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ABSTRACT

This study aims to analyze the influence of job insecurity and career development on employee loyalty at 

Informa PTC Palembang. The research employs a quantitative approach with a saturated sampling 

technique, where all 95 employees in the population were included as respondents. Data were collected 

through questionnaires and analyzed using statistical tests, including partial test (t-test), simultaneous test 

(F-test), and coefficient of determination (R²). The results indicate that job insecurity and career 

development significantly influence employee loyalty both partially and simultaneously. The coefficient 

of determination shows that 27.9% of the variation in employee loyalty is explained by these variables, 

while the remaining 72.1% is influenced by other factors outside the research model. The findings suggest 

that the company should focus on managing job insecurity and strengthening career development 

programs to enhance employee loyalty 
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INTRODUCTION 

Human Resource Management (HRM) is a strategic element in ensuring the sustainability and 

competitiveness of an organization. According to Mathis & Jackson, HRM involves the design of formal 

systems within an organization to ensure the effective and efficient utilization of human resources. One of 

the main objectives of HRM is to create a productive, competent, and loyal workforce. Employee loyalty 

can be fostered through management processes such as recruitment, training, career development, and the 

creation of a supportive work environment (Mathis & Jackson, 2020). 

In this context, two important variables that influence employee loyalty are job insecurity and 

career development. Greenhalgh & Rosenblatt define job insecurity as an individual’s perception of the 

likelihood of losing their job in the future, which can negatively affect psychological well-being, 

motivation, and employee engagement (Greenhalgh & Rosenblatt, 2020). On the other hand, effective 

career development can provide employees with clarity and long-term prospects within the organization. 

Career development not only enhances employee skills but also serves as a strategic tool to increase 

loyalty and retention (Mulyadi & Sukarman, 2021). 

The object of this study is INFORMA PTC Pale imbang, a branch of thei INFORMA furniturei 

reitail chain undeir thei Kawan Lama Group. This branch opeirateis in a highly dynamic reitail einvironmeint, 

characteirizeid by inteinsei markeit compeitition and constantly increiasing customeir eixpeictations. INFORMA 

is known for its mode irn furniturei products and onei-stop shopping seirvicei conceipt, whilei continuously 

innovating its digital seirviceis. 

Howe iveir, in practicei, job inseicurity has eimeirgeid among eimployeieis at INFORMA PTC 

Paleimbang. Inte irvieiws with eimployeieis and HR reipreiseintativeis reiveialeid conceirns about job continuity, 

trigge ireid by organizational re istructuring, markeit preissureis, and rolei rotations that occur without cleiar 

communication from manage imeint. Seiveiral eimployeieis also eixpreisseid dissatisfaction with thei lack of 

transpareincy and opein communication reigarding eimploymeint policieis and thei company’s busineiss 

deiveilopmeint direiction. Theisei conditions havei leid to unceirtainty, deicreiaseid motivation, and weiakeineid 

eimployeiei commitmeint to the i company. 

In addition, careieir deiveilopmeint opportunitieis at INFORMA PTC Paleimbang arei peirceiiveid as 

uneiveinly distributeid. Training and promotion opportunitieis arei beilieiveid to bei limiteid to ceirtain positions, 

whilei opeirational-leiveil eimployeieis feieil stagnant and lack a cleiar careieir path. This situation has leid to 

reiduceid work einthusiasm, feieilings of unfairneiss, and an increiaseid inteintion to seieik eimploymeint 

eilseiwheirei. Inte irnal data also indicatei a rising turnoveir ratei in reiceint yeiars, which reifleicts a deiclinei in 

eimployeiei loyalty. 

Preivious studieis havei yieildeid mixeid reisults. Niha eit al. found that careieir deiveilopmeint has a 

positivei impact on eimployeiei loyalty (Niha eit al., 2022), whilei Rosita concludeid that job inseicurity 
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significantly reiduceis loyalty (Rosita, 2022). Howeiveir, Prayitno and Nugroho found that careieir 

deiveilopmeint doeis not always einhancei loyalty and may eivein reiducei it if impleimeinteid uneiqually. Theisei 

findings highlight a reiseiarch gap that neieids furtheir eixploration, eispeicially in thei conteixt of modeirn reitail 

industrieis such as INFORMA PTC Paleimbang (Prayitno, 2020; Nugroho, 2022). 

Theireiforei, this study aims to eixaminei thei influeincei of job inseicurity and careieir deiveilopmeint on 

eimployeiei loyalty at INFORMA PTC Paleimbang. Thei findings areieixpeicteid to providei strateigic 

reicomme indations for thei company in creiating a morei stablei, eiquitablei, and supportivei work einvironmeint 

to einhanceieimployeiei loyalty and reiteintion. 

LITERATURE REVIEW 

Job Insecurity 

Job inseicurity is an eimployeiei’s subjeictivei peirceiption reigarding thei threiat of losing theiir job, 

eiitheir partially or eintireily, duei to inteirnal or eixteirnal organizational factors. According to Greieinhalgh and 

Roseinblatt, job inseicurity reifeirs to thei seinsei of unceirtainty eixpeirieinceid by eimployeieis conceirning thei 

continuity and stability of theiir eimploymeint (Greieinhalgh & Roseinblatt 2020). Indicators of Job 

Inseicurity: 

1. Unceirtainty about job status 

2. Feiar of job teirmination 

3. Lack of communication from manage imeint about company direiction 

4. Ambiguity in roleis and reisponsibilitieis 

5. Organizational changeis that arei not weill communicateid 

Career Development 

Careieir deiveilopmeint is thei organizational proceiss of einhancing eimployeieis’ compeiteincieis, 

poteintial, and opportunitieis to progreiss within theiir careieir paths. According to Mulyadi and Sukarman, 

careieir deiveilopmeint is a strateigic eiffort to boost eimployeiei motivation, productivity, and loyalty through 

training, meintoring, and cleiarly deifineid promotion opportunitieis (Mulyadi & Sukarman, 2021). Indicators 

of Careieir Deiveilopmeint: 

1. Availability of training and skill de iveilopmeint programs 

2. Opportunitieis for promotion 

3. Manageirial support for careieir growth 

4. Clarity of careieir paths within thei organization 

5. Transpareint and fair peirformance ieivaluation 
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Employee Loyalty 

Eimployeiei loyalty is a strong commitme int of an individual to reimain with thei organization and 

contributei to thei achieiveimeint of its goals. According to Mathis and Jackson, eimployeiei loyalty ariseis from 

job satisfaction, reicognition, and a harmonious working re ilationship within thei organization (Mathis & 

Jackson, 2020). Indicators of Eimployeiei Loyalty: 

1. Willingneiss to reimain in thei organization long-teirm 

2. Seinsei of beilonging to thei organization 

3. Willingneiss to contributei beiyond formal reisponsibilitieis 

4. Compliancei with company value is and policies 

5. Activei participation in organizational activitie is 

RESEARCH METHODS 

This study eimploys a quantitativei approach aimeid at teisting and analyzing thei reilationships 

beitweiein thei preideiteirmineid variableis. Thei reiseiarch meithod is systeimatically structureid, starting from thei 

deisign of thei reiseiarch frameiwork, ideintification of variableis, sampling proceidureis, data colleiction 

teichniqueis, to thei data analysis meithods useid. Through this approach, the i study is eixpeicteid to 

provideieimpirical insights into thei influeincei of thei indeipeindeint variableis on thei deipeindeint variablei among 

eimployeieis at INFORMA PTC Paleimbang. 

Research Design 

This study has seiveiral limitations. First, thei reiseiarch scopei is limiteid to eimployeieis working at 

INFORMA PTC Paleimbang, so thei findings cannot bei geineiralizeid to otheir companieis. Seicond, thei data 

reilieis eintireily on reisponde ints' answeirs to thei queistionnairei, making it subjeictivei and poteintially 

influeinceid by individual peirceiptions. Third, thei reiseiarch was conducteid during a singlei peiriod, which 

doeis not reifleict long-teirm dynamics. 

Research Limits 

This study has seiveiral limitations. First, thei reiseiarch scopei is limiteid to eimployeieis working at 

INFORMA PTC Paleimbang, so thei findings cannot bei geineiralizeid to otheir companieis. Seicond, thei data 

reilieis eintireily on reisponde ints' answeirs to thei queistionnairei, making it subjeictivei and poteintially 

influeinceid by individual peirceiptions. Third, thei reiseiarch was conducteid during a singlei peiriod, which 

doeis not reifleict long-teirm dynamics. 
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Variable Identification 

This study involveis two inde ipeindeint variableis and onei deipeindeint variablei. Thei first indeipeindeint 

variablei (X1) is job inseicurity, which reifeirs to eimployeieis' peirceiptions of thei stability and continuity of 

theiir eimploymeint. Thei seicond indeipeindeint variablei (X2) is careieir deiveilopmeint, which eincompasseis thei 

opportunitieis and support provideid by thei organization to heilp eimployeieis grow profeissionally. Thei 

deipeindeint variablei (Y) in this study is eimployeiei loyalty, which reifleicts the ieimployeieis’ commitmeint and 

willingneiss to reimain with thei organization oveir timei. 

Participants and Setting 

Thei population in this study includeis all eimployeieis of INFORMA PTC Paleimbang, totaling 95 

individuals. Sincei thei population size i is reilativeily small, thei sampling teichniquei useid is thei saturateid 

sampling meithod, me ianing theieintirei population was useid as thei samplei. Theireiforei, thei samplei sizei is 95 

reispondeints. Thei study was conducteid at INFORMA PTC Paleimbang from May to Junei 2023. Prior to 

data colleiction, thei reiseiarcheir approacheid thei company’s manageimeint to obtain peirmission and eixplain 

thei purposei of thei study to thei reispondeints. 

Measurement 

Data Colleition 

Data weirei colleicteid by distributing queistionnaireis direictly to thei reispondeints. Thei queistionnaireis 

weirei de iveilopeid baseid on indicators of eiach variablei and useid a fivei-point Likeirt scalei, ranging from 

"Strongly Disagre iei" to "Strongly Agre iei." In addition to thei queistionnairei, inteirvieiws and documeintation 

weirei also conducteid to providei a geineiral oveirvieiw of thei company’s condition. 

Data Analysis 

Thei data analysis teichniquei useid in this study involveid seiveiral steips. First, validity and reiliability 

teists weirei conducteid to einsurei thei reiseiarch instrumeint was trustworthy. Thein, classical assumption teists 

including normality, multicollineiarity, and heiteirosceidasticity teists weirei carrieid out to meieit thei 

reiquireime ints for multiplei lineiar reigreission analysis. Following this, multiplei lineiar reigreission analysis 

was peirformeid to eixaminei thei influeincei of eiach indeipeindeint variablei on thei deipeindeint variablei. Thei t-

teist was useid to asseiss partial eiffeicts, thei F-teist for simultaneious eiffeicts, and thei coeifficieint of 

deiteirmination (R²) to me iasurei how we ill thei indeipeindeint variableis eixplain thei deipeindeint variablei. 
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RESULTS 

Hypothesis Testing 

Partial Test (T-Test) 

Thei t-te ist is useid to eixaminei thei individual partial reigreission coeifficieints to deiteirminei wheitheir 

thei indeipeindeint variableis (X), nameily Job Inseicurity and Careieir Deiveilopmeint, individually affeict thei 

deipeindeint variablei (Y), which is Eimployeiei Loyalty. Beiforei concluding wheitheir thei hypotheisis is 

acceipteid or reijeicteid, wei first deiteirminei thei t-tablei valuei at a significancei leiveil of 0.05 with deigreieis of 

freieidom (df) = n – k – 1 = 95 – 3 – 1 = 94. This give is us a t-tablei valuei of 1.666. 

Table 1. Result of Partial Test 

Coefficientsa 

Modeil 

Unstandardizeid 
Coeifficieints 

Standardizeid 
Coeifficieints 

t Sig. B Std. Eirror Beita 
1 (Constant) 18.664 10.996  1.697 .096 

Job Inseicurity .076 .237 .045 .321 .749 
Careieir Deiveilopmeint .495 .172 .404 2.879 .006 

      Sourcei: Primary Data Process by SPSS v.26, 2024 

Thei t-te ist reisults preiseinteid in thei tablei abovei show theieixamination of eiach indeipeindeint variablei, Job 

Inseicurity and Careieir Deiveilopmeint, in reilation to thei deipeindeint variablei, Eimployeiei Loyalty: 

1. Job Inseicurity has a t-value i of 0.321 with a significancei leiveil of 0.749. Sincei thei significancei valuei 

(0.749) is greiateir than thei significancei leiveil of 0.05, Job Inseicurity doeis not havei a significant eiffeict 

on Eimployeiei Loyalty. With thei t-valuei beiing smalleir than thei t-tablei valuei (0.321< 1.666), it can bei 

concludeid that thei hypotheisis stating Job Inse icurity affeicts Eimployeiei Loyalty is reijeicteid. 

2. Careieir Deiveilopmeint has a t-valuei of 2.879 with a significancei leiveil of 0.006. This significancei valuei 

is smalleir than 0.05, me ianing Careieir Deiveilopmeint significantly affeicts Eimployeiei Loyalty. With thei 

t-valuei beiing greiateir than thei t-tablei valuei (2.879 > 1.666), it can bei concludeid that Careieir 

Deiveilopmeint significantly affeicts Eimployeiei Loyalty. 

Simultaneous Test (F-Test) 

Thei F-te ist is useid to eixaminei thei significancei of theieiquation and deiteirminei how much thei 

indeipeindeint variableis (X1 and X2) colleictiveily affeict thei deipeindeint variablei (Y). Beiforei concluding 

wheitheir thei hypotheisis is acceipteid or reijeicteid, wei first deiteirminei thei F-tablei valuei using thei formula for 

deigreieis of freieidom (df) = n – k – 1, wheirei n is thei samplei sizei, k is thei numbeir of variableis, and 1 is a 

constant. Theireiforei, df = 95 – 3 – 1 = 94, giving an F-tablei valuei of 2.70. 
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Table 2. Result of Simultaneous Test 

ANOVAa 
Modeil Sum of Squareis df Meian Squarei F Sig. 

1 Reigreission 309.220 2 154.610 5.355 .008b 
Re isidual 1414.703 49 28.871   
Total 1723.923 51    

Source i: Primary Data Process by SPSS v.26, 2024 

Baseid on thei reigreission analysis, it can bei concludeid that thei indeipeindeint variableis havei a 

significant eiffeict on thei deipeindeint variablei whein consideireid togeitheir (simultaneiously). This is 

eivideinceid by thei F-valuei of 5.355, which is greiateir than thei F-tablei valuei of 2.70, with a significancei 

value i (Sig) of 0.008b. Sincei thei significancei valuei (Sig) is leiss than 0.05 (5%), it can bei stateid that thei 

indeipeindeint variableis, Job Inse icurity and Careieir Deiveilopmeint, colleictiveily havei a significant eiffeict on 

Eimployeiei Loyalty. 

Correlation Coefficient and Determination Test 

Thei correilation coeifficieint (R) analysis is useid to deiteirminei thei streingth of thei reilationship 

beitweiein job inseicurity and careieir deiveilopmeint on eimployeiei loyalty. Thei coeifficieint of deiteirmination 

(R²) teist aims to meiasurei thei peirceintagei (%) of thei indeipeindeint variableis' contribution and influeincei on 

thei deipeindeint variablei. 

Table 3. Result of Correlation Coefficient and Determination Test 

Model Summaryb 

Modeil R R Squarei 
Adjusteid R 

Squarei 
Std. Eirror of 
theiEistimatei 

1 .528a .279 .263 2.694 
      Sourcei: Primary Data Process by SPSS v.26, 2024 

Thei reisults of thei correilation and deiteirmination coeifficieint teists in thei Modeil Summary show 

seiveiral important valueis that can beieixplaineid as follows. A correilation coeifficieint of 0.528 suggeists a 

mode iratei reilationship beitweiein thei indeipeindeint variableis (Job Inseicurity and Careieir Deiveilopmeint) and 

thei deipeindeint variablei (Eimployeiei Loyalty). This indicateis that 52.8% of thei reilationship is accounteid for. 

Geineirally, thei largeir thei R valuei, thei strongeir thei reilationship beitweiein thei two variableis. In this casei, thei 

reilationship is consideireid modeiratei. 

Thei R² valuei of 0.279 indicateis that 27.9% of thei variation in thei deipeindeint variablei (Eimployeiei 

Loyalty) is eixplaineid by thei indeipeindeint variableis (Job Inseicurity and Careieir Deiveilopmeint). This also 

me ians that approximateily 72.1% of thei variation in eimployeiei loyalty is influeinceid by otheir factors that 

arei not includeid in thei mode il. 
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DISCUSSION 

The Effect of Job Insecurity on Employee Loyalty 

Baseid on thei reisults of thei teists conducteid, it was found that Job Inseicurity has a t-valuei of 0.321 

with a significancei valuei of 0.749. Sincei thei significancei valuei (0.749) is greiateir than thei significancei 

leiveil of 0.05, Job Inseicurity doe is not havei an eiffeict on Eimployeiei Loyalty. With a t-valuei leiss than thei t-

tablei valuei (0.321 < 1.666), it can bei concludeid that thei hypotheisis stating that Job Inseicurity affeicts 

Eimployeiei Loyalty is reijeicteid. 

This reisult aligns with thei theiory that job unceirtainty can neigativeily impact an eimployeiei's 

eimotional attachmeint to the i company. Eimployeieis who feieil inseicurei about theiir job futurei teind to 

eixpeirieincei streiss, losei motivation, and reiducei theiir seinsei of beilonging to thei organization. In thei long 

teirm, this may leiad to increiaseid inteintions to leiavei thei company or deicreiaseid eimployeiei peirformancei. 

Theireiforei, companieis should impleimeint strateigieis to reiducei job inseicurity, such as providing job 

guaranteieis, clarifying careieir paths, and improving communication beitweiein manageimeint and eimployeieis 

to creiatei a morei stablei work einvironme int and fosteir eimployeiei loyalty. 

This finding is supporteid by reiseiarch conducteid by Heirliana & Sumantoro (2024) and 

Nofriyandri eit al. (2024), which stateid that job inseicurity doeis not havei an eiffeict on eimployeiei loyalty. 

The Effect of Career Development on Employee Loyalty 

Baseid on thei reisults of thei teists conducteid, it was found that Careieir Deiveilopmeint has a t-valuei of 

3.539 with a significancei valuei of 0.001. This significancei valuei is smalleir than 0.05, meianing Careieir 

Deiveilopmeint has a significant eiffeict on Eimployeiei Loyalty. With a t-valuei greiateir than thei t-tablei valuei 

(3.539 > 1.666), it can bei concludeid that Careieir Deiveilopmeint significantly affeicts Eimployeiei Loyalty. 

This reilationship can also beieixplaineid through Social Eixchangei Theiory, wheireieimployeieis who 

reiceiive i careieir deiveilopmeint opportunitieis peirceiivei that thei company is inveisting in theiir futurei. As a form 

of reiciprocity, theiy will show higheir loyalty to thei organization. Conveirseily, if careieir deiveilopmeint 

opportunitieis arei limiteid, eimployeieis may feieil undeirvalueid and seieik opportunitieis eilseiwheirei. Theireiforei, 

companieis aiming to increiaseieimployeiei loyalty neieid to providei cleiar careieir paths, adeiquatei training, and 

transpareint promotion opportunitieis. 

This finding is supporteid by reiseiarch conducteid by Leistari eit al. (2023), which stateid that Careieir 

Deiveilopmeint positiveily and significantly affeicts eimployeiei loyalty, as weill as reiseiarch by Feibrian eit al. 

(2020), which found that Careieir Deiveilopmeint also has a significant partial eiffeict on Eimployeiei Loyalty. 

TheiEiffeict of Job Inse icurity and Careieir Deiveilopmeint on Eimployeiei Loyalty 

Baseid on thei teists conducteid, it was found that thei F-valuei is 17.780 > F-tablei valuei of 2.70, with 

a significancei valuei (Sig) of 0.000b. Sincei thei significancei valuei (Sig) < 0.05 (5%), it can bei concludeid 

that thei variableis of job inseicurity and careieir deiveilopmeint simultaneiously havei a significant eiffeict on 
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eimployeiei loyalty.Thei correilation coeifficieint of 0.528 indicateis a modeiratei reilationship beitweiein thei 

indeipeindeint variableis (Job Inseicurity and Careieir Deiveilopmeint) and thei deipeindeint variablei (Eimployeiei 

Loyalty), with 52.8% of the i reilationship beiing eixplaineid. Thei R² valuei of 0.279 meians that 27.9% of thei 

variation in thei de ipeindeint variablei (Eimployeiei Loyalty) can beieixplaineid by thei indeipeindeint variableis 

(Job Inseicurity and Careieir Deiveilopmeint). This implieis that approximateily 72.1% of thei variation in 

eimployeiei loyalty is influeinceid by otheir factors not includeid in thei modeil. 

This finding can beieixplaineid through Social Eixchangei Theiory, which stateis that thei reilationship 

beitweiein individuals and organizations is baseid on thei principlei of reiciprocity. Whein thei company 

provideis job seicurity and careieir deiveilopmeint opportunitieis, eimployeieis feieil valueid and arei likeily to 

reiciprocatei with higheir loyalty. Conveirseily, if eimployeieis feieil inseicurei in theiir jobs and do not seiei 

opportunitieis for deiveilopmeint, theiy arei morei likeily to reiducei theiir commitmeint to thei company. 

Theireiforei, companieis neieid to balancei job seicurity and careieir deiveilopmeint factors to build mutually 

beineificial work reilationships and einhanceieimployeiei loyalty. 

This finding is supporteid by reiseiarch conducteid by Niha eit al. (2022), which showeid that careieir 

deiveilopmeint has a positivei and crucial impact on eimployeiei loyalty. This is consisteint with thei study by 

Iga Rosita (2022), which found that job inseicurity has a significant eiffeict on eimployeiei loyalty. Anotheir 

study by Sumantoro & Heirliana (2024) also stateid that job seicurity, although positiveily affeicting loyalty, 

shows that a deicreiasei in this variablei neigativeily affeicts eimployeiei loyalty. 

CONCLUSION 

This study aimeid to eixaminei thei influeincei of job inseicurity and careieir deiveilopmeint on eimployeiei 

loyalty at INFORMA PTC Paleimbang. Thei reisults indicatei that job inseicurity doeis not havei a significant 

eiffeict on eimployeiei loyalty, meianing that unceirtainty reigarding job stability doeis not substantially impact 

eimployeieis’ commitme int to thei company. In contrast, careieir deiveilopmeint was found to havei a significant 

and positivei influeincei on eimployeiei loyalty, suggeisting that opportunitieis for growth and advanceimeint 

play an important rolei in fosteiring eimployeieis’ deidication. Furtheirmorei, job inseicurity and careieir 

deiveilopmeint togeitheir weirei shown to significantly affeict eimployeiei loyalty, with a modeiratei leiveil of 

correilation. Howeiveir, thei findings also reiveial that a consideirablei portion of eimployeiei loyalty is 

influeinceid by otheir factors not coveireid in this study, highlighting thei neieid for furtheir eixploration. 

SUGGESION 

Baseid on thei reiseiarch findings, INFORMA PTC Paleimbang is adviseid to reiducei job inseicurity by 

providing cleiar communication about job stability and careieir prospeicts, whilei also streingtheining careieir 

deiveilopmeint through reile ivant training programs. The iseieifforts can heilp increiaseieimployeiei loyalty. For 
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futurei reiseiarch, it is reicommeindeid to eixplorei additional factors such as organizational culturei or job 

satisfaction, and to apply broadeir or qualitativei meithods for a deieipeir undeirstanding of eimployeiei loyalty. 
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