achieve goals effectively and efficiently, and among these elements, humans are the most decisive factor. Human resources (HR) are the main asset as well as the main driver in the company's sustainability. Therefore, PT. Tanjungenim Lestari views it as important to create a good quality of work life, where workers are not only seen as assets, but also as valuable resources that need to be developed to support the achievement of the company's vision and mission.
Quality of Work Life (QWL) is a management approach that aims to create a work environment that supports human resource development. The implementation of QWL involves various aspects such as a reward system, work facilities, a conducive environment, and sustainable welfare policies (Nawawi, 2001). With a good system, companies can increase employee participation, meet their expectations, and provide well-being that has an impact on improving performance and loyalty.
The quality of work life is formed from a combination of personal factors and organizational support. From an internal perspective, motivation and job satisfaction affect employee enthusiasm and productivity. Meanwhile, from the external side, management attention and a comfortable work environment play an important role in forming loyalty and positive performance (Fitria et al., 2023). When employees feel valued and prosperous, they will contribute more optimally to the achievement of company goals.
PT. Tanjungenim Lestari is one of the major companies in the pulp and paper industry sector with a strong reputation, high production capacity, and commitment to sustainability. Based on data from the Indonesian Pulp and Paper Association (APKI, 2022), this company is able to produce up to 500,000 tons of pulp per year and ranks second nationally by revenue (ZoomInfo, 2023). These achievements reflect strong competitiveness and the implementation of high standards such as OHSAS 18001, ISO 14001, and ISO 9001 which demonstrate a commitment to quality, safety, and employee welfare.
In addition to being oriented towards business performance, PT. Tanjungenim Lestari is also actively running social responsibility (CSR) programs in the fields of education, health, and community empowerment. The company provides excellent facilities for employees such as housing, health clinics, sports facilities, and free schools for employees' children. This comprehensive welfare support makes the company an example of effective QWL implementation, which in turn strengthens employee loyalty and job satisfaction.
With a strong reputation and commitment to sustainability and employee welfare, PT. Tanjungenim Lestari is a representative object to research the application of the quality of work life. This study aims to: (1) to find out the factors that affect employee job satisfaction at PT. Tanjungenim Lestari, (2) to analyze management policies in improving the quality of employees' working lives, and (3) to understand employees' perceptions of the implementation of the work welfare program and its impact on their loyalty to the company. Academically, this research is important because it broadens the understanding of Quality of Work Life. In previous research, Quality of Work Life focused on testing the quantitative relationship between Quality of Work Life and employee performance and work behavior, so that it did not explore in depth the subjective experience of employees in living their work life (Fadhlurahman & Prapanca, 2023). Therefore, this study seeks to fill this gap by qualitatively examining how financial, social, psychological, and management policy aspects contribute to the formation of employees' perceptions of the quality of work life. This research is expected to contribute to the academic literature and become a practical reference in the development of human resource management policies, especially in the pulp and paper industry in Indonesia.

2. methodology 

This study uses a qualitative approach with phenomenological methods, which aims to understand the meaning of employees' life experiences on the quality of work life at PT. Tanjungenim Lestari. This approach allows researchers to delve deeply into individual perceptions and experiences through interviews and field observations (Creswell & Poth, 2016; Sugiyono, 2018). The selection of this method is based on an interesting phenomenon related to the company's commitment to creating well-being and a comprehensive work environment for its employees. Data were collected through in-depth interviews and participatory observation for four months in the environment of PT. Tanjungenim Lestari. Interviews were conducted with 15 employees from various divisions and positions that were directly related to the research topic. This study involved 15 informants who were selected based on the principle of data saturation, which is the condition when the interview no longer produces new findings that are relevant to the focus of the research. Observations were carried out to understand the real situation in the field and aimed to explore the views and experiences of the interviewees regarding the conditions and quality of their work life in the company environment, and to strengthen the results of the interviews (Sugiyono, 2018). Data were analyzed using the thematic analysis of Braun & Clarke (2006) by tracing the patterns and themes that emerged from the interview results. 
The analysis is carried out through several stages, namely data transcription, coding, identification of key themes, and interpretation of findings. This approach helps researchers understand the deep meaning of employee work experience at PT. Tanjungenim Lestari and its relationship with the quality of work life. To ensure the validity of the data, this study uses source triangulation and peer debriefing as done by previous qualitative research (Delavani & Linando, 2025). Source triangulation is carried out by comparing the results of interviews from employees with different job titles (Luthfiyani & Murhayati, 2024; Patton, 2002). This technique ensures that the data obtained is consistent and credible. Peer debriefing is carried out by involving the supervisor as a peer who provides input on the results  of the analysis (Lincoln & Guba, 1985). This approach helps maintain objectivity and strengthens the validity of the research results. The following are the data of the interviewees during the research process.

Table 1. Description of Research Resource Persons
	No
	Code
	Gender
	Age (Years)
	Position
	Long Time Working at PT. TEL

	1
	NS1
	Man
	49
	Supervisor Recovery
	23 Years

	2
	NS2
	Woman
	27
	Staff Laboratory
	4 Years

	3
	NS3
	Man
	44
	Staff Laboratory
	15 Years

	4
	NS4
	Man
	40
	Production Division Staff
	13 Years

	5
	NS5
	Man
	27
	Staff Engineering
	3 Years

	6
	NS6
	Man
	50
	Operational Staff
	23 Years

	7
	NS7
	Man
	41
	Mechanical Technician
	12 Years

	8
	NS8
	Man
	30
	Electrician
	5 Years

	9
	NS9
	Woman
	38
	Administrative staff
	10 Years

	10
	NS10
	Man
	37
	Staff K3
	8 Years

	11
	NS11
	Woman
	37
	Environmental staff
	9 Years

	12
	NS12
	Man
	44
	Senior Technician
	15 Years

	13
	NS13
	Man
	43
	Facility Maintenance Staff
	14 Years

	14
	NS14
	Woman
	41
	Accounting Staff
	16 Years

	15
	NS15
	Man
	38
	Project Planning Staff
	8 Years



3. results and discussion

3.1 Result
3.1.1 Factors Affecting Employee Job Satisfaction at PT. Tanjungenim Lestari 
Employee job satisfaction at PT. Tanjungenim Lestari is mainly influenced by financial factors, career, work environment, and social relationships. Based on the interview results, the main motivation for employees to join and stay in the company is a decent salary and clear career opportunities. This is confirmed by NS1 which states, "... his move to PT. TEL is motivated by a desire to pursue a better career and a salary increase." Financial factors are proven to serve not only as material incentives, but also as psychological stimuli that create a sense of security. NS6 added, "If the salary is alhamdulillah, above the UMR... "The company is never late for payment." This condition shows that financial certainty increases employee satisfaction and loyalty (Robbins & Judge, 2019). 
In addition, the proximity of the work location to the residence is an important factor. Employees feel more comfortable and have a good life balance due to the short commute time. NS2 said, "Due to the company's proximity to my home... The benefits are also as expected." NS4 also added, "I'm originally here so feel at home." The proximity of the location has been proven to strengthen the emotional attachment of employees to the Company (Hasibuan, 2016). 
Another factor that plays a role is the availability of company facilities, such as housing, children's schools, sports facilities, and health services. NS3 said, "We are given jogging tracks in residential areas, tennis courts, basketball, swimming pools all exist." The facility not only supports physical well-being, but also strengthens social interaction between employees. NS4 emphasized, "Free medical facilities are very helpful, schools for children are also available." This is in line with the view  of Kotler & Armstrong (2020) that employee well-being increases organizational motivation and engagement.
Job satisfaction is also influenced by a supportive and inclusive work environment. Good social relationships make the work atmosphere harmonious. NS4 said, "The work environment is good... support and tolerance are strong." Relationships between colleagues who help each other also strengthen work morale, as NS7 said, "Work friends are also fun, helping each other. It's a relaxed but productive work environment."
Additionally, the fit between the jobdesk and the expertise background increases confidence and intrinsic motivation. NS5 revealed, "I used to study Mechanical Engineering, now I work in the engineering department, so it's really fitting." The same thing was expressed by NS8, "I am in electrical system maintenance, fitting with an electrical engineering background." This conformity creates satisfaction because work is considered meaningful and relevant (Luthans et al., 2021). 
A good relationship with your boss is also an important factor. NS7 said, "My relationship with my boss so far is okay... "A lot of times it makes the job easier." Participatory leadership creates an egalitarian work climate and increases satisfaction (Yukl et al., 2019). Employees also love challenging and varied tasks, as they provide space for learning and self-development. NS8 says, "Every day there's always something new that I learn... makes me continue to be challenged and not get bored quickly." This supports intrinsic motivation as stated by  Deci & Ryan (2000) in the theory of Self-Determination.
Furthermore, a sense of appreciation and pride in work strengthen emotional attachment. NS9 mentioned, "What makes me feel at home is that I feel valued here." While NS10 added, "I feel at home because I feel that my work is important... realize the importance of our role." This recognition and pride increase loyalty and a sense of belonging to the company.
Finally, emotional comfort and feelings of happiness are the main determinants of long-term job satisfaction. NS14 said, "Happy, thank God... If you have found a workplace that is mentally and financially comfortable, there is no reason to move." This condition shows that emotional and social balance is an important foundation in creating loyalty (Greenberg & Baron, 2008).   
Overall, the results of this study show that job satisfaction at PT. Tanjungenim Lestari is formed by a balance between material and non-material factors, such as salary, location, facilities, social relationships, and a sense of pride in work. The following table summarizes the factors that affect employee job satisfaction at PT. Tanjungenim Lestari.  


Table 2. Summary of Factors Affecting Employee Job Satisfaction at PT. Tanjungenim Lestari 
	Factor Factor
	Summary of Findings

	Career and Salary
	Salaries above the UMR and timely payments create a sense of security and increase job satisfaction.

	Proximity to Work Sites
	The location near home makes mobility easier and maintains a work-life balance.

	Corporate Facilities
	Sports, housing, children's schools, and health facilities reinforce well-being and loyalty.

	Work Environment and Social Relations
	A supportive and inclusive work atmosphere fosters solidarity and comfort.

	Job Description Suitability
	Skill-based work increases intrinsic motivation and job satisfaction.

	Relationship with Superiors
	Participatory leadership creates a sense of belonging and two-way communication.

	Challenges and Variations of Work
	Challenging tasks encourage self-development and work ethic.

	Sense of Appreciation
	Recognition of contributions to increasing self-esteem and loyalty.

	Pride in Work
	Awareness of the importance of work creates a sense of belonging.

	Feeling Happy and Comfortable
	Emotional and financial balance fosters long-term loyalty.



3.1.2 The Role of Management in Improving the Quality of Employee Working Life
The management of PT. Tanjungenim Lestari is seen as having an important role in creating a balanced quality of work life between productivity and employee welfare. Company policies that provide clear promotion pathways, regular work schedules, and overtime flexibility are considered a form of attention to work-life balance. NS2 said, "The company is very concerned about the welfare of its employees, from regular work schedules, proper overtime, to freedom of association." This shows that there is a humanist managerial approach oriented towards work-life balance and quality of life.
The application of system-based discipline is also considered effective and educational. The use of an automatic time detection system makes discipline more objective and transparent. NS3 stated, "If you're a minute late, you'll already detect the system, but that's good, it makes us more disciplined and organized." This approach fosters professionalism without creating psychological pressure, as the rules are applied fairly and consistently to all employees.
In addition, the provision of company facilities is clear evidence of management's concern for welfare outside of core work. Employees get access to housing, shuttle services, health facilities, and children's education. NS4 explains, "PG-KINDERGARTEN–SD–SMP schools are available, medical facilities are free as well, and shuttle buses are always on time." These facilities create physical and emotional comfort, reduce external burdens, and strengthen employee loyalty to the company.
In the financial aspect, the company guarantees timely salary payments, annual bonuses, and transparent leave. NS5 said, "Salary is never late, full leave, annual bonus is also not bad." This kind of financial certainty provides a sense of security and increases job satisfaction, because employees feel that the company pays attention to distributive fairness in a real way.
The company also implements comprehensive family welfare programs, such as health facilities for families, children's schools, and pre-retirement training. NS6 said, "There is a period program before retirement every year, children's schools are also in company schools." This approach shows that companies focus not only on employees as workers, but also as part of a broader family and social unit.
In addition, social facilities and occupational safety (K3) are also the main concern of management. Employees appreciate a clean work environment, worship facilities, and social activities such as morning gymnastics and blood donations. NS13 said, "Complete facilities, there are rest rooms, places of worship, and shuttle buses. Sometimes there are activities together as well." NS10 added, "K3 inspections and training are routinely carried out, so work is more relaxed." The facility reinforces a sense of security, togetherness, and commitment to a healthy work culture.
On the other hand, open communication and consistent implementation of SOPs are important factors in maintaining employee trust in management. NS15 said, "On my part, there are all SOPs, if there is an issue, it will be followed up immediately." This transparency strengthens the sense of belonging and creates a participatory organizational culture. Overall, the management policy of PT. Tanjungenim Lestari shows the integration between work efficiency and employee welfare, forming a work system that is not only productive but also sustainable.

Table 3. The Role of Management in Improving the Quality of Working Life at PT. Tanjungenim Lestari
	Category
	Summary of Findings

	Arrangement of working hours, overtime, & work protection
	Adaptive scheduling and proportional overtime support work-life balance and increase a sense of belonging.

	System-based discipline
	Automatic detection system encourages objective and professional discipline without excessive pressure.

	Salary, annual leave, & bonus policies
	On-time payments and transparent benefits reinforce a sense of financial security and job satisfaction.

	Family well-being and pre-retirement programmes
	Health facilities, children's education, and pre-retirement training increase emotional attachment and family well-being.

	Occupational safety & health (K3)
	Regular training and inspections create a sense of security and support sustainable productivity.

	Technology investment & working environment
	Modern equipment and clean workspaces support effectiveness, health and comfort at work.

	Managerial communication & complaint response
	Two-way communication increases trust and belonging to the organization.

	SOP & consistency of rule enforcement
	Clear and fair rules reinforce employee sense of security, trust, and loyalty.



3.1.3 Employee Perception of Work Well-Being Programs and Their Implications for Loyalty
Positive perception of the work welfare program at PT. Tanjungenim Lestari is closely related to the real experience of employees in receiving direct benefits from various policies. Strategic programs such as service bond scholarships, educational facilities, and self-development training are seen as a form of long-term investment by the company in improving individual competencies. Employees who receive scholarships feel a moral responsibility to serve the company again after completing their education. "I got a college scholarship from a company that was then obliged to follow an official bond to work in the company for 3 years." (NS 2)
The experience strengthens emotional attachment and fosters loyalty based on gratitude and responsibility. On the other hand, a safe, comfortable, and supportive work environment is also a dominant factor in forming loyalty. Harmonious interpersonal relationships and facility support create a sense of belonging and suppress the desire to change jobs. "It's comfortable here, the work is clear, the environment is also supportive. Unless there's a really good offer... I just thought." (NS 7)
In addition to job comfort, loyalty is also formed by a clear perception of career path. Employees consider growth opportunities and the suitability of company values to be the main factors to stay afloat. "So far I'm still staying here. But if there is a better offer it might be considered... now again in the final year of the scholarship contract." (NS 5)
Welfare facilities that touch on the family aspect also strengthen loyalty because it creates a sense of financial and emotional security. The provision of health services, children's education, and transportation allows employees to focus on working without domestic burdens. "Household needs are met, children's schools are safe, and they can still occasionally take their families for a walk." (NS 15)
Employees also appreciate the health facilities and open communication between management and employees. Maintained health and transparent communication create a sense of trust and engagement within the organization. "What I appreciate the most is the health facilities. Because if we are healthy, our work is also maximum." (NS 12)
In addition, self-development opportunities through training and project variety increase motivation and prevent burnout. "The work is challenging, and I love it. Each project is different, so it's not monotonous." (NS 15) Some employees even emphasized that despite the offer of jobs with higher salaries, comfort and stability at PT. Tanjungenim Lestari made them choose to stay. "Happy, alhamdulillah... If you have found a workplace that makes you mentally and financially comfortable, I don't think there is any reason to move." (NS 14)
Overall, positive perceptions of well-being programs show that holistic well-being, including financial, social, emotional, and spiritual aspects, has been successful in increasing employee satisfaction and loyalty. This approach strengthens the sense of belonging and creates a sustainable working relationship between the company and the workforce. Thus, the welfare strategy at PT. Tanjungenim Lestari can be seen as a long-term investment that not only maintains the stability of human resources, but also supports the sustainability of the organization as a whole.

3.2 Discussion
3.2.1 Factors Affecting Job Satisfaction
Employee satisfaction of PT. Tanjungenim Lestari Pulp and Paper Muara Enim is influenced by a combination of motivational and hygienic factors as described in Two-Factor Theory by  Herzberg (1966). Hygienic factors such as company policies, salaries, and a conducive work environment function to prevent dissatisfaction, while motivating factors such as recognition, responsibility, and career development increase intrinsic satisfaction (Azwanda & Hasri, 2024). This is consistent with the research of Fidtriana & Mustahidda (2025) which shows that the work environment and career development have a positive effect on employee satisfaction. The fulfillment of basic and psychological needs as described in Maslow's hierarchy of needs theory also encourages loyalty and higher performance.
Empirically, several key factors have been found to influence job satisfaction. First, salary and career are the main determinants because compensation is above the UMR and on time creates a sense of financial security.  Rahimi (2020) stated that empowerment, compensation, training, and promotion opportunities have a significant effect on employee satisfaction and loyalty. Second, the proximity of the work location supports work-life balance, in line with the findings  of  Anifah & FoEh (2022) that distance to residence, training, and working period affect satisfaction.
Furthermore, the company's facilities also proved to be an important aspect. Facilities such as sports, housing, children's schools, and healthcare improve employee well-being and loyalty.  Linando (2021) emphasized that meeting employee needs can improve motivation and performance, while  Aini & Linando (2024) added that when workers feel cared for and their needs are met, employees tend to work more seriously and professionally because they feel cared for by the company. These results are consistent with  Prawira (2020) who found that complete work facilities increase employee satisfaction and performance.
In terms of the social environment, harmonious relationships between colleagues create emotional support and a sense of security. According to  Aini & Linando (2024), relationships between colleagues are the key to creating a conducive work environment. The values of mutual respect, fairness and empathy are essential in the work environment. Supportive coworkers can create a sense of security, emotional support, and also loyalty, which can lead to higher levels of happiness and productivity (Aini & Linando, 2024). Meanwhile,  Abidin et al. (2016) emphasized that an unconducive work environment can reduce commitment and encourage turnover.
The compatibility between the job and the individual's competencies is also an important factor. Based on the Person-Job Fit  theory (Kristof, 1996), the suitability of job abilities and demands results in higher satisfaction, as evidenced by Salaswat (2023). In addition, challenges and job variations increase intrinsic motivation and prevent burnout (Hackman & Oldham, 1976), which is supported by  Priansa's (2017) research  that task variations have a significant effect on job satisfaction.
The reward and recognition factor also increases the sense of appreciation and loyalty. In  Herzberg's (1966) perspective, rewards are a motivating factor that strengthens employee emotional satisfaction. Similarly, pride in work fosters attachment to the organization, in line with  Widyanti et al. (2020) who found that organizational pride is positively related to satisfaction and performance. Finally, feeling happy and comfortable at work is a manifestation of complete satisfaction. According to  Locke (1976), job satisfaction arises from a positive evaluation of work experience that creates psychological well-being and the desire to stay afloat. Overall, these findings confirm that the job satisfaction of employees of PT. Tanjungenim Lestari is influenced by a combination of financial, social, and psychological factors that reinforce each other. Management strategies that balance these three aspects have been proven to not only increase satisfaction and loyalty, but also drive organizational performance and sustainability.

3.2.2 The Role of Management in Improving the Quality of Life at PT. Tanjungenim Lestari
Management has a crucial role in creating  an optimal Quality of Work Life (QWL) through strategic policies such as flexible working hours, security guarantees, and welfare programs (Putri & Ribhan, 2025). Research  by Putri & Ribhan (2025) confirms that ethical leadership and QWL policies simultaneously increase employee loyalty. At PT. Tanjungenim Lestari, the implementation of adaptive schedules, proportional overtime, and clear leave rights support work-life balance.  Wöhrmann et al. (2021) and  Kelly et al. (2014) prove that work time flexibility and supervisor support in scheduling have a positive effect on work and family balance. On the contrary, excessive overtime can reduce physical and mental health, so proportional overtime regulation according to  the recommendations of the ILO (2021) is important for employee welfare.
Another aspect that is no less important is work protection. Law No. 13 of 2003 affirms that companies are obliged to provide protection for the safety, health, and dignity of workers.  Amri & Lubis (2022) found that good job protection increases a sense of security and motivation. At PT. Tanjungenim Lestari, this protection is realized through a data-based discipline (detect system) that enforces rules objectively and transparently. This approach is more constructive than conventional disciplines that tend to be repressive  Soetrisno (2019) stated that consistent and fair discipline has a direct effect on productivity, while  Kaifi et al. (2012) added that data-based attendance information systems strengthen fairness and professionalism.
Compensation and benefits policies also play an important role in creating a sense of financial security. Timely salary payments and a transparent bonus system are proven to increase satisfaction and commitment.  Aman-Ullah et al. (2023) found that adequate compensation lowers turnover intention, while  Gutierrez et al. (2025) showed that salary transparency increases productivity and perceptual fairness.
The company also pays great attention to Occupational Safety and Health (K3) through regular inspections, education, and training. This creates a sense of psychological security and sustainable productivity.  Mutegi et al. (2023) found that safety attitudes formed from the K3 program have a positive effect on productivity, while  Putra et al. (2022) emphasized that safety knowledge and training strengthen safe behavior and reduce work incidents.
In addition, the use of modern equipment and ergonomic design helps to lower physical workload as well as increase efficiency (Supattananon et al., 2022). Open, two-way internal communication also strengthens trust and engagement.  Men (2014) points out that participatory communication increases trust and affective commitment, while  Welch (2012) asserts that information transparency improves long-term working relationships and engagement.
Finally, the clarity of rules and consistency in the enforcement of SOPs are the foundation for the creation of a stable and fair work climate.  Robbins & Judge (2019) explain that procedural fairness contributes to job satisfaction, while  Colquitt et al. (2011) add that SOPs that are consistently implemented foster trust and decrease conflict. Thus, the management policy of PT. Tanjungenim Lestari, which is oriented towards welfare, transparency, and professionalism, has been proven to improve the quality of work life, satisfaction, and employee loyalty in a sustainable manner.

3.2.3 Employee Perception of the Work Welfare Program at PT. Tanjungenim Lestari
Work welfare is an important factor that affects employee loyalty. When employees feel the company cares about their well-being, loyalty levels increase, while neglect of those aspects can lead to dissatisfaction and turnover. This is consistent with Herzberg's motivation theory which states that hygienic factors, such as benefits and job security, prevent dissatisfaction, while motivating factors such as rewards and opportunities to develop build long-term loyalty. Thus, welfare programs play a key role as a key element in shaping employees' motivation and affective attachment to the organization.
Holistically, the results show that career development and a good work environment increase job satisfaction, while effective management policies, such as flexible working hours, fairness, and job security strengthen Quality of Work Life (QWL). Positive perceptions of welfare programs, both financial and non-financial, strengthen employee loyalty. This is in line with Maslow's theory of needs, where self-actualization is achieved when all basic and psychological needs are met, which ultimately fosters a sense of loyalty to the company.
The scholarship programs provided by the company are proven to not only improve skills, but also foster emotional attachment that strengthens loyalty. This concept is in line with Affective Commitment from  Meyer & Allen (1991) which explains that emotional attachment arises from a sense of belonging to the organization.  Chiang & Birtch (2010) assert that corporate investment in employee education and development encourages a sense of value that leads to long-term commitment.
In addition, employee loyalty is also influenced by the perception of career stability and value compatibility with the company.  Meyer & Allen (1991)  stated that employee commitment will be stronger if there is alignment between individual and organizational goals (value congruence). In line with that,  De Vos & Meganck (2008) found that positive perceptions of career prospects increase retention and loyalty, so a stable and transparent career path is an important factor in building commitment to the company.
Positive perceptions of employees also arise towards social and non-work activities such as religious activities, parenting programs, and family gatherings, which have been shown to reduce stress and strengthen emotional bonds between employees.  Research by Bakker & Demerouti (2017) through the Job Demands-Resources theory  explains that social support in the workplace can reduce psychological burden and increase work involvement.  Ahmad & Omar (2016) also emphasized that involvement in social activities strengthens emotional connections with organizations as well as encourages long-term loyalty.
In addition, perceptions of self-development opportunities and work variety show that training, new challenges, and development projects prevent burnout while increasing loyalty because work is considered meaningful, not just a source of income. This is in line with  the Job Characteristics Model by  Hackman & Oldham (1976), which emphasizes that job variety, job identity, and opportunities to develop increase intrinsic motivation and job satisfaction.  Akkermans et al. (2019) also prove that access to career development strengthens emotional attachment and the intention to stay within the organization.
Overall, the welfare approach at PT. Tanjungenim Lestari, which includes financial, social, emotional, and spiritual dimensions, is able to create  a sense of belonging that strengthens long-term loyalty.  Warr (2011) states that work well-being is not only related to financial compensation, but also includes emotional and social experiences at work. In line with that,  Sirgy et al. (2001) explained that welfare programs that pay attention to psychological and spiritual aspects can increase job satisfaction as well as emotional attachment to the organization.



4. Conclusion and suggestions

4.1 Conclusion
Based on the results of the research, it can be concluded that employee job satisfaction at PT. Tanjungenim Lestari was formed through a combination of various factors that are interrelated and support overall work welfare. The employee job satisfaction factor at PT. Tanjungenim Lestari is multidimensional, covering financial, social, and psychological aspects. A decent salary, proximity to the location, suitability of the jobdesk, harmonious relationships, a variety of work challenges, and adequate facilities are the main determinants of satisfaction. The combination of hygienic factors and motivators creates ongoing satisfaction and encourages employee loyalty. Management policies play an important role in improving the quality of employee working life at PT. Tanjungenim Lestari through flexible working hours, labor protection, and social facilities such as housing, transportation, and health services. Transparent and fair policies strengthen a sense of security and increase employee commitment to the company. Employee perceptions at PT. Tanjungenim Lestari for the welfare program is very positive because the benefits are felt directly by employees and families. Programs such as scholarships, health clinics, recreational facilities, and support for social and spiritual activities improve the quality of life and foster affective loyalty, where employees feel an important part of the company's community.
4.2 Suggestions
and strengthen employee welfare programs that have been running well, while evaluating policies that are still considered uneven. Companies need to expand non-financial welfare programs that are preventive and holistic in nature, such as psychological counseling services, personal skills training, and family support through child scholarships. This step is a long-term investment that strengthens the company's image as an ideal workplace. 
In addition, two-way communication between management and employees needs to be strengthened so that aspirations from the field can be input in strategic decision-making. In terms of human resource development, companies should expand access to technical training and soft skills so that employees are able to adapt to changes in industry and technology. Finally, the collaborative and supportive work culture that has been formed needs to be maintained through the strengthening of shared values and appreciation for individual contributions. A culture that fosters empathy and togetherness will form stronger loyalty than just an incentive system


4.3 Limitations
This research provides an in-depth understanding of the dynamics of the quality of work life at PT. Tanjungenim is sustainable, but it has some limitations. First, the scope of the research covers only one company so that the results are contextual and cannot be generalized to other sectors or organizations with different characteristics. 
Second, the limitations of qualitative methods through in-depth interviews make the results depend on the researcher's interpretation of the informant's narrative. Even though triangulation has been carried out, the potential for bias remains. Further research is recommended to use a mixed method approach to obtain a more comprehensive and objective picture, including statistical measurements of variables such as job satisfaction and loyalty.
Third, the number and representation of informants is still limited, not fully covering groups such as contract employees or freelance day laborers. Follow-up studies can expand participation to capture differences in perceptions between working groups. Finally, it is necessary to recognize that organizational dynamics are temporal and can change due to internal policies, industry pressures, and global conditions. Therefore, the results of this study apply according to the context of the time of its implementation.
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