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Abstract

The employee engagement will decrease when therenteration to quit , moreover this intention to quit
reinforced by job insecurity . This study aims to anatiieeeffect of intention to quit job insecurity engagement
its impact on performance the banking industry of Bandegcriptive and verificative method, used in this
study, a total of 317 questionnaires distributed to a frontimeployees of commercial banks. which were
sampled using the stratified random sampling technigue. Buét shows the intention to quit job insecurity
high, while the engagement is low, but the performaligbtly higher. intention to quit siginfikan toward
engagement to 91,34%, job insecurity effect equal to 69,64%ect @iffect of intention to quit of 45.86%,
while job insecurity has a direct effect of 31.94%, so jidecurity is not a moderating variable of intention to
quit in influencing engagement. While engagement gives etfgerformance equal to 45,86%.

© 2018 Published by IJRP.ORG. Selection and/or peer-reviderursponsibility of International
Journal of Research Publications (IJRP.ORG)

Keywords: employee; engagement; intention to quit; job insecypityformance


http://ijrp.org/

2 First Author namé International Journal of Research Publications RJBRG)

. INTRODUCTION

Having high-performing employees is the hope of allanizations including the Bank, because high
performing employees are one of the factors to actoeganizational goals. Many factors influence how an
employee's performance increases or decreases, suchm@&nsation, work environment, motivation,
competence, leadership, commitment, job satisfactigan@ational support and so on. Some researchers, such
as: Markos et al. (2010), Mani (2011); Sundaray (2011), Field andnBaite (2011), Wegner (2011), and
Bhatla (2011) further highlight the factor of engagement, iichivthis engagement factor gives a significant
influence on performance. According to them when thé&wass a high level of engagement will enable them
to have a high level of performance as well. This isabse employees who engagement will work with
discretionary efforts in an effort to assist the orgatidin in achieving its goals.

Engaged employees tend to want to be in the organizatioa fong time and emotionally tied to their
organization and will become more passionate about traik {Balakrishnan, 2013). It is said by Gallup
(2005), that employee engagement is employee who are dediaatimgjrtrole, will stay in the organization
for a long time, more productive, give better customericerand in turn create greater profit .... Increased
employee engagement will lead them to higher performasogo Crim and Seijts (2006) research results, that
engagement is a person who is entirely involved in, aridusiatstic about his or her work. Engaged employees
care about the future of the company and are willingtest the discretionary effort so that the organimatio
is successful.

Some researchers make definitions of employee engagenetading the Gallup organization (2005); Crim
and Seijts (2006); Lockwood (2007) and Robin (2012), said the employebsed felt that they felt involved
with their work. Employees who are involved with their wanil always participate and be responsible for
completing the job from start to finish optimally. Thegyagement of employees with their work can encourage
their satisfaction with their work so that they showhesiasm and will give extra effort to their work.

Meanwhile Robinson et al. (2004) defines employee engagem&npasitive attitude held by the employee
towards the organization and its value. An engaged emplsyeeairre of the business context, and works with
colleagues to improve performance within the job forkibeefit of the organization. The organization must
work to develop and nurture engagement, which requires a twa-elatyonship between employers and
employee ". Correspondingly, Markos and Sridevi (2010) definegemgent is affected by many factors which
involve both emotional and rational factors relating twknvand the overall work experience. While Wegner
(2011) defines that Engaged employees believe they play amahpart of their organization, achieving its
mission and also feel as though their values are aligitedive organizational mission.

There are different definitions of Robinson, Perrin's Wehner with the definitions put forward by Galup,
Crim, Lockwood and Robin. Galup, Crim, Lockwood and Robin eniph@&mployee engagement on the job
aspect, while Robinson, Perrin's and Wegner put more emspirasrganizational aspects. Nevertheless from
both groups this researcher can be connected that em@tgebment to aspect of their work in order to
achieve organizational goals that have been determined.

Having a fully engagement employee is very profitabléfercompany, like a bank. Because such employees
will work with high enthusiasm and care about the futofeheir organization so that they work more
productively and provide the best for the organizatiomddition they will stay with the organization foiloag

time so that the company can avoid high turnover.

Turnover is the level of employee turnover in an orgation where an outgoing employee should be replaced
by a new employee immediately, but this process is caathtime-consuming that can disrupt organizational
effectiveness (Mathis and Jackson, 2009). High turnover ratesiveegative effect on an organization, because
it can lead to loss of productivity, profitability, gmrate knowledge, and skills and competence (Butali; 2013).
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This means that the company loses the performante @fiployees, or there is a decrease in the performance
of its employees, whereas high employee performance hagsiive impact on the achievement of
organizational goals (company), because it reflects thauptivity of the organization that reflects the ability

of employees to achieve the goals as planned (Nusair, 2013).

Employee turnover is a manifestation of intention to quiakibul, et al., 2011). The intention to quit either
really quit or move to work is a big problem for the pamy because when the employee mind is not in the
organization the concentration and motivation will bé éwsl this will decrease the productivity and efficiency
of the organization. Some argue that intention to quit isrsymous with turnover intention, as suggested in
Balogun, et al (2013) research which implies that intentionqud or turnover intention can used
interchangeably implying the intention or willingnessaofemployee to quit his job or to leave his job in the
near future or immediately after employment. This desiledetrease if employees have a high engagement.
This is relevant to the findings of some researckach as Rusyandi (2016), Plooy and Gert Roodt (2010),
Mangi, et al (2013), Schalkwyk, et al. (2010), Rothmann, et al (2008),.amge, (2008). Their results show
that employees who have a high level of engagement aelyatiffect the intention to quit employees.

Another case with Hussain, et al (2013), they found otherWig said that precisely the intention to quit affect
the engagement. Based on the results of their resedddhaiapeople or employees who want to get out of the
company where he works tend to have a low engagememte Studies also find that intention to quit is
influenced by safe working conditions, when working condgiare secure, employees will feel at home in the
workplace, otherwise if working conditions are unseduhey will try to find another workplace that is safe ,
such as the results of Presti and Nonnis (2012), Schalkwyk, (@0&0). This means that job inseruty is the
determining factor of engagement.

The performance of a bank as a service company carepefiom the quality of services provided to its
customers, if the customer is satisfied, the qualitgnfise can be considered good. To maintain the quality of
the bank's service, MRI (Marketing Research Indonesia) arabsistitute that concentrates on the quality of
banking services has conducted a survey in four cities,Ipakakarta, Bandung, Pekanbaru and Banjarmasin,
found that in the industry the quality of excellent serviagefsed. The main cause of this decline lies in the
aspects of frontliner services, such as security ufiiteo§ (satpam), customer service and teller. Secugity i
viewed as over service, which makes customers feel uoctabfe. While customer service and teller is
considered not have the skills that can follow the ad@raknt of customer expectations are increasing (http: //
www. Infobanknews.com/2010/04). In addition, customer compaabbut the bad frontliner waiter often
sounds good in print or online media. The decline in see#cellence is shown by the service to customers
who are not wholehearted and soul, they only seretijassactional with smile and friendliness imposed.
Awaldi (2014) mentions that the decline in service is dukdédow employee engagement index.

The low index of employee engagement in Bandung City canrhertrated by their lack of enthusiasm for
employment and service to customers. Some of themfegeannoyed when many customers queue. On the
other hand they are often cut in salaries due to negligamt@accuracy, another thing is that often they are
reprimanded by their supervisors as a result of a disargtween the employee and what the supervisor is
supposed to do, in addition to the high absence rate.

There is an indication that the low index of engagensedii¢ to the urge or desire to move or quit their current
job (intention to quit). This has been studied by Hussain ¢2@13) and Juhdi, et al. (2013). Nearly 90% of
frontliner employees in Bandung say they will movevwk if they get a better income offer or job position.
The indication that employee engagement levels are affdmteintention to quit will be stronger when
employees feel job insecurity for their jobs, where thaieer path as frontliners is so short, that only during
their lifetime has not reached 35 years.
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According to the background of the research above shwsnost researchers do research on the influence of
engagement and job insecurity on intention to quit, bukafréned further then it would be more likely if
employees who want to get out of the company becauseottkds not safe then they will work halfheartedly,
will not feel attached to the job, this may allowrthao engagement.

Based on the above problems, this study aims to seefthenice of intention to quit influence on employee
engagement and its impact on employee performance. Anthloge effects after which are moderated by job
insecurity. So that the organization can anticipaténtipact of intention to quit and job insequrity to employee
engagement and employee performance.

1. LITERATURE REVIEW

Intention To Quit

Intention to quit can be defined as the embryo to actgaitycertain jobs (Rusyandi, 2016). In line with that
Makhbul, et al (2011) explained that the intention to quitrigaifestation of the actual turnover. Some argue
that intention to quit is synonymous with turnover itim as suggested in Balogun, et al (2013) research
which implies that intention to quit or turnover intenticem Used interchangeably implying the intention or
willingness of an employee to quit his job or to lehiggob in the near future or immediately after emplayme

Intention to quit can arise from personal reasons (indiviYlialeven from the company's own reasons.
Individual reasons are based on employee observation andeaqgegramong others, are: because they are no
longer able to work; Family reasons; Or even bordekofg an employee. From the reason of the company or
organization according to Windya (2013), there are at legshanain reasons, namely: 1) work under pressure;
2) Get a better job offer; 3) The working atmosphere isontucive; 4) Does not promise the future; 5) Does
not animate the work; 6) Stress; And 7) There are ndectugds in working.

Based on the above (Rusyandi, 2016) defines intention tosphieantention of the employee to quit his or her
job either completely quit or move to another company im#ag future caused by individual or organizadion
factors.

Job insecurity

Job insecurity is defined by researchers in different whys in essence job insecurity is a "subjective"

perception experienced by employees directly, therefore wadcimity is defined as a concern about the
sustainability of their work. Some researchers alsattdob insecurity as an "objective" phenomenon
experienced by all individuals, such as high unemploymeéed, ratreamlining organizations and the secondary
labor market. Nevertheless all of these definitiaasiIto employee concerns about the sustainability of the

work (Adenugba, et al., 2012; Peene, 2009; Bosman and Rothmanj, 2005

Based on the above and previous research, Rusyandi (201&)sdelninsecurity as a feeling based on a
subjective perspective as well as an objective perspeamiiveerning the threat of loss of current employment,
and powerlessness in maintaining the job..

Employee Engagement

Some researchers make definitions of employee engagaenwuading the Gallup organization (2005); Crim
and Seijts (2006); Lockwood (2007) and Robin (2012), namely that engagadyees feel that they feel
involved with their work. Employees who are involved wittieir work will always participate and be
responsible for completing the job from start to finigptimally. The engagement of employees with their work
can encourage their satisfaction with their work so theyt show enthusiasm and will give extra effort to their
work..
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Meanwhile Robinson et al. (2004) defines employee engagemémpasitive attitude held by the employee
towards the organization and its value. An engaged emplsyeeaire of the business context, and works with
colleagues to improve performance within the job forlibeefit of the organization. The organization must
work to develop and nurture engagement, which requires a twaelatyonship between employers and
employee ". Correspondingly, Markos and Sridevi (2010) define enganes affected by many factors which
involve both emotional and rational factors relating twkvand the overall work experience. While Wegner
(2011) defines that Engaged employees believe they play an iagraf their organization achieving their
mission and also feel as though their values are aligitedhve organizational mission.

There are different definitions of Robinson, Perrin's andigewith the definitions expressed by Galup, Crim,

Lockwood and Robin. Galup, Crim, Lockwood and Robin empkasiaployee engagement on the job aspect,
while Robinson, Perrin's and Wegner put more emphasisgamiaational aspects. However, both groups of
researchers have a relationship, namely employee engaigefrespects of their work in order to achieve

organizational goals that have been established.

Based on that definition and previous research Rusyandi (20fis¢siemployee engagement as a positive
attitude that employees possess of their work, reflectduein énthusiasm, satisfaction and full engagement
with their work, they feel as an integral part of the orgaion in achieving its mission, Work harder with
colleagues and provide discretionary efforts (beyond the stds)da helping achieve organizational goals.

Employee Performance

Several definitions related to employee performance haee put forward by researchers. Mathis & Jackson
(2009), for example, defines performance is associated withtityuaf output, quality of output, timeliness of
output, presence / attendance on the job, efficiency ofnmink completed [and] effectiveness of work
completed. Tinofirei (2011) defines employee performance asitahe timely, effective and efficient
completion of mutually agreed tasks by the employee, asusdty the employer. Tekeli and Didem (2011)
define performance as workers have done work in accoreaticeertain conditions or patterns of employment
behavior. Atilla (2012), Schmidt and Hunter, define work pentonce as the most important dependent variable
in industrial-organizational psychology. In Kazan and Gu(204.3), performance is defined as the outcome
as well as quantitative and qualitative measuremenéffarts to achieve goals. Kazan and Gumus (2013)
themselves define that in general, performance isthet bf affordability for defined business purposes.

Based on the above and previous research, Rusyandi (2016sdefitploye performance, as the level of
achievement of an employee's work both in quantity anditguaf his efforts and ability in managing the
resources provided to achieve the objectives.

I1l. RESEARCH METHODS

This study uses descriptive and verifikatif method becdasms to explore and analyze the variables intention
to quit, job insecurity, employee engagement, and employderpance. Intention to quit is a predictor
variable (independent), while job insecurity is a varabedlenator that can strengthen or weaken predictor
variable, whereas, employee engagement is intermediaiable between predictor variable with dependent
variable, that is employee performance in a number obmatcommercial banks The city of Bandung, both
state-owned banks and private banks.

Referring to the research objectives, namely to seinfhence of intention to quit influence on employee
engagement moderated by job insecurity and its impact on peepterformance, this research will describe
the condition of intention to quit, employee engagemehtirisecurity and performance of frontliner employees
at commercial banks There in Bandung. Further vetibo of the relationship and influence on research
variables. To map the problem then made the reseandel as follows::
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Intention Employee Employee
To Quit Engagement Performance
Job
Insecurity
figure 1

Research Framework

The subjects of this study are frontliner employees (te#led customer service) at 25 banks spread in Bandung,
working in branch offices (KC) and Branch Office (KCP) in BamgiuT he total number of frontliner employees

is 1448 people. For data collection, Slovin sampling tephenis used, with degree of 95% confidence, the
minimum sample is n = 1448 / (1 + 1448 (5%) 2) or n = 313,42. Thesninimum sample required in this
study is 314 frontliner employees

The collected data then analyzed by using statisticelad PLS (Partial least square), that is; "SmartPLS"
version 2.0. The use of the PLS analysis tool seléstbased on: PLS does not require large samples and data
should not have a normal distribution; PLS able tofaashative and reflective model with measurement of
likert scale indicator used in this research; PLS ismpoedictive-oriented than model confirmation; And most
importantly PLS is considered powerful because it doesasat bn assumptions. Another reason to use PLS in
the PLS is able to overcome the problem of missadgevand multicollinearity

IV. RESULTSAND DISCUSSION
Descriptive

After all the data meet the requirements of SmartRis flarther categorization of score scores
obtained from each indicator as shown in the followintgtab

Tale 1 Value Score Category

317 570,6 Very low
570,7 824,2 Low
824,3 1077,8 Medium

1077,9 1331,4 High

13315 1585 Very high

Categorization is based on the lowest score, that inuhwber of respondents as many as 317 respondents,
while the highest value, is the number of respondentsptiedtiby the highest score value of 317 x 5 = 1585.

1) Condition of Intention To Quit

Recapitulation of the frequency distribution of the resperaf respondents to the items of the Intention To
Quit variable statement is as in table 2..
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Tale 2. Response Score On Variable Intention To QuiplEyee Frontliner
Commercial Bank in Bandung

Respondents' Response
No Item SS(5) S(4) KS(3) TS(2) STS(1) N  Skor
f % f % f % F % f %

1 iteml 56 17,67 155 48,90 58 18,30 43 1356 5 1,58 317 1165
2 item?2 23 7,26 222 70,03 44 1388 25 789 3 0,95 317 1188
3 item3 54 17,03 167 52,68 35 11,04 48 15,14 13 4,10 317 1152
4 item4 0 000 96 30,28 45 14,20 75 23,66 101 31,86 317 1132
5 item5 58 18,30 184 58,04 46 1451 29 9,15 O 0,00 317 1222
6 item6 65 20,50 135 42,59 86 27,13 31 9,78 O 0,00 317 1185
7 item?7 16 505 71 22,40 105 33,12 110 34,70 15 4,73 317 988
8 item8 75 23,66 138 43,53 66 20,82 31 9,78 7 2,21 317 1194
9 item9 67 21,14 156 49,21 71 22,40 21 6,62 2 0,63 317 1216
10 item10 56 17,67 148 46,69 93 29,34 20 6,31 O 0,00 317 1191
Score of intention to quit variable 11633

Average score of intention to quit variable 1163

The average score of each item of intention to quitreteis 1163, where the average score is included in the
High category. This is because many frontline emplogéeSommercial Banks in Bandung City have the
intention to leave the bank where they work now. Myeret al. (2014) concluded that there are many reasons
why people voluntarily quit one organization and move to amofdf the various reasons that can be identified,
the most dominant reason that encourages employeep tis stork stress

In addition to work stress, other factors are age, genderrgteeducation qualifications, and marital status. The
age effect on employee intention to quit is the factehgiloyee needs tend to vary by age. For older employees
may intend to leave the organization by taking eatlygrment. On the other hand, older employees who do not
intend to retire early may hold on to the organizatiorfear of struggling to find another job

2) Condition of Job Insecurity

Recapitulation of the frequency distribution of the respe$eespondents to the items of the variable of Job
insecurity is presented in table 3.

Tale 3. Response Score On Variable Job Insecurity Employedlifem
Commercial Bank in Bandung

Respondents' Response
No  Item SsS(5) S(4) KS(3) TS() STS(1) N  Skor
f % f % f % F % f %
item 1 92 29,02 120 37,85 67 21,14 32 10,09 6 1,89 317 1211
item 2 117 36,91 119 3754 55 17,35 26 8,20 0 0,00 317 1278
item 3 88 27,76 82 2587 81 2555 61 19,24 5 1,58 317 1138
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4 item 4 69 21,77 132 4164 79 2492 32 10,09 5 1,58 317 1179
5 item 5 103 32,49 112 3533 43 1356 54 17,03 5 1,58 317 1205
6 item 6 43 1356 147 46,37 92 29,02 32 10,09 3 0,95 317 1146
7 item 7 39 12,30 132 41,64 115 36,28 30 9,46 1 0,32 317 1129
Score of job insecurity 8286

Average Score of job insecurity 1184

Based on the score of the responses then the averagdl aeore of each item statement of job insecusity i
equal to 1183.29. The average score is included in the Higbargt This means that frontliner employees of
Commercial Bank in Bandung feel that the position as fr@rtemployee has high level of job insecurity.

The height of job insecurity felt by frontliner employegisCommercial Banks in Bandung is reasonable
because the working status of frontliner employees of Gentiadl Banks in Bandung generally are contracts
or workers with Specific Time Working Agreement (PKWTHig factor is causing insecurity of frontliner
employees of Commercial Bank in Bandung high. Workers witltract status have no guarantee of being able
to work continuously in the organization, because whendhtact is completed then the worker's relationship
is finished with the organization and vice versa. Althotigere is a possibility of the contract period is edéeh

but it was only 1 or 2 times the extension. The contedctatus of these frontliner employees triggers job
insecurity, a sense of concern for the sustainabilittheir work with the bank in which they work. This is
confirmed by the results of Maslach's research, ¢2@01) and Banu, et al (2012).

3) Condition of Employee Engagement

Ecapitulation of the frequency distribution of the respsméeespondents to the items of employee engagemen
variable statement is presented as in table 4.

Table 4. Response Score On Engagement VariablesiReorEmployee
Commercial Bank in Bandung

Respondents' Response

No Item (85? (2) |(<3)S 2—2? S(I)S N Skor
f % f % f % F % f %
1 iteml 12 3,79 42 13,25 51 16,09 107 33,75 105 33,12 317 700
2 item2 46 1451 159 50,16 38 11,99 21 6,62 53 16,72 317 827
3 item3 0 0,00 50 15,77 58 18,30 114 3596 95 29,97 317 697
4 item4 50 15,77 122 38,49 63 19,87 35 11,04 47 14,83 317 858
5 item5 16 505 53 16,72 50 15,77 81 2555 117 36,91 317 721
6 item6 56 17,67 113 3565 63 19,87 39 12,30 46 14,51 317 857
7 item7 16 505 41 12,93 42 13,25 102 32,18 116 36,59 317 690
8 item8 14 4,42 42 13,25 46 14,51 108 34,07 107 33,75 317 699
9 item9 12 3,79 33 1041 31 9,78 117 36,91 124 39,12 317 643

Score ofEmployeeEngagement 6692

Average score dEmployeeEngagement 743,56
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The table above shows the low indicators in each okttigmensions indicates that frontliner employees of
Commercial Banks in Bandung City have not been engag#teiowork. This is evidenced by frontliner
employees who show less enthusiasm, less job satisfatdss full engagement with work, show less hard
work and work together and lack the willingness to prodideretionary efforts.

Employee engagement should have high enthusiasm, because/essplvho are engaged to their jobs are
employees who are fully engaged and enthusiastic about iy tlrey care about the future of the company
and are willing to give discretionary efforts to the ssscof their organization (Gallup, 2005; Crim and Seijts,
2006), Engaged and satisfied with his work so as to demonstsaémthiusiastic attitude towards his work
(Robin, 2012), work harder, work more than the standards and expestsei (Robin, 2012)

On the other hand engaged employees exert their will afity abihelp the company's success, especially by
providing continuous discretionary efforts (Markos and Sridevi, 20b6¢ause the integral part of the

organization achieves its mission and also feels teeif values are in harmony with Mission organization
(Wegner, 2011).

4) Condition of Employee Performance

Recapitulation of the frequency distribution of the resgsnof respondents to the items of employee
performance variable statement (employee performancedssmted in table.5

Tabel5. Response Score On Employee Performance VariablesiReontl
Commercial Bank in Bandung

Respondents' Response
No Item SS (5) S KS@3) TS(2) STS(1) N Skor
f % f % f % F % f %

1 iteml 15 4,73 44 13,838 69 21,77 113 3565 76 23,97 317 760
2 item2 12 3,79 38 11,99 76 23,97 113 3565 78 24,61 317 744
3 item3 57 17,98 143 4511 74 2334 25 7,89 18 568 317 1147
4 item4 52 16,40 159 50,16 55 17,35 36 11,36 15 4,73 317 754
5 item5 55 17,35 141 44,48 74 2334 30 9,46 17 536 317 1138
6 item6 41 12,93 149 47,00 48 1514 54 17,03 25 7,89 317 1078
7 item?7 8 252 37 11,67 70 22,08 129 40,69 73 23,03 317 729
8 item8 55 17,35 167 52,68 48 1514 31 9,78 16 5,05 317 737
9 item9 37 11,67 170 53,63 69 21,77 28 8,83 13 4,10 317 761

10 item 10 67 21,14 144 4543 64 20,19 26 8,20 16 5,05 317 731

11 item11 56 17,67 134 42,27 58 18,30 42 13,25 27 8,52 317 801

12 item12 51 16,09 135 42,59 74 23,34 34 10,73 23 7,26 317 794
Score of Employee Performance 10174

Average Score of Employee Performance 847,8

Based on the above score scores on average the sfaash item of employee performance statement
amounted to 847.8. The average score is included in theratedeategory. This means that frontliner
employees of Commercial Banks in Bandung City have a slightigd performance, although in a large number
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of indicators still show poor performance.

Referring to the opinions of Mathis & Jackson (2009), Tindfigd11l) and Tekeli and Didem (2011),
performance relates to employees who have performediwadcordance with certain conditions or patterns
of labor behavior and produce output both in quantity andtguBlinctuality of work completion, attendance
/ absenteeism at work, efficiency and effectivenassompleting work. This means that a work done by the
employee must produce some predetermined output with certdity thet has been applied also. In producing
these outputs need to be paid attention to the effectivandssfficiency.

Verificative
To determine the effect of each variable, the firstghdone in this analysis is to test the Structural
Model (Inner Model). Inner model describes the relationship dextwatent variables based on substantive

theory
e - O

figure 2
Structural Model

The sktructural model shows the R-square variable engdgiBl®G) has R-Square of 0.298 and employee
performance (PER) has R-Square of 0.425. The results bbttstrapping process can be seen in table 6.

Tabel6. Total Effects (Mean, STDEV, T-Values) Variabel Modéras

Original Sample T Statistics T-Tabel

(®)] (|O/STERR)) (0= 5%)
ENG -> PER 0,4586 6,2007 1,96
ITQ ->ENG -0,9134 2,7771 1,96
ITQ ->PER -0,6841 4,1811 1,96
ITQ * JIS->ENG 0,8869 1,4025 1,96
JIS-> ENG -0,6964 1,6600 1,96
JIS->PER -0,3194 1,4723 1,96

The test result shows that the original sample valu&N@-& PER is 0.4586, and the t-statistics value
is 6,2007 bigger than t-table value, that is 1,96. This shiosisengagement effect on employee performance
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significantly equal to 45,86% with confidence level equ&5%a

The value of original sample ITQ-> ENG is -09134 and tstatistics value of 2.7771 is greater than the t-table
value, indicating that the intentiton to quit negativelyet$ the engagement significantly by 91.34%, with a
confidence level of 95%. Furthermore, the original value ofpdatT Q-> PER is -0.6841 and the value of t-
statistics ITQ-> PER is 4.1811 bigger than t-table valuécatidg that intentiton to quit have negative effect
toward performance significantly equal to 68,41 %, Widoifidence level of 95%

Meanwhile t-statistic value of intention to quit intefestand job insecurity to engagement (ITQ * JIS-> ENG)
is 1.4025 smaller than t-table (1,96). Besides, the sttatialue of the direct influence of intention to quit o
engagement (ITQ-> ENG) is 2.7771 greater than indirect efféQ * JIS -> ENG). The work insecurity
variable is said to be moderate if the coefficialtie of indirect effect is greater than the direct effeefficient
(Ghozali, 2006). Therefore, the test results show thatetationship of work insecurity in moderating the
relationship of intention to quit to engagement is mgtifcant. This means that the influence of intention to
quit does not increase toward engagement after moderatjob ofsecurity. However, job insecurity gives
effect of 69,64% toward employee engagement.

Based on the above test results then found a new modeatrch, as illustrated in the following figure:

Intention
To Quit
Employee Employee
Engagement Performance
Job
Insecurity
figure 3
New Model

V. CONCLUSION

Based on the results, it can be concluded that frontliimetayees in Bandung City have a high intention to
quit, their work as frontliner employees have a highllef@b insecurity as well. This can be the reason why
frontliner employees of Commercial Banks in Bandung Cityehast been tied to their jobs, they still have a
low level of engagement, but the frontline employees of CawiaieBanks in Bandung have a good
performance, although in a large number of indicatdisisbw the performance that has not good.

It is verified that intention to quit gives a big influenoeehgagement that is equal to 91,34% and job insecurity
have effect equal to 69,64%. Similarly, performance interttioquit has a direct effect of 45.86% and job
insecurity of 31.94. However, job insecurity does not modenéention to quit in influencing engagement.
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