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Abstract
The purpose of this research was to test and to analyze the influence of job insecurity towards organizational commitment
and the intention to leave especially for employees working in notary offices. This was caused by the very strategic position
of such Notary employees especially in the process of deed writing, with what had been designed by the Notary, of course,
would not be done along with the planning. The study was implemented in the province of DKI Jakarta, more precisely in
Southern Jakarta. The number of samples was 191, taken using a multy-stage sampling technique. The result shows that job
insecurity significantly influence the organizational commitment and the intention to leave, besides, the organizational
commitment has become a partial mediation variable from the relationship channel between job insecurity and intention to
leave. Such finding was along with the conservation of resources theory (COR theory), saying that employees try to collect
and maintain many sources and if they lost their resources in one particular area, it would easily cause other loss of resources
in other areas. When insecurity in working is sensed by employees, it would trigger the feeling of reluctant to work and
intention to leave becomes higher. Therefore, the managerial implication is that the leader must focus on developing security
towards employees within the notary office environment. When the employees are protected, the positive attitude would
grow and they would gather and maintain such an attitude. Therefore, for future research, the commitment measurement
using other source enables variable control related to the specific working context.
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INTRODUCTION
The appearance of 4.0 era has a massive
potential not only in remodeling the industry but
also remodeling various aspects of human lives [1].
The human source has become an important issue
for each employee is a human being, not a machine
and not only as a source of business [2]. According
to [3], employees are the heart and the soul of an
organization. An organization would not run
properly unless the employees perform their job
well. A good employee would have a huge influence
on selling and productivity. Therefore, it would be
difficult for a company to operate properly and
reach its goals if its employees did not have a high
commitment to performing their job and
responsibility.
Highly committed employees in performing
their job and responsibility would reduce their
intention to leave [4], [5] Many reasons cause the
intention to leave, among them, are, their intention
to have a better job. Survey Global Strategy
Rewards 2007/2008 performed by [6] discovered a
finding that generally an employee and individual is
brave enough to decide to leave for there are many
other alternative jobs so that it is easy for the
employee to resign and find another job.
Correspondence address:
Cindy Sandra Lumingkewas
Email : cindylumingkewas@gmail.com
Address :Perumahan Banua Buha Asri K/26 Manado,
Indonesia

Organizational commitment occurs when the
employees feel secure about their organization and
it would enhance the psychological bond.
Employees with a strong psychological bond to their
workplace tend to stay in the organization;
psychological bond is usually based on the
investment devoted by the employees in the
workplace, or on the sense of commitment to the
organization [7], [8].
Theory of hierarchy of need by Maslow, explains
that the need of job security is a basic need of an
employee [9], which eventually would increase
work satisfaction and organizational commitment
as well as decreasing the intention to leave the
organization [10], [11]. The cause of intention to
leave from the employees is because of the bad
influence of dysfunctional thoughts. Such influence
emerges since there happened a conflict,
unpleasant and unsatisfied feeling towards the
working environment that may trigger job insecurity
[12]. An employee who experiences high job
insecurity, s/he would tend to have a higher
intention to leave or quit from their jobs [13].
On this research, the conceptual model
established based on the concept of Conversion of
Resources (COR) theory of Hobfoll, which explains
that employees invest their sources to the work
environment. The loss of sources related to the
change of work hampers the development of
intention to leave [14]. On the contrary, employees
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who are voluntarily involved fully in their jobs, find
it is hard for them to detach from it when it has
already done [15].
Various of study has been done to test and to
analyze the influence of job insecurity towards
organizational commitment and intention to leave
however [16], [17], [18], [19], it has not been
discovered a finding carried out on the employee
working in notary office. The position of an
employee working in notary office is very strategic
especially in the process of deed writing, which
without the employee, what has been designed by
the Notary surely would not be able to run based on
the plan [20], [21]. Nevertheless, it does not make
employee's rights protected [22], [23]. Therefore,
the main focus on this research aims to explore the
influence of job insecurity towards organizational
commitment and intention to leave especially in the
notary office.
MATERIAL AND METHOD
Type of the research is quantitative with the
survey method. The research was carried out in the
province of DKI Jakarta taking place precisely in
Southern Jakarta. The number of samples was 191,
using a multistage sampling technique. Firstly, the
sub-district that has the biggest number of notary
offices in Southern Jakarta area, i.e. Sub-district
Setiabudi, Kebayoran Baru, Cilandak, Tebet, and
Mampang. Secondly, permanent employees of
notary offices with the tenure of a minimum of 3
years. Data were analyzed using Statistical Package
for Social Sciences (SPSS) for statistics analysis.
Hierarchy regression analysis was applied to test the
influence of independent variable towards the
dependent one as well as to test the influence of
organizational moderation variable on the
relationship of job security and intention to leave.
Pearson correlation was used to test the
relationship among those variables. The variable of
the research consists of job insecurity,
organizational commitment, and intention to leave.
Job Insecurity. The measurement of job insecurity
used 5 points Likert scale. The dimension of the
research was adopted from the research by [24],
[25], [26] consisting of qualitative of job insecurity
and quantitative of job insecurity were 11 items.
Validity test (>.564) and reliability of (0,853) showed
that all item are valid and reliable.
Organizational
Commitment.
Adopting
3
dimensions from [27], [28] they are Affective,
Normative, and Sustainable using 5 points Likert
scale. The test result in 9 items shows the valid
result of (>.557) and reliable (0,858).
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Intention to leave. Intention to leave adopts [28]
(29). The dimension consists of thinking to quit and
change job and possibly find a new job, with 5 points
Likert scale. The test result in 4 items shows the
valid result (>.831) and reliable (0,903).
Data Collection
The research was carried out for three months
from September-December 2018. All respondents
in each department were given around 1 month to
fill out the questionnaires. A month after the
questionnaires were distributed, a reminder was
sent to the officer in charge. The completed
questionnaire was received from all representation
after around 2 months.
RESULT AND DISCUSSION
Respondent of analysis descriptive on table 1 shows
that gender with balanced proportional between
male (49,7%) and female (50,3%) with the range of
age between 26 - 35 years old (49%). The most last
education owned by the notary employees was
bachelor (43%), while 37% was senior high school,
and 12% have master degree. In terms of
professionalism, it was found that professional
experience of 83% of respondents was less than ten
years while 3% have more than 15 years of
experience in the same profession.
Table 1 Demographic Characteristic of the Respondents
Frequency (N = Percentage
Characteristics
191)
(%)
Gender
Male
95
49.7
Female
96
50.3
Education
Elementary
0
School
Secondary School
5
3
High School
71
37
Diploma
9
5
Bsc
83
43
Msc
23
12
Marital Status
Single
94
49.2
Married
97
50.8
Age
< 25
50
26
26-35
94
49
36-45
29
15
46-55
16
9
> 55
2
1
Professional Experience
< 5 years
90
47
5 - 10 years
68
36
11 - 15 years
27
14
> 15 years
6
3
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Table 2 shows the matrix of correlation of Pearson
job insecurity, organizational commitment and
intention to leave.
Table 2 Correlation Matrix
Variables

M

SD

Job Insecurity

2,91

,902

1
1

-,119

2

,404**

3

Organizational
Commitment
Intention to
leave

2,37

,705

1

-,281**

3,97

,623

,119
,404

-,281**

1

**

**. Correlation is significant at the 0.01 level (2-tailed).

Table 2 shows that all constructs have above
average (average > 3). This shows that respondents
generally agree with the measured construct
question. The finding clearly shows that the
response is distributed normally, where the
standard deviation value (Std. Dev.) shows that
respondents are distributed around the average
value. Table 2 shows that Job Insecurity has a
negatively moderate correlation towards the
intention to leave (r=0,404, p=0,000). Meanwhile,
on the relationship between organizational
commitment an intention to leave is a relationship
among the variables shows sufficient correlation
with negative direction (r=0,281, p=0,00).
In this study, three models were developed
using three stages (30) to check the mediation
effect of organizational commitment using
hierarchical regression analysis. On model 1
variable of job, insecurity was tested against the
intention to leave. On model 2, job insecurity was
tested towards organizational commitment. Model
3 was developed to check the mediation effect of
organizational commitment of job insecurity and
intention to leave. Table 3 shows a hierarchical
regression analysis.
Table 3 Results of Hierarchical Regression Analyses
Model 1
Model 2
Model 3
Variables
Intention
Organizationa
Intention
to Leave
l Commitment
To Leave
Step 1
Job
.330**
,315**
Insecurity
-.266
R2
,109
.004
.160
,109
.004
.051

F
,000**
.003**
.000**
Step 2.
Organizational
commitmen
t
R2


F

-,226**

.160
.051
.001**

a All standardized regression coefficients are from the final

step in the analyses. n = 191.
*p < .001; ** p < .05

Analysis result on table 3 shows that the value
of  from 2 for a variable of job insecurity
(=0.000) is under the expected value of significant
level (0,05) towards intention to leave which
therefore support H.1, job insecurity influence the
intention to leave. Based on the theoretical
framework of job insecurity [31] shows that the
working variables depend on each other. Such
framework implicitly and explicitly stated that the
unsatisfied feeling of the employee appeared from
the subjective and objective threat experienced in
the working situation. However, the subjective
feeling of the job insecurity tends to influence the
behavior related to the work such as organizational
commitment.
Hypothesis H.2, job insecurity influence the
organizational commitment, analysis result shows
that job insecurity significantly influencing
(=0.003**) organizational commitment, such
finding supports hypothesis H.2. When the
employee feels high job insecurity, they would tend
to have a high intention to quit their jobs [32].
The testing of mediation effect on hypothesis 3, it
was used the analysis of traditional mediation [30].
The analysis result shows that organizational
commitment is a partial mediation variable on the
channel of influence between job insecurity and
intention to leave. The analysis result shows that on
the first model, the influence of job insecurity shows
negative significance (= .000,  < .05), similarly on
the second model of analysis result shows negative
significance (= .003, < .00). While on the third
model, the result shows that job insecurities
significantly influence the intention to leave ( =
.315, < .05). On the influence channel between job
insecurity and intention to leave, the commitment
becomes the partial mediation effect since the
value of the level of significance is under 0,005
(model 2 = .003; model 3 = .001). Such finding
proves the support of H.3. These findings are along
with (33), wherein organizational commitment was
described as employee association with the
organization or a group of feelings and trust about
the organization to involve or express the emotion
in an organization. Organizational commitment is a
bond with the organization [2]. Organizational
commitment is a positive response towards the
working condition and to have a strong belief in the
objective of the organization and is willing to have
an effective relationship with the organization [20].
CONCLUSION
The result shows that job insecurity influences
the organizational commitment and intention to
leave. Variable of organizational commitment
becomes partial mediation variable from the
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relationship channel between job insecurity and
intention to leave. This finding is along with
conservation of resources theory (COR theory of)
[34], who stated that individual tried to gather and
maintain various resources. According to COR
theory, such loss of resources, which has been
anticipated or realized, tend to pile up, signing that
the loss of sources in one single area would easily
cause the loss of source in other areas so that it
would enhance the negative result of the job
insecurity.
The finding shows that job insecurity seems to
be felt as work stressor, which has negative effect
on employee’s attitude [35] [36] and enhances their
intention to leave the organization [36], [37]. Job
insecurity such as another working stressor is
considered to harm employee individually and the
organization (38,39) for negative attitude related to
the job. It is also related to the lack of enthusiasm
about the job, lack of will to spend their time and
efforts [39], [40] decreasing work satisfaction as
well as involvement.
The managerial implication from this research is
that the leader must focus on developing a sense of
security for their employees within a notary office
environment. Once the employees feel protected,
the positive attitude would grow and they would
gather and maintain such an attitude. It would
benefit the organization recalling that positive
attitude from employees would grow positive aura
within the organization environment so that the
productivity of the organization would grow even
more.
Limitation of this research is that the data from
this research came from the questionnaire of selfreport increase the possibility of general method
variants effect [41]. Therefore, for future research,
the measurement of commitment with other
resources enable variable control related to the
specific working context.
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