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REMARKS 

The reader is reminded of the following: 

The references, as well as the editorial style as prescribed by the Publication 

Manual (4" edition) of the American Psychological Association (APA). were 

followed in this mini-dissertation. This practice is in line with the policy of the 

Industrial Psychology Programme of the North-West University. 

This minidissertation is submitted in the form of a research article 
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SUMMARY 

Title: Job insecurity, job satisfaction and work lows of control of employees - 
In a govemment organisation. 

Kev words: Job insecurity, job satisfaction, work locus of control, 

government organisation 

Tremendous pressure is placed on organisations to improve their 

performance and to become increasingly competitive. In order to survive in a 

highly competitive economy, organisations are undergoing major re- 

structuring and can no longer guarantee employees with life time 

employment, leading to job insecurity. 

The primary objectives of this research were to investigate the relationship 

between job insecurity and job satisfaction of employees (N = 298) in a 

govemment organisation, as well as to determine whether work locus of 

control mediates the relationship between job insecurity and job satisfaction. 

A cross-sectional survey design was used. Constructs were measured by 

means of the Job Insecurity Survey (JIS), the Minnesota Satisfaction 

Questionnaire (MSQ), the Work Locus of Control Scale (WLCS) and a 

biographical questionnaire. Results indicated that a practically significant 

relationship exists between job insecurity and job satisfaction. It was further 

found that external locus of control is associated with high levels of job 

insecurity and lower levels of job satisfaction. Regression analyses confirmed 

the partially mediating effed of work locus of control on the relationship 

between cognitive job insecurity and job satisfaction. Conclusions and 

recommendations were made. 



OPSOMMING 

Titel: Werksonsekerheid, werkstevredenheid en werk-lokus van beheer van - 
werknemers in 'n staatsorganisasie. 

Sleutelwoorde: Werksonsekerheid, werkstevredenheid, werk-lokus van 

beheer, staatsorganisasie 

Geweldige druk word op organisasies geplaas om hul prestasie te verbeter en 

meer kompeterend te wees. Ten einde te oorleef in 'n kompeterende ekonomie 

ondergaan organisasies grootskaalse herstrukturering en kan nie meer langer vir 

werknemers lewenslange indiensname waarborg nie, wat aanleiding gee tot 

werksonsekerheid. 

Die primQre doelwit met hierdie studie was om die verhouding tussen 

werksonsekerheid en werkstevredenheid van werknemers (N = 298) binne 'n 

staatsinstansie te ondersoek. Daar is verder ook gepoog om te bepaal of lokus 

van beheer 'n medierende invloed op hierdie verhouding het. Tydens die studie 

is daar gebruik gemaak van 'n Dwarssneeopname-ontwerp. Konstrukte is 

gemeet deur gebruik te maak van die "Job Insecurity Survey" (JIS), die 

"Minnesota Satisfaction Questionnaire" (MSQ), die 'Work Locus of Control Scale" 

(WLCS) en 'n biografiese vraelys. Resultate het getoon dat daar we1 'n prakties 

betekenisvolle verhouding tussen werksonsekerheid en werkstevredenheid 

bestaan. Verder het dit ook daarop gedui dat eksterne werk-lokus van beheer 

verband hou met hoe vlakke van werksonsekerheid en lae vlakke van 

werkstevredenheid. Regressie analises het die gedeeltelike medigrende invloed 

van werk-lokus van beheer op die verhouding tussen kognitiewe 

werksonsekerheid en werkstevredenheid bevestig. Gevolgtrekkings en 

aanbevelings is gemaak. 



CHAPTER 1 

INTRODUCTION 

This minidissertation covers the relationship between job insecurity and job 

satisfaction of employees in a government organisation. and also determines 

whether work locus of control mediates this relationship. In Chapter 1, the 

problem statement is discussed, and research objectives and research methods 

are defined. Chapter divisions are also laid out. 

1 .I PROBLEM STATEMENT 

Throughout South Africa there has been a growth in non-permanent employment 

contracts. Smithson and Lewis (2000) are of the opinion that while the increase 

in flexible working arrangements is often thought to be associated with worker 

choice, the drive for the increased use of non-permanent contracts has come 

from management. It is further stated that most employees with a temporary or 

fixed term contract would prefer a permanent one. Burke (1998) adds to this by 

stating that the perception of increased insecurity could be a function of 

unemployment and temporary contracts becoming more evenly spread across all 

industries and occupations. The reason for this phenomenon continuously 

increasing in South Africa, could be ascribed to the taxing and strenuous labour 

laws or an unprecedented increase in economical uncertainties. Nevertheless, 

the fact that this could be a major cause for job insecurity in South Africa should 

not be omitted. 

Apart from the changing nature and effects of employment contracts, pressure is 

also placed on organisations to improve their performance and to become 

increasingly competitive. Profitability becomes the main focus point, as sources 

of cost-saving are determined. According to Marais and Schepers (1 996), such 

sources include economies of scale, technology, access to raw materials and 



salaries and wages, the latter usually being the largest immediate source of cost- 

savings. Organisations implement "downsizingn, 'right-sizing" or restructunng. or 

all three simultaneously, in an attempt to survive in difficult economic conditions. 

This almost inevitably implies the rationalising of jobs (Marais & Schepers, 1996). 

According to De Witte (1997, 1999). the subject of job insecurity relates to people 

in their work context, who fear they may lose their jobs and become unemployed. 

Growing emphasis on more flexible employment contracts may also intensify 

feelings of job insecurity (De Witte, 1997, 1999). Recent research (Mauno & 

Kinnunen, 2000), demonstrates that agreement has not yet been reached on the 

definition of job insecurity. Job insecurity has normally been defined in different 

ways (De Witte, 1997, 1999; Mauno & Kinnunen, 2000). Van Vuuren (1990) 

defines job insecurity as the concern felt by a person in respect of the continued 

existence of hislher job. She specifically stresses three components. Job 

insecurity is first of all a subjective experience or perception. It also refers to 

uncertainty about the Mure. Lastly, doubts concerning the continuation of the 

job as such are central to job insecurity. Job insecurity consistently presents 

itself as a stressor (De Witte, 1999: Van Vuuren, 1990). According to the global 

view, job insecurity is viewed as the threat of job loss or job uncertainty (Drenth & 

Sergeant, 1990; Probst, 2000) 

Within the framework of the multidimensional view of job insecurity, the concept 

refers not only to the degree of uncertainty an employee experiences about his or 

her job continuity, but also about the permanence of certain dimensions of the 

job, such as promotional opportunities (Borg & Elizur, 1992; Rosenblatt & Ruvio, 

1996; Ruvio & Rosenblatt, 1999). Ruvio and Rosenblatt (1 999) conclude that job 

insecurity is not a question of merely keeping one's job, but that it encompasses 

various features and aspects of the entire job. 

The Job lnsecurlty Survey (JIS) (De Witte, 2000) summarises both the cognitive 

and affective dimensions of job insecurity as distinguished by Borg and Elizur 



(1992). For the purpose of this study this global, two4imensional perspective of 

job insecurity will be adopted. The cognitive dimension relates to the perceived 

likelihood of job loss, as experienced by an employee. The affective dimension 

again revolves around the fear of job loss. 

De Witte (1999) is of the opinion that for respondents in the region of 30 to 50 

years, the fear of job loss is more upsetting than their younger counterparts. He 

is of the opinion that a possible reason for this could be that younger employees 

have less financial responsibilities and better prospects of finding a job. Contrary 

to these findings Manski and Straub (2000) found in their research that 

expectations of job loss decrease with age. They also found that job insecurity 

tends to decrease with schooling. Schaufeli (1992) elaborates that the threat of 

job loss should be less problematic for the more highly educated, as such 

occupational groups possess more resources to counteract the adverse 

consequences of unemployment. 

Manski and Straub (2000) found considerable differences between job insecurity 

of different race groups, with the job loss concern among the black group being 

almost double that of the white group. Although limited South African research 

exists in this regard, it could be expected that within the South African context, 

with current legislation such as the Employment Equity Act, job insecurity might 

be considerably higher among white employees. You& (1998) found that 

satisfaction with job security tended to increase in correspondence with tenure. 

Most organisations follow the "last in first out" policy, hence it is postulated that 

increased tenure will be associated with decreased levels of job insecurity 

(Bosman, Buitendach & Rothmann, 2005). 

The personenvironment fit theory of stress, as well as the affective events theory 

of stress, could be considered and assessed when studying the antecedents and 

consequences of job insecurity. Probst (2002) states that definitions of job 

insecurity based on the personenvironment fit theory of stress emphasises the 



match between the person and environment characteristics, and that stress vdue 

depends on the perceived imbalance between an individual's perceptions of the 

demands made by the environment and the individual's perceived ability and 

motivation to cope with those demands. Based on this definition, Probst (2002) 

declares that job insecurity is perceived by an employee as a change or 

precursor to change demanding adaptation, which may be dficult to meet and to 

cope with. Probst (2002) explains that from an affective events theory 

perspective, w r k  environment features and events are subject to cognitive 

appraisal of whether and to what extent such work events and features will aid or 

obstruct the attainment of goals. If such a goal obstruction is identified and there 

is a perceived imbalance between the environmental demands and the 

employee's ability to cope with those demands, based on aspects such as 

dispositions and available resources, stress inevitably results. Probst (2002) 

states that, for this reason, when stress exists, work attitudes and affective 

reactions are expected to be negative. 

Job insecurity holds important negative consequences at individual and 

organisational levels, consequently leading to increased organisational 

withdrawal, increasingly reported health conditions, increased psychological 

distress and lowered organisational commitment (Probst, 2002). Yousef (1998) 

adds that job insecurity has been linked to numerous important outcomes, 

including employee health, psychological well-being, turnover, job satisfaction 

and organisational commitment. The relationship between job insecurity and job 

satisfaction is also demonstrated in the research of Ashford, Lee and Bobko 

(1989), who found a significantly lower level of job satisfaction among employees 

who felt insecure. Heany, Israel and House (1994), as well as Probst and 

Brubaker (2001), found that job insecurity is associated with decreased levels of 

extrinsic and intrinsic job satisfaction. In a South African study, Heymans (2002) 

found that cognitive job insecurity is associated with decreased levels of intrinsic 

and extrinsic job satisfaction. 



According to Rothmann and Agathagelou (2000), job satisfaction is a compkx 

variable and is influenced by situational factors of the job environment, as we# as 

dispositional characteristics of an individual. 

Hirschfeld (2000) explains that job satisfaction relates to the extent to which 

people like their jobs. Job satisfaction can be described as an affective or 

emotional reaction to the job, resulting from the incumbenf s comparison of actual 

outcomes with the required outcomes (Hirschfeld, 2000; Locke, 1976;). Weiss, 

Dawis, England and Lofquist (1967) explain that employees seek to achieve and 

maintain correspondence with their environment. Correspondence with the 

environment can be described in terms of the individual fulfilling the requirements 

of the environment, and the environment fulfilling the requirements of the 

individual. Job satisfaction thus relates to individuals' perceptions and 

evaluations of their jobs, while these perceptions are influenced by unique 

circumstances such as needs, values and expectations. People will, therefore, 

evaluate their jobs on the basis of factors which they regard as being important to 

them (Sempane, Rieger & Roodt, 2002). 

Limited research exists regarding differences in job satisfaction levels of 

demographic groups. In South Africa, Buitendach and Rothmann (2004) found 

differences in job satisfaction levels for different cultural groups and for persons 

with different levels of qualifications. The Black employees were found to 

experience lower levels of intrinsic job satisfaction as compared to the White 

employees. It was also found that the more highly qualified employees 

experienced higher levels of job satisfaction than employees with lower levels of 

education. 

Job satisfaction has been found to have a positive correlation with life satisfaction 

(Judge, Boudreau & Bretz, 1994), organisational commitment (Fletcher & 

Wtlliams, 1996), and job performance (Babin & Boles, 1996). Pretorius and 



Rothmann (2001) found a negative correlation bebeen job satisfaction and 

external work locus of ca&d. 

Spedor (1988) defines work locus of control as the generalised expectancy that 

rewards. reinforcements or outcomes in life are controlled either by one's own 
actions (internal) or by other forces (external). According to Rotter (1966) the 

internal pole of this continuum refers to the individual's belief that outcomes are 

the result of internal attributes, whereas the external pole pertains to the 

individual's belief that outcomes are unrelated to behaviour. Spector (1982) 

found that work locus of control is related to effort, performance, motivation, 

satisfaction, perception of the job and compliance with authority, while it acts as a 

moderator in the relationship between incentives and motivation on the one hand 

and satisfaction and turnover on the other hand. 

Franz (1980) found that internal control was associated with years of formal 

schooling. Furnham (1998) found a significant correlation between high status 

professions and an internal locus of control. In a South African study, Elbert 

(2002) found that employees falling within the semi-professional category were 

more prone toward an internal work locus of control than employees falling within 

the skilled category, who leaned more toward an external locus of control. 

Participants with post-matric qualifications were also more prone toward an 

internal locus of control than participants with Grade 10 and 11 levels of 

education, who, in turn, leaned toward and external locus of control. 

Social learning theorists (Bandura, 1986; Rotter, 1982) are of the opinion that 

behaviour is the result of interaction between the characteristics of the individual 

and characteristics of the situation. Such interaction presents the opportunity for 

selfdevelopment, but within the established boundaries. Work locus of control is 

therefore not highly constrained, but has the potential to change as a result of 

environmental aspects, which is, for example, demonstrated in the research of 

Bedrer and Krrystofiak (as cited in Furnham, 1998) who found that labour market 



discrimination can have a strong impact on locus of control. For this reason, it is 

expected that job insecurity will be associated with an external locus of cantrol 

(given the feelings of lack of control over one's employment future). This, in turn, 

will be associated with a decreased level of job satisfaction, given that previous 

research, has linked increased job insecurity with decreased job satisfaction 

(Heany, Israel & House, 1994; Heymans, 2002; Probst & Brubaker, 2001), as 

well as external locus of control with decreased job satisfaction (Pretorius & 

Rothmann, 2001). Work locus of control is thus expected to play a mediating 

role in the relationship beheen job insecurity and job satisfaction. 

The South African labour market is becoming increasingly aware of the 

increasing flexibility of jobs, and the increase in non-standard forms of working 

such as outsourcing and independent contracting, eliminating the security that 

the traditional indefinite period contract offered. Apart from this, South Afncan 

employees are also faced with an ever-shrinking labour market, making the 

prospect of unemployment a potential reality for almost all South Africans. 

Together with the economic implications held by globalisation, the South African 

labour market has to deal with changes at a political level and government 

placing more pressure and emphasis on the implementation of concepts such as 

employment equity. It is dear that job security, although desired by most it is not 

to be expected. These issues are not exclusive to certain groups of people or 

organisations and also relate to employees working in a government 

organisation, where this research will be conducted. The management of this 

government organisation report that they are concerned regarding the general 

well-being of the workforce, stating that they are faced with unusually high levels 

of absenteeism and staff turnover. The employees of this particular government 

organisation are reported to be to be generally insecure regarding their 

occupational futures, many not knowing how their desired occupational futures fit 

in with their potential career paths within the organisation. 



On the basis of the abovmt ioned problem statement, the following research 

questions are formulated' 

How is job insecurity, job satisfaction and work locus of control and the 

relationship between these constructs conceptualised in literature? 

Do demographic groups differ in their levels of job insecurity, job 

satisfact!on and work locus of control? 

What is the relationship between job insecurity and job satisfaction of 

employees in a government organisation? 

Does work locus of control mediate the relationship between job insecurity 

and job satisfaction in a government organisation? 

1.2 RESEARCH OBJECTNES 

1.2.1 General objectives 

The objective of this research, is to determine the relationship between job 

insecurity and job satisfaction of employees in a govemment organisation and to 

determine whether work locus of control mediates this relationship. 

I .2.2 Specific objectives 

The specific research objectives are to: 

conceptualise job insecurity, job satisfaction and work locus of control and 

the relationship between these constructs from the literature; 

determine whether the levels of job insecurity, job satisfaction and work 

locus of control differ between demographic groups. 

a determine the relationship between job insecurity and job satisfaction of 

employees in a government organisation; and 

determine whether work locus of control mediates the relationship 

betwen job insecurity and job satisfaction of employees in a government 

organisation. 



1.3 RESEARCH METHQD 

The research method consists of two parts, a literature review and an empirical 

imtigation. 

1.3.1 Research design 

A cross-sectional survey design will be used. This design (Shaughnessy & 

Zechmeister, 1997) can also be used to evaluate interrelationships among variables 

within a population. According to Shaughnessy and Zechmeister (1997), this design 

is ideal to describe and predict functions associated with correlative research. The 

survey technique of data collecting, gathers information from the target population 

primarily by means of questionnaires. 

1.3.2 Study population 

The entire population of B M  employees working in the government organisation 

in Gauteng, will be targeted in this research. The population includes workers 

from all levels, i.e. ranging from semi-skilled to professional levels. 

1.3.3 Measuring instruments 

The following instruments will be used in this study: 

The Job Insecurity Survey (De W ~ e ,  2000). 

The Minnesota Satisfaction Questionnaire (Weiss, Dawis, England & 

Lofquist, 1967). 

The Work Locus of Control Scale (Spector, 1988). 

The Job lnsecurity Survey (JIS) (De Witte, 2000) will be used as a measure of 

job insecurity. This elevenitem questionnaire relating to job insecurity will be 

used in order to measure the perceived job insecurity of participants. The eleven 

items of the JIS summarise both the cognitive and affective dimensions of job 

insecurity and are arranged along a 5-point scale, with one (1) being "strongly 

disagree" and five (5) representing strong agreement. An example of a question 



relating to cognitive job inseamty would be, 'I am sure I can keep my j6b". 

whereas an example of a question relating to affective job insecurity would be, "I 

am worried about keeping my job". The items of the JIS, measuring global job 

insecurity, are reported to have a Cronbach alpha coefficient of 0,92 and both 

scales (cognitive and affective) were shown to be highly reliable, with the six 

items measuring cognitive job insecurity, displaying a Cronbach alpha coefficient 

of 0,90; and the five items of the affective job insecurity having a Cronbach alpha 

coefficient of 0,85 (De Wme, 2000). According to De Wtte (2000), the content of 

these two scales do not overlap, but nevertheless they show a high underlying 

correlation (r=0,76; p<0,0001). In South Africa, Heymans (2002) obtained an 

alpha coefficient of 0,81 for the JIS, while Elbert (2002) obtained an alpha 

coefficient of 0,84. 

The Minnesota Satisfaction Questionnaire (MSQ) (shortened version) (Weiss, 

Dawis, England 8 Lofquist, 1967) indicates how satisfied or dissatisfied 

respondents are with their jobs by asking respondents to rate themselves on 20 

questions, using a five-point scale (1 = very dissatisfied to 5 = very satisfied). 

The MSQ short form measures intrinsic job satisfaction, using items such as "The 

chance to do things that don't go against my conscience" and extrinsic job 

satisfaction using items like: 'The chance to be 'somebody' in the community" 

Hirschfeld (2000) found, that a two-factor model (intrinsic and extrinsic job 

satisfaction) is superior to a one-factor model (total job satisfaction). Alpha 

coefficients were found to range from 0.87 to 0,95, which supports the internal 

consistency of the scale (Lam, Baum & Pine. 1998; Hirschfeld, 2000). 

Buitendach and Rothmann (2004) obtained a reliability coefficient of 0,82 for the 

extrinsic job satisfaction scale and 0,79 for the intrinsic job satisfaction scale. 

The Work Locus of Control Scale (WLCS) (Spector, 1988), consisting of 16 items 

will be used to measure the participants' work locus of control. An item relating 

to an external work locus of control would for example be, "Getting the job you 

want is mostly a matter of IudP, whereas an item relating to an internal work 



locos of control would for example be, "If employees are unhappy with 

made by their boss, they should do something about iV. According ta the 

findings obtained by Spedor (1988), Cronbach alpha coefficients for this 

questionnaire, vary between 0,75 and 0,85, while evidence exists for the 

construct validity of the WLCS (Spector, 1988). The research of Rothmann and 

Van Rensburg (2001 ) provided an alpha coefficient of 0,70. 

1.3.4 Statistical analysis 

The SPSS program (SPSS 2003) will be used to caw out the statistical analysis. 

Cronbach alpha coefficients (a) and inter-item melations coefficients will be 

used in order to determine the validity and reliability of the measuring 

instruments, while descriptive statistics (e.g. means, standard deviations, 

skewness and kurtosis) will be used to analyse data. The Pearson Product 

Moment Correlation Coefficient will be determined so as to indicate the extent to 

which one variable is related to another and the Spearman correlation coefficient, 

in cases where the distribution of scwes are skew. Effect sizes will be used in 

order to determine the practical significance of relationships between variables. 

The level of statistical significance is set at p < 0,Ol. Steyn (2002) criticises the 

sole use of statistical significance testing and recommends that effect sizes be 

established to determine the importance of a statistically significant relationship. 

While reporting of effect sizes are encouraged by the American Psychological 

Association (APA) in their Publication Manual (APA, 1994). most of these 

measures are seldom found in published reports (Kjrk, 1996; Steyn, 2002). 

Therefore, effect sizes will be computed to assess the pra&cal significance of 

relationships in this study. A cut-off point of 0.30, which represents a medium 

effect (Cohen,1998; Steyn, 2002), is set for the practical significance of 

correlation coefficients. 

Structural equation modelling (SEM) methods, as implemented by AMOS 

(Arbuckle, 1997), will be used to test factorial models of the JIS, MSQ and 



WLCS. SEM is a statistical method that follows a hypothesis-testing appmacil to 

the analysis of a structural theory bearing on some phenomenon (Byme, 20Ql). 

Hypothesised relationships will be tested empirically with the sample data for the 

government organisation. The XZ statistic and several other goodness-of-fit 

indices, which sum up the degree of correspondence bebeen the inferred 

(hypothesised) and observed covariance matrices, will be used. If used in 

isolation. the x2 statistic can lead to certain limitations. Researchers have 

addressed the limitations by developing gdnessd-f i t  indexes that take a 

more pragmatic approach to the evaluation process. One of the first fit statistics 

to address this problem, was the X2ldegrees of freedom ratio (CMINIDF) 

(Wheaton, MuWn, Alwin & Summers, 1977), which is the minimum discrepancy 

per degree of freedom. These criteria, also referred to as "subjective" or 

"practical" indices of fit, are frequently used as additions to the x2 statistic. 

The Goodness-of-Fit lndex (GFI) indicates the relative amount of the 

varianceslco-variances in the sample predicted by the estimates of the 

population. The Adjusted Goodness-of-Fit lndex (AGFI), which is a measure of 

the relative amount of variance accounted for by the model, corrected for the 

degrees of freedom in the model relative to the number of variables, will also be 

used. The Norrned Fit lndex (NFI) is used to assess a global model fit. The NFI, 

which is normed to fall on a 0 to 1 continuum, is considered to represent the point 

at which the model under evaluation falls on a scale running from a null model to 

perfect fit. The Comparative Fit lndex (CFI) also compares the hypothesised and 

independent models, but takes cognizance of sample size. The Tucker-Lewis 

lndex (TLI) is a relative measure of covariation, explained by the model, which is 

specifically developed to assess factor models (Tucker & Lewis, 1973). 

As suggested by Browne and Cudeck (1993), the Root Mean Square Error of 

Approximation (RMSEA), which estimates the overall amount of error in the 



hypothesised modeldata fit relative to the estimated parameters of the mSei. 

and the 90% confidence interval of the RMSEA, wilt be wed 

Regression analyses were carried out to determine the percentage variance in 

the dependent variable that is predicted by the independent variables. A 

correlation can be better understood by determining fP (Cohen, 1988). The 

square of the correlation coefficient, indicates the proportion of variance in any 

two variables, which is predicted by the variance in the other. 

1.4 CHAPTER DIVISIONS 

Chapter 1 comprises of an introduction to the research study. The problem 

statement brietly outlines the constructs and reasons for this study. Research 

objectives detail the general and specific objectives of the study. Finally 

research methods are discussed. Chapter 2 deals mainly with the statistical 

analysis of the empirical results of this study. The aim of the study is stated, after 

which the method is explained in depth. Further, data analysis is presented, after 

which the results are discussed. This chapter concludes with a discussion of 

limitations and recommendations suggested. Chapter 3 deals with the 

conclusion to this study. Research limitations and recommendations are also 

stated. 

1.5 CHAPTER SUMMARY 

In this chapter an introduction to the research study was given. The problem 

statement briefly outlined the constructs and reasons for the study. Research 

objectives were given and the chapter was concluded by discussing the research 

methods. 



CHAPTER 2 

ARTICLE 1 



JOB INSECURITY, JOB SATlSFACTlON AND WORK LOCUS OF CONTROL 

OF EMPLOYEES IN A GOVERNMENT OR-m 

M. Labuschagne 

J. Bosman 

J. H. Buitendach 

ABSTRACT 

The p-knary oQectives of this research was to inveshgate the relationship between job 

insecurity and job satisfaction of employees (N = 298) in a government organisation. as web 

as to determine whether work locus of control mediates the relationship between loo 

mewnty and job satisfaction. A cmsssectional survey design was used. Constructs were 

measwea by means of the Job Insecurity Survey (JIS), the Minnesota Satisfaction 

Questionnaire (MSQ) (shortened version), the Work Lows of Control Scale (WLCS) an0 a 

biographical questionnaire. Results indicated that a negative relationship exists between joo 

lnsecunty and job satisfaction. It was further found that external work locus of control is 

assouated with high levels of job insecurity and lower levels of job satisfaction. Regression 

analyses confirmed the partially mediating effect of work lows of control on the relationsh~p 

between cognitive job insecurity and job satisfaction. 

OPSOMMING 

13ie hoofdoehuit met hierdie studie was om die verhouding tussen werksonsekerheid en 

hwkSevredenheid van werknemers (N = 298) binne 'n staatsinstansie te ondersoek. Daar is 

venler ook gepoog om te bepaal of werk lokus van beheer 'n medierende invloed op hierdie 

verhouding het. Tydens die studie is daar gebruik gemaak van 'n komlasie-opname. 

Konstruide is gemeel deur gebruii te maak van die 'Job Insecurity Survey" (JIS), d ~ e  

"Minnesota Satisfaction Questionnaire' (MSQ) fyerkorte weergawe), die .Work Lows of 

Control Scale" (WLCS) en 'n biografiese vraelys. Resultate het getoon dat daar we1 

negatiewe 'n verhouding tussen werksonsekerheid en werkstevredenheid is. Verder het dit 

ook daarop gedui dat eMeme werk-lokus van beheer verband hou met hoe vlakke van 

werksonsekerheid en lae vlakke van werkstevredenheid. Regressie analises het die 

gedeeltelike medierende invloed van werk-lokus van beheer op die verhouding tussen 

kognitiewe werksonsekerheid en werkstevredenheid bevestig. 



Tremendous pressure is being placed on South African organisations to impwe 

their performance and to become increasingly competitive. Profitability beGQsxts 

the main focus point, as sources of cost saving are determined. Organisations 

implement "downsizing", right-sizing" or restructuring, or all three simultaneously, 

in an attempt to survive in difficult economic conditions. This almost inevitably 

implies the rationalising of jobs (Marais 8 Schepers, 1996). According to Marais 

and Schepers (1996) such sources indude economies of scale, technology, 

access to raw materials and salaries and wages, the latter usually being the 

largest immediate collective source of cost saving. 

Apart from the pressure being placed on organisations to become more 

competitive, throughout South Africa there has been a growth in non-permanent 

employment contracts. Smithson and Lewis (2000) are of the opinion that while 

the increase in flexible wrking arrangements is often thought to be associated 

with wrker choice, the drive for the increased use of non-permanent contracts, 

has come from management. It is further stated that most employees with a 

temporary or fixed term contract, w l d  prefer a permanent one. Burke (1998) 

adds to this, by stating that the perception of increased insecurity could be a 

function of unemployment and temporary contracts becoming more evenly 

spread across all industries and occupations. The reason for this phenomenon 

continuously increasing in South Africa, could be ascribed to the taxing and 

strenuous labour laws or an unprecedented increase in emnomical uncertainties. 

Nevertheless, the fad that this could be a major cause for job insecurity in South 

Africa should not be omitted. 

Recent research (Mauno & Kinnunen, 2000) demonstrates that agreement has 

not yet been reached on the definition of job insecurity. Job insecurity has 

usualty been defined in different ways (De Wie, 1997, 1999; Mauno & 

ffinnunen, 2000). Van Vuuren (1990) defines job insecurity as the concern felt 

by a person for the continued existence of hislher job. She stresses three 

components. Job insecurity is first of all a subjective experience or perception. It 



also refers to uncertainty about the Mure. Lastly, doubts concerning the 

continuation of the job as such are central to job insecurity. Job inseutiity 

consistently presents itself as a stressor (De Wie,  1999: Van Vuuren, 1990). 

According to the global view, job insecurity is viewed as the threat of job loss or 

job uncertainty (Drenth & Sergeant, 1990; Probst, 2000). According to De Witte 

(1997, 1999) the subject of job insecurity relates to people in their wDrk context 

who fear they may lose their jobs and become unemployed. Growing emphasis 

on more flexible employment contracts may also intensify feelings of job 

insecurity (De Wie,  1997,1999). 

Researchers, who have adopted the multidimensional definition of job insecurity, 

argue that job insecurity refers not only to the degree of uncertainty, but also to 

the continuity of certain dimensions, such as opportunities for promotion 

(Ashford, Lee & Bobko, 1989). Ruvio and Rosenblatt (1998) add to this by 

stating that job insecurity is not a question of merely keeping one's job, but that it 

encompasses various features and aspects of the entire job. 

The Job Insecurity Survey (JIS) (De Wie,  2000) summarises both the cognitive 

and affective dimensions of job insecurity as distinguished by Borg and Elizur 

(1992). For the purpose of this study this global perspectnre of job insecurity will 

be adopted. The cognitive dimension relates to the perceived likelihood of job 

loss, as experienced by an employee. The affective dimension again revolves 

around the fear of job loss. 

De W i e  (1999) is of the opinion that for respondents in the region of 30 to 50 

years, the fear of job loss is more upsetting than their younger counterparts, as 

younger employees have less financial responsibilities and better prospects of 

finding a job. Contrary to these findings Manski and Straub (2000) found in their 

research that expectations of job loss decrease with age. They also found that 

job insecurity tends to decrease with schooling Schaufeli (1992) is of the 

opinion that the threat of job loss should be less problematic for the more highly 



those demands, based on aspeds such as disposrtions and available rS-UwXs, 

stress inevitabiy results. Pmbst (2002) states that, for this reason, when stress 

exists, work attitudes, for example job satisfaction and affective reactions are 

expected to be negative. 

The relationship between job insecurity and job satisfadion is demonstrated in 

the research of Ashford, Lee and Bobko (1989), who found a significantty bwsr 

level of job satisfaction among employees who felt insecure. Heany, Israel and 

House (1994), as WII as Probst and Brubaker (2001), found that job insecurity is 

associated with decreased levels of extrinsic and intrinsic job satisfaction. 

Heymans (2002), in a South African study, found that cognitive job insecurity is 

related to decreased levels of intrinsic and exhinsic job satisfaction. According to 

Yousef (1998) job insecurity has been linked to numerous important outcomes 

induding employee health, psychological well-being, turnover, job satisfaction 

and organisational commitment. 

According to Rothmann and Agathagelou (2000) job satisfaction is a complex 

variable and is infiuenced by situational factors of the job environment, as well as 

dispositional characteristics of an individual. Job satisfaction can be described 

as an affective or emotional reaction to the job, resulting from the incumbent's 

comparison of actual outcomes with the required outcomes (Hirschfeld, 2000; 

Locke, 1976;). Hirschfeld (2000) explains that job satisfaction relates to the 

extent to which people like their jobs. Weiss, Dawis. England and Lofquist 

(1967) explain that employees seek to achieve and maintain correspondence 

with their environment. Correspondence with the environment can be described 

in terms of the individual fulfilling of the requirements of the environment, and the 

environment fulfilling the requirements of the individual. Job satisfaction thus 

relates to individuals' perc@ons and evaluations of their jobs, while these 

perceptions are influenced by unique circumstances such as needs, values and 

expectations. People will therefore evaluate their jobs on the basis of factors, 

which they regard as being important to them (Sempane, Rieger 8 Roodt, 2002). 



educated, as such occupational groups possess more resources to cnm&d 
=- 

the adverse consequences of u-. 

Manski and Straub (2000) found considerable differences between job insecurity 

of different race groups, with the job loss concern among the black group being 

almost double that of the white group. Although limited South African research 

exists in this regard, it could be expected that within the South African context, 

with current legislation such as the Employment Equity Act, job insecurity might 

be considerably higher among white employees. Yousef (1998) found that 

satisfaction with job secunty tended to increase commensurate with tenure. As 

noted by Bosman, Buitendach and Rothmann (2005), given the 'last in first out" 

policy followed by many organisations, increased tenure is expected to be 

associated with decreased job insecurity. 

Probst (2002) states that definitions of job insecurity based on the person- 

environment fit theory of stress emphasises the match between the person and 

environment characteristics, and that stress value depends on the perceived 

imbalance between an individual's perceptions of the demands made by the 

environment and the individual's perceived ability and motivation to cope with 

those demands. Based on this definition, Probst (2002) declares that job 

insecurity is perceived by an employee as a change or precursor to change 

demanding adaptation, which may be difficult to meet and to cope with. The 

inability to cope with potential future unemployment or loss of job features may 

have significant consequences. Therefore the personenvironment fit theory of 

stress, as well as the affective events theory of stress, can be considered when 

studying the antecedents and consequences of job insecurity. Probst (2002) 

explains that from an affective events theory perspective, wurk environment 

features and events are subject to cognitive appraisal of whether and to what 

extent such murk events and features will aid or obstruct the attainment of goals. 

If such a goal obstruction is identified and there is a perceived imbalance 

between the environmental demands and the employee's ability to cope with 



those demands, based on aspects such as d i w o n s  and available E£Lu@~S. 

stress inevitably resutts. Pmbst (2002) states that, for this reason, when stress 

exists, work attitudes, for example job satisfaction and affective reactions are 

expected to be negative. 

The relationship bebeen job insecurity and job satisfaction is demonstrated in 

the research of Ashford, Lee and Bobko (1989), who found a significantty lower 

level of job satisfaction among employees who felt insecure. Heany, Israel and 

House (1 994 as well as Probst and Brubaker (2001), found that job insecurity is 

associated with decreased levels of exbinsic and intrinsic job satisfaction. 

Heymans (2002), in a South African study, found that cognitive job insecurity is 

related to decreased levels of intrinsic and extrinsic job satisfaction. According to 

Yousef (1998) job insecurity has been linked to numerous important outcomes 

induding employee health, psychological well-being, turnover, job satisfaction 

and organisational commitment. 

According to Rothmann and Agathagelou (2000) job satisfaction is a complex 

variable and is influenced by situational factors of the job environment, as well as 

dispositional characteristics of an individual. Job satisfaction can be described 

as an affective or emotional reaction to the job, resulting from the incumbent's 

comparison of actual outcomes with the required outcomes (Hirschfeld, 2000; 

Locke, 1976;). Hirschfeld (2000) explains that job satisfaction relates to the 

extent to which people like their jobs. Weiss, Dawis, England and Lofquist 

(1967) explain that employees seek to achieve and maintain correspondence 

with their environment. Correspondence with the environment can be described 

in terms of the individual fulfilling of the requirements of the environment, and the 

environment fuffilling the requirements of the individual. Job satisfaction thus 

relates to individuals' perceptions and evaluations of their jobs, while these 

perceptions are influenced by unique circumstances such as needs, values and 

expectations. People will therefore evaluate their jobs on the basis of factors, 

which they regard as being important to them (Sempane, Rieger & Roodt, 2002). 



According to Locke (1976; p. 1023) common aspects of job satisfab'i kW& 

"wrk, pay, promotions, recognition, benefits, wwking conditions, supv&37. CO- 

workers, company and management". Research (Hirschfeld, 2000; Spector, 

1997) has shown that the different asp& of job satisfaction can be arranged 

according to tw dimensions, being intrinsic and extrinsic job satisfadon. 

Extrinsic satisfaction refers to satisfaction with aspects such as pay, working 

conditions and co-workers, whereas intrinsic satisfaction refers to aspects such 

as variety and autonomy. 

As noted by Oshagbemi (2003), limited research exists regarding differences in 

job satisfaction levels of demographic groups. In South Africa, Buitendach and 

Rothmann (2004) found that Black employees experienced lower levels of 

intrinsic job satisfaction than White employees, as well as that employees with 

higher qualifications, experienced higher levels of job satisfaction than 

employees with limited qualifications. 

Job satisfaction has been found to have a positive correlation with life satisfaction 

(Judge, Boudreau & Bretz, 1994), organisational commitment (Fletcher & 

Williams, 19%). and job performance (Babin 8 Boles, 1996). Pretorius and 

Rothmann (2001) found a negative correlation between job satisfaction and 

external work locus of control. 

Spector (1988) defines work locus of control as the generalised expectancy that 

remrds, reinforcements or outcomes in fife, are controlled either by one's own 

actions (internal) or by other forces (external). According to Rotter (1966), the 

internal pole of this continuum refers to the individual's belief that outcomes are 

the result of internal attributes, whereas the external pole pertains to the 

individual's belief that outcomes are unrelated to behaviour. 

Spector (1982) found that work lows of control is related to effort, performance, 

motivation, satisfaction, perception of the job, and compliance with authority, 



while it acts as a moderator in the relationship bebeen incentives and d i u a 5 r ~  

on the one hand and satisfaction and turnover orr fhe other lmid. 

Social learning theorists (Bandura, 1986; Rotter, 1982) are of the opinion that 

behaviour is the result of interaction between the characteristics of the individual 

and characteristics of the situation. Such interaction presents the opportunity for 

self-development, but within the established boundaries. According to Rotter 

(1966), human behaviour can be clarified in terms of the suggestion that 

behaviour is largely determined by environmental influences, that genetic factors 

only play a minor role in determining behaviour and that behaviour can be 

explained in terms of classical and instrumental conditioning, observation and 

experiential learning, symbolic processes (for example, expectations of job loss) 

and self-regulating processes (for example, planning). 

Work locus of control is therefore not static, but has the potential to change as a 

result of environmental aspects, which is, for example, demonstrated in the 

research of Becker and Krzystofiak (as cited in Furnham, 1998) who found that 

labour market discrimination can have a strong impact on locus of control. 

Therefore, internal w r k  locus of control can be stimulated in an organisational 

setting, by reinforcing behaviour in such a manner that employees can see a 

direct link between their behaviour and the consequences thereof. For this 

reason, it is expected that job insecunty will be associated with an external locus 

of control (given the feelings of lack of control over one's employment future). 

This, in turn, will be associated with a decreased level of job satisfaction, given 

that previous research, has linked increased job insecurity with decreased job 

satisfactron (Heany, Israel & House, 1994; Heymans, 2002; Probst & Brubaker, 

2001). as wll as external locus of contrd with decreased job satisfaction 

(Pretorius & Rothmann, 2001). Spector (1986) also found that high levels of 

perceived control were associated with increased job satisfaction. Work locus of 

control is thus expected to play a mediating role in the relationship between job 

insecunty and job satisfaction. 



In her study, Elbert (2002) found that employees falling within the semi- 
pmfessional category were more prone toward an internal work Ioars of cxmh~l 

than employees falling within the skilled category, in other words internal locus of 

control was associated with increased skills level. Participants with postmatric 

qualifications were also more prone toward an internal locus of control than 

participants with Grade 10 and 1 1 levels of education. Franz (1 980) also found 

that internal control was associated with years of formal schooling. Furnham 

(1998) found a significant correlation between high status professions and an 

internal locus of control. 

The South African labour market is ever more becoming aware of the increasing 

flexibility of jobs, and the increase in non-standard forms of working such as 

outsourcing and independent contracting, eliminating the security that the 

traditional indefinite period contract offered. Apart from this, South African 

employees are also faced with an ever-shrinking labour market, making the 

prospect of unemployment a potential reality for almost all South Africans. 

Together with the economic implicatiins held by globalisation, the South Atiican 

labour market is also faced with changes at a political level, with Employment 

Equrty and Black Economic Empowerment, government placing more pressure 

and emphasis on the implementation of these concepts. It is clear that job 

security, although desired by most, is not to be expected. These issues are not 

exclusive to certain groups of people or organisations and also relate to 

employees working in a government organisation, where this research was 

conducted. Management of this government organisation report that they are 

concerned regarding the general well-being of the wrkforce, stating that they are 

faced with unusually high levels of absenteeism and staff turnover. The 

employees of this particular government organisation are reported to be 

generally insecure regarding their occupational futures, many not even knowing 

how their desired occupational futures tit in with their potential career paths within 

the organisation. 



Research hypotheses related to the present study are formulated asfdows: 

Hl: 

HZ: 

H3: 

H4: 

H5: 

A practically significant negatnre relationship exists betwen job insecurity 

anrf satisfaction. 

Work locus of control mediates the relationship betwen job insewnty and 

job satisfaction. 

Significant differences exist between job insecurity levels of demographic 

groups. 

Significant diirences exist betwen job satisfaction levels of 

demographic groups. 

Significant differences exist between the wrk locus of control of 

demographic groups. 

AIM OF THE STUDY 

The objective of this research is to determine the relationship between job 

insecurity and job satisfaction of employees in a government organisation and to 

determine whether work locus of control mediates this relationship. 

METHOD 

Resea~h design 

A cross-sectional survey design will be used. This design (Shaughnessy & 

Zechmeister, 1997) can also be used to evaluate interrelationships among variables 

within a population. According to Shaughnessy and Zechmeister (1997), this design 

is also ideal to describe and psedict functions associated with correlative research. 



The survey technique of data collecting, gathers information from tW mi 
population primarily by means of que&mmims. 

Sample 

The entire population of 500 employees working in the government organisation 

in Gauteng was targeted in this research, although a response rate of only 298 

participants was obtained. Participants consisted of employees from all 

educational levels, the lowst literacy levels deemed sufficient enough to allow 

for the accurate completion of the questionnaires. The biographical 

characteristics of the study population are detailed in Table 1. 



Qualification 

Tenure 

T W  1 

Cornpilafion of the study populabbn (~298) 

Item - 
Cultural group Black (1) 

White (2) 

Other (3) 

Total 

~ender Male (1) 

Female (2) 

Total 

Age 24 years and younger (1) 

25 - 35 years (2) 

36 - 45 years (3) 

46 - 55 years (4) 

56 years and older (5) 

Total 

st8-lO(1) 

oiptomao 

Degree (3) 

Postgraduate Degree (4) 

Total 

Less Ulan 1 year (I) 

2 - 5 years (2) 

6-10 years(3) 

11 - 20 years (4) 

Longer than 20 years (5) 

Total 

Fnxn the compilation of the study population, it is apparent, that the ma@i&y of 

participants are Black (62,3%). Gender is more equally distributed, wfttt 48,% 

consisting of males and 473% of females. The predominant secbon of the 

population falls within the age range of 2535 years (35,4%), with 23,2 % 

between the ages of 36 and 45. The majonty of the study population have 

qualifications between St 8 and 10, while 25,945 have at least a diploma. In 



respect of service years, the bulk of the population under study, range betrnreeil2 

and 5 years service (if,%). 

Measuring Instruments 

The following standardised measuring instruments were used in the empirical 

study: 

The Job lnsecunty Survey (JIS) (De Witte, 2000) was used as a measure 

of job insecurity. This eleven-item questionnaire relating to job insecurity 

was used in order to measure the perceived job insecwrty of participants. 

The eleven items of the JIS summarise both the cognitive and affective 

dimensions of job insecurity and are arranged along a 5-point scale, with 

one (1) being "strongly disagree" and five (5) representing strong 

agreement. An example of a question relating to cognitive job insecurity 

muld be, "I am sure I can keep my job", whereas an example of a 

question relating to affective job insecurity muld be, "I am worried about 

keeping my job". The items of the JIS, measuring global job insecurity are 

reported to have a Cronbach alpha coefficient of 0,92 and both scales 

(cognitive and affective) wxe shown to be highly reliable, with the six 

items measuring cognitive job insecurity, displaying a Cronbach alpha 

coefficient of 0,90; and the five items of the affective job insecurity having 

a Cronbach alpha coefficient of 0,85 (De Wdte, 2000). According to De 

W e  (2000) the amtent of these tvm scales do not overlap, but 

nevertheless, they show a high underfyrng correlation (r=0,76; pc0,0001). 

Heymans (2002) obtained an alpha coefficient of 0.81 for the JIS, while 

Elbert (2002) obtained an alpha coefficient of 0,84. 

The Minnesota Satisfaction Questionnaire (MSQ) (shortened version) 

(Weiss, Dawis, England & Lofquist, 1967) indicates how satisfied or 

dissatisfied respondents are with their jobs by asking respondents to rate 

themselves on 20 questions, using a fivepoint scale (1 = very dissatisfied 



to 5 = very satisfied). The MSQ short form measures in&im& JQ& 

satisfaction, using items such as "The chance to do things that dan't go 

against my conscience" and extrinsic job satisfacbon using items like: "The 

chance to be 'somebody' in the community" Hirschfeld (2000) found, that a 

bm-factor model (intrinsic and ex-binsic job satisfaction) is superior to a 

one-factor model (total job satisfaction). Alpha coefficients were found to 

range *om 0,87 to 0,95, which supports the internal consistency of the 

scale (Lam, Baum & Pine, 1998; Hirschfeld, 2000). Buitendach and 

Rothmann (2004) obtained a reliability coefficient of 0,82 for the extrinsic 

job satisfaction scale and 0,79 for the intrinsic job satisfaction scale. 

The Work Locus of Control Scale (WLCS) (Spector, 1988), consisting of 

16 items will be used to measure the participants' work locus of control. 

An item relating to an external wwk lours of contml would for example be, 

"Getting the job you want is mostly a matter of IudC, whereas an item 

relating to an internal work lows of control would for example be, 'If 

employees are unhappy with decision made by their boss, they should do 

something about it". According to the findings obtained by Spector (I-), 

Cronbach alpha coefficients for this questionnaire, vary between 0,75 and 

0,85, while evidence exists for the construct validity of the WLCS (Spector, 

1988). The research of Rothmann and Van Rensburg (2001) provided an 

alpha coefficient of 0,70. 

DATA ANALYSIS 

The SPSS program (SPSS, 2003) was osed to carry out the statistical analysis. 

Cronbach alpha coefficients and interitem correlations coefficients was used in 

order to determine the validity and reliability of the measuring instruments while 

desaiptive statistics (e.g. means, standard deviations, skewness and kurtosis) 

were used to analyse data. The Pearson Product Moment Correlation 

Coefficient was determined so as to indicate the extent to which one variable is 



related to another. Effect sizes were used to determine the practical significance 

of refationships between mriaBks. 

Structural equation modelling (SEM) methods, as implemented by AMOS 

(Arbudde, 1997) -re used to test the factorial models for the JIS, MSQ and 

WLCS. SEM is a statistical method that follows a hypothesistesting approach to 

the anatysis of a stnrctural theory bearing on some phenomenon (Byme, 2001 ). 

ln essence, the researcher imposes the structure of the hypothesised model on 

the sample data, thereafter testing how well the observed data fit the restricted 

structure. 

Hypothesised retationships -re tested empirically for goodness of fit with the 

sample data. The 2 statistic and several other goodness&-fit indices, which 

sum up the degree of correspondew between the inferred (hypothesised) and 

observed covariance matrices was used. If used in isolation, the 2 statistic can 

lead to certain limitations, given its sensmvlty to sample size. Researchers have 

addressed the 2 limitations by developing goodness-of-fit indexes that take a 

more pragmatic approach to the evaluation process. One of the first tit statistics 

to address this problem was the &degrees of freedom ratio (CMINtDF) 

(Wheaton, Muthen, Alwin & Summers, 1977), which is the minimum discrepancy 

per degree of freedom. These criteria, also referred to as "subjective" or 

"practical" indices of fit, are frequently used as additions to the 3 statistic. 

The Goodness of Fit Index (GFI) indicates the relative amount of the 

variancesfco-variances in the sample predicted by the estimates of the 

population. The Adjusted Goodnessofiit lndex (AGFI), which is a measure of 

the relative amount of variance accounted for by the model, corrected for the 

degrees of freedom in the model relative to the number of variables, was also 

used. The AGFI differs from the GFI in that the AGFI adjusts for the number of 

degrees of freedom in the spec1174 model, thus also addressing the issue of 

parsimony by incorporating a penalty for the inclusion of additional parameters. 



The GFI and AGFI are both classified as absolute indexes of fit because the 

basically compare the hypothesised model with no model at a l  (Hu d Seaer, 

1995). Both these indexes range from 0 to I, with values dose to 1 (i.e. 

exceeding 0,90) being considered as indicative of good fit. 

The next set of goodness-of-frt statistics can be classified as incremental or 

comparative indexes of fit. The Normed Fit lndex (NFI) is used to assess a 

global model fit. The NFI, which similarly to the CFI and TLI, is nomed to fall on 

a 0 to 1 continuum, is considered to represent the point at which the model under 

evaluation falls on a scale running from a null model to mect tit. The 

Comparative Fit lndex (CFI) also compares the hypothesised and independent 

models, but takes cognizance of sample size. Although both the NFI and CFI are 

included in AMOS output, it has been suggested that the CFI should be the index 

of choice (Bentler, 1990). The Tucker-Lewis lndex (TLI) is a relative measure of 

covariation, explained by the model, which is speafically developed to assess 

factor models (Tucker & Lewis, 1973). Although a value larger than 0,90 was 

originally considered representative of a well-fitting model, a revised c u t 4  value 

close to 0,95 has been advised (Hu & Bentler, 1999). 

As suggested by Browne and Cudeck (1993), the Root Mean Square Error of 

Approximation (RMSEA), which estimates the overall amount of error in the 

hypothesised model-data fit relative to the estimated parameters of the model, 

and the 90% confidence interval of the RMSEA, was used. The RMSEA 

essentially asks how well the model, with unknown but optimally chosen 

parameters, would fit the population covariance matrix if it were available. 

Values less than 0,051 tqxexmt good fit, and values as high as 0,08 represent 

reasonable errors of approximation in the population (Browne & Cudeck, 1993). 

Regression analyses were carried out to determine the percentage variance in 

the dependent variable that is predicted by the independent variables. A 

correlation can be better understood by determining RP (Cohen, 1988). The 



square of the correlation coefficient, indicates the proporhon of variance in m y  

tw variables, which is predicted by the variance in the uibr 

RESULTS 

Structural equation modelling (SEM) methods were used to test factorial models 

for the JIS, MSQ and WLC. Data analyses proceeded as follows: An overview of 

model fit was done by looking at the overall x2 value, together with its degrees of 

freedom and probability value. Global assessments of model fit were based on 

several goodnessd-fit statistics (GFI, AGFI, NFI, TLI, CFI, and RMSEA). 

Seaxldly, based on findings of an ill-fitting initially hypothesised model, analyses 

proceeded in an exploratory mode. Possible misspecifications as suggested by 

the so-called modification indices were looked for, and eventually a revised, re- 

specified model was titted to the data. 

Hypothesised model ofpb insecu* 

The full hypothesised 24actor model, as well as a l-factor model, consisting of all 

11 items of the JIS, was tested. Table 2 presents fit statistics for the tesi of the 

various models. 

Table 2 

Goodness-of-tlf Sfatisfics fur the J/S MWefs 

Model X' Xi ~f GFI AGFl NFI TLI CFI RMSEA 

m l l ( l - f a d ~ )  7967 1,74 0.95 0.93 0.90 0.94 0.95 0.05 
MMl(2-fador) 74,81 1,74 695 093 0,90 0,94 0.95 o,o5 

Modei2(2-fador) 42.21 1.31 0.97 0.95 0.94 0.98 0.99 0.03 



Confirmatory faclor aMjrses 

First, a unidimensional rnodel, which assumes that all 11 items of the JIS load on 

one single factor, was tested. Table 2 provides a summary of the fit statistics for 

the hypothesised omA%br model. This model revealed relatively good overall 

fit. The X2 = 79,67 (df = 44; p c 0,00), was however statistically significant. The 

other fit indices indicated relatively good fit bebeen the model and the data. 

Subsequently a two-factor model was tested. The statistically significant x2 = 

74,81 (df = 43; p < 0,00) and fd indices revealed a relatively good overall fit of the 

originally hypothesised JIS model (Model 1). 

Explaratory factor analyses 

To pinpoint possible areas of misfit, modification indexes =re examined. 

Modification indexes (MI) demonstrated misspecification associated with the 

pairing of items 1 and 3 (MI = 10,14) and items 1 and 8 (MI = 9 06). Upon 

inspecting the regression weights, it noted that item 2 delivered an estimate 

of -0.05 and consequently this item was deleted. Model 2 was respecified with 

item 2 deleted and allowing the errors of items 1 and 3 and items 1 and 8 to 

correlate. A lower statistically significant XZ = 42,21 (df = 32; p < 0,00) and ffl 

indices revealed a good overall fit of the hypothesised JIS model (Model 2). 

The structural equation modelling results provided above indicate that good fit 

was obtained for both the onefactor JIS model and the two-factor JIS model. 

However, the fit of the hm-fador model was marginally better than that of the 

one-factor model. 



The full hypothesised 2-factor model, as well as a 1-factor model, consisting of all 

&am ofthe MSQ was tested. Table 3 presents ffl statistics for the test of the 

various models. 

Table 3 

Goodness-of-M Statistics for the MSQ Models 

Confirmatory analyses 

The statistically significant: = 477.630 (df = 169; p < 0,OO) and fit i n d i i  

revealed a poor overam fit of €he originany hypomesised 2-factor model MSQ 

model (Model I), atthough the l-fador model resulted in an even poorer iit. 

Exploratory Analyses 

To pinpoint possible areas of misfit, modification indexes (MI) were examined. 

Looking at the regression wights, items 15 and 20 demonstrated compaMhiy 

low values. The standardised residual covariances confirmed the problematic 

nature of these items, with a loading higher than 2,85, and it was decided to re- 

speafy the model with these items deleted, resulting in Model 2. 

A lower but nonetheless still statistically significant x2 = 314,008 (df = 134; p < 

0,00) and fit indices revealed an improved, although insufficient fit of the 

hypothesised MSQ model (Model 2). W~ exception of the GFI and RMSEA 

values, the remainder of the indexes remained low. Modification indexes were 



examined again. Looking at the regression weigh, items 8 atxi 52 

demonstrated bw values, with standardised residual covariances loading trim 

than 2,85. Model 3 was respeded with these items deleted, as well as with the 

errors of items 5 and 6, and 6 and 11 all& to correlate, due to the 

comparatively high covariance associated with these errors. RMSEA, GFI, CFI 

and TLi indicated marginal fit, with the remainder of the indexes being deficient. 

tootang at covariances, items 7 and 13 demonstrated comparatively high 

covariance. Model 4 was respecified with these items correlated, with all indexes 

demonstrating amptable fit. 

Hypothesised model of work locus of control 

The full hypothesised Z-factor model consisting of all 16 items of the WLCS was 

tested. Table 4 presents fit statistics for the test of the various models. 

Table 4 

Goodness-of-fit Statistics for the WLCS Models 

W r2  ~ ' / d f  GFI AGF1 NFI TU CFI RMSEA 

Model 1 (1-fadof) 6i3.790 6,48 0.70 0,61 0.40 034 0.63 914 

'-1 I (2-factor) 330.1 75 2.91 0.88 0.84 0.73 0.77 0.80 0.W 

MOW 2 (2-factor) 48.805 1.22 0.97 0.95 0.93 0 9  0.99 0.03 

Confirmatory analyses 

The statistically stgniftcant = 300,175 (df = 103; p < 0,OO) and fit indices 

revealed a poor overall fit of the otiginally hypdhesised 2-factor MSQ model 

(Model I ) ,  although the 1-factor model resulted in an even poorer fit. 

Exploratory Analyses 

To pinpoint possible areas of misfit, modification indexes (MI) were examined. 

Looking at the regression weights, items 1 1, 14, 15 loaded on the external locus 



of control factor, vhereas items 6 and 13 loaded on the internal locus af lsftbol 

factor. It ~ m s  decided to re-specify fhe model wifh these items d e W :  as W N  

as with items 10 and 8,12 and 5 and 1 and 2 correlated due to the comparatively 

high covariance associated with these e m s ,  resulting in Model 2. Model 2 

indicates substantiatty improved fit of data to theory, with all indexes indicating 

good fit. 

Descriptive statistics, Cronbach alpha coefficients and the inter-item correlation 

coefficients of the JIS, MSQ, and WLCS for employees (N = 298) working in a 

gcnremment organisation, are reported in Table 5. 

Table 5 

Descriptive Statistics, Cmnbach Alpha Coefficients and Inter-Item Conelation 

Coefficients of ftn? Measuring lnshuments for employees working in a 

government organisation 

Tabk 5 stma fha! acceptable Cronbach alpha coefficients were obtained on all 

the measuring instruments, as wert as their subscales (Nunnaffy & Bernstein, 

1994). The WtCS fell slightly below the 0,70 level. All of the inter-item 

correfatim coefficients were acceptabfe (Clark & Watson, 1995). Scores on all 

the dimensions seem to be distributed normally (skewness and kurtosis were 

smaffer than one), except for the MSQ total scale, which measured at the 1,23 

level, but is still considered acceptable. The study popufation appears to 

experience slightiy higher levels of affedive job insecurity compared to their 



levels of cognitive job inseculty, as well as higher levels of intrinsic as wmp?ned 

t o e ~ p b ~  

A low count (less than *3) on the WLCS indicates an inclination towards an 

hternal locos of control, whereas a high score (more than 24) indicates an 

indination toward external locus of contrd. The sample population being at 3,19, 

indicates that in general, employees in this organisation do not lean strongfy 

towards an internal or external w r k  locus of control. 

Next, MANOVA and ANOVA analyses follows in order to determine the relationship 

between scores on the JIS and variws demographic characteristics, such as 

cotture, age, qualiications and tenure, the results of which are reported in Table 6. 

Table 6 

MANOVA - Differences in Job Insecum kvels of Demographic Groups 

Variable Value F M Den M P 
Culture 4.20 4 530 0 , w  

h e  0.95 1-66 8 506 0,11 

Quafiffcations 0.96 1 ,w 6 568 0,06 

Tenure 0.95 1,93 8 546 0.05 

*Stalisricaty si@icant diiference: p z 0.0) 

tn an analysis of Wak's Lambda values (p<0,01), statistically significant differences 

were obtained for coltwe, but not for qualifications, tenure, and age. The relationship 

between @ lnsecunty and culkne wras further analysed so a .  to determine the 

practical significance, using ANOVA, followd by Tukey HSD tests. 

The ANOVA of differences in job insecwity of the different cultural groups are 

reported in Table 7. 



iai;rie 7 

ANOVA - D&rences in h b  Insecurity Levels of CtAPwaf Gm@s 

Black Whiie Other P Root MSE 

JIS Affedive 2.69 3-07 2.85 O,W* 031 

JIS Cognitive 2.55a 2.99" 2.67 0.00" 0.72 
-SiatisticaYlysignifrcantdaference.p<oXI; 
a Practically siOnifiwd diRerences from type (im row) where b (mehnn effect d >  0.5) or c (larpe effect, d z  Q 8) are 
indicated 

Table 7 demonstrates that statistically significant diierences were obtaimed 

between the cognitive and affective job insecurity scores of the various culture 

groups. Practically sigmficant differenoes were obtained bebeen the cognitive 

job insecurity scores of the M i t e  and Black cultural groups, where the White 

participants obtained a higher mean cognitive job insecurity score as compared 

to the Black participants. 

Next, MANOVA analyses followed in order to determine the relationship betrnreen 

scores on the MSQ and various demographic characteristics, such as culture, age, 

qualifications and tenure, the results of which are reported in Table . 

Table 8 

MANOVA - Differences in Job Satisfadion t e d s  of Demograph& Grvups 

In an analysis of Wlk's Lambda values (p<0,01), no statistically significant 

differences rrrere obtained for any of the biographical dimensions. 



No significant differences were obtained between the work locus of control 

scores of participants from different cultures, of different ages and with different 

qualifications and levels of tenure. 

The correlation coefficients between the JIS, MSQ and WLCS for employees 

working in a government organisation, are reported in Table 9. 

Table 9 

Correlation Coefficients between the JIS, MSQ and WLCS 

JI C JI A JI T - I  W E  M M T  WLCS 

JI A 

JI T 

MSQ I 

MSQ E 082++* -0,27* 

MSQ T 

WLCS 

Table 9 demonstrates that practically significant negative correlations of medium 

effect were obtained between total job insecurity and total job satisfaction. 

Practically significant positive correlations of medium effect were obtained 

between work locus of control and job insecurity, as well as both its subscales. 

Practically significant negative correlations of medium effect were obtained 

between work locus of control and total job satisfaction, as well as the intrinsic 

job satisfaction subscale. 

The practically significant negative correlations of medium effect obtained 

between total job insecurity and total job satisfaction, indicate that within the 

study population, an employee with high levels of job insecurity will have lower 

levels of job satisfaction and vice a versa. These findings correlate with the 

research done by Lee and Bobko (1989), who found a significantly lower level of 

job satisfaction among employees who felt insecure, as well as with the research 



of Heany, Israel and House (1994), and Probst and Brubaker (2001), who found 

that job insecurity leads to low levels of extrinsic and intrinsic job satisfacben. 

The practically significant positive correlations of medium effect obtained 

between work locus of control and job insecurity, suggest that high levels of job 

insecurity are associated with external work locus of control. Therefore, 

according to this study, low levels of job insecurity will be associated with internal 

locus of control. This does not correspond with the findings of Elbert (2002) who 

did not find a relationship between job insecurity and work locus of control. 

The practically significant negative correlations of medium effect obtained 

between work locus of control and total job satisfaction, suggest that high levels 

of job satisfaction are associated with internal work locus of control in employees. 

Therefore, lower levels of job satisfaction are related to external work locus of 

control. Individuals with internal locus of control will have higher levels of job 

satisfaction, because they believe that their work situation could be determined 

by their own behaviour. Garson and Stanwyck (1997), as well as Judge et al. 

(1998) found that a positive relationship between work locus of control and job 

satisfaction exists, i.e. higher levels of internal work locus of control is associated 

with higher levels of job satisfaction. 

Next, a series of multiple regression analyses were performed to test whether job 

insecurity predicted job satisfaction and to test whether work locus of control 

mediates the relationship between job insecurity and job satisfaction. Baron and 

Kenny (1986) recommend three steps in order to test for mediation. According to 

these authors, beta coefficients of diierent regression equations must be 

compared. Firstly, the mediator should be predicted by the independent variable. 

Secondly, the dependent variable should be predicted by the mediator and the 

independent variable and lastly, the dependent variable should be regressed on 

the independent variable, controlling for the mediator. If all steps prove 

significant, perfect mediation holds when, controlling for the mediator, the 



independent variable does not predict the dependent variable. Regression 

analyses with cognitive and affective job insecurity as independent variabtes (net 

reported here) showed that cognitive job insecurity emerged as the only 

statistically significant predictor when both were entered into the analyses. To 

prevent multicollinearity, it was decided to use only cognitive job insecurity (and 

not affective job insecurity) in the analyses. 

The possible mediating role of work locus of control in the relationship between 

job insecurity and job satisfaction was tested (Refer to Table 10). Firstly, 

regression analyses with cognitive job insecurity as independent variable and 

work locus of control as dependent variable (not shown in Table 10) showed 

statistically significant F-values (F = 40,10, p < 0,0001). These results lend 

support to the first criterion set by Baron and Kenny (1986). Secondly, a 

regression analysis with job insecurity as independent variable and job 

satisfaction as dependent variable resulted in a statistically significant F-value (F 

= 43,66, p < 0,0001). Regression analyses with job satisfaction as dependent 

variable and work locus of control as predictor, also showed statistically 

significant results (F = 47,87, p 0,0001). These results provide support for the 

second criterion of Baron and Kenny (1986) and lastly, in order to test adherence 

to the third criterion, job satisfaction was regressed on oognitive job insecurity, 

controlling for the work locus of control, the results of which are provided in Table 

10. 



Table 10 

Regression Analysis - Cognitive Job lnsecunty and Work Locm of Cat&&: & 

Satisfaction. 

ANALYSIS OF VARIANCE 

Model 1 : Cognitive job insecurity 

R: 0.37 Source of variation df Sum of 

f?? 0.14 squares 

Adjusted Rz: 0.14 Regression 1 15,22 

Standard Error: 0,60 Residual 265 94,18 

F = 42,82 p = 0,000 

Model 2: Cognitive job insecurity and work locus of control 

Cognitive job insecurity 

R: 0.47 

R, 0,22 

Adjusted R2: 0,21 

INDEPENDENT 

VARIABLES 

Cognlie job insecurity 

Cognitive job insecurity 

Work lours of control 

Source of variation df 

Regression 2 

Residual 264 

F=11,93 p=O,OOO 

VARIABLES IN THE EQUATION 

B SEB Beta 

Sum of 

squares 

23,66 

85,74 

t 

4 5 4  

- 4 3  

-5.10 

Mean 

Square 

15,22 

0,36 

Mean 

Square 

ll,83 

0,33 

P 

0,000 

0,000 

0,000 

From Table 10, it is evident that although the regression coefficient of cognitive 

job insecurity remains statistically significant upon inclusion of work lows of 

control, the standardised regression coefficient (beta) of cognitive job insecurity 

decreases when controlling for work locus of control. Based upon Baron and 

Kenny's (1986) third criterion, which states that perfect mediation would be 

applicable when the independent variable does not predict the dependent 

variable when controlling for the mediator, perfect mediation does not apply in 

this case. However, given the reduction in the standardised regression coefficient 

(beta) of cognitive lob insecurity upon inclusion of work locus of control, it does 

appear as though proof does exist for a partially mediating effect of work locus of 



control on the relationship between cognitive job insecurity and job satisfacton. 

Cognitive job insecurity predicted 14% of the variance in job satisfactiansfactian which 

increased to 22% when combined with work locus of control. 

DISCUSSION 

The aim of the study was to investigate the relationship between job insecurity and 

job satisfaction, and to determine whether work locus of control mediates the 

relationship between job insecurity and job satisfaction. 

Structural equation modelling results confirmed the two-dimensional structure of the 

JIS, although deletion of ltem 2 and allowing Items 1 and 3, as well as 1 and 8 to 

correlate, resulted in a better fit. The deletion of ltem 2 ("There is only a small 

chance that 1 will become unemployed") is not consistent with previous research (De 

Witte, 2000). A possible reason for the problematic nature of ltem 2 may be the 

ambiguous nature of the sentence construction. Reformulation of this item may be 

required in future studies using the JIS. Regarding the MSQ poor fit was initially 

obtained. Deletion of items 8, 12, 15, and 20 resulted in better fit, as well as 

allowing items 5 and 6, 6 and 11, and 13 and 7 to correlate. Once again, the 

deletion of Items 8 ("The way my job provides for steady employment"), 12 ("The 

company policies are put into practice"), 15 ("The freedom to use my own 

judgement") and 20 ("The feeling of accomplishment I get from my job"), are not 

consistent with previous research. Regarding the WLCS, items 6 ("Making money is 

primarily a matter of good fortune"), 11 ("Promotions are given to employees who 

perform well on their jobs"), 13 ("It takes a lot of luck to be an outstanding employee 

on most jobsn), 14 ("People who perform their jobs well generally get rewarded for 

it"), and 15 ("Most employees have m e  influence on their supervisors than they 

think they do") loaded on the wrong factor, and deletion of these items resulted in 

good fit. The errors of items 8 and 10, 5 and 12 and 1 and 2 were allowed to 

correlate. 



Both job insecunty scales presented with adequate internal consistency. Inter-item 

correlations of the job insecurity scale and both its subscales were adequate. T k  

total MSQ and both its subscales presented with good inter-item correlations and 

internal consistency. The WLCS presented with a reliability coefficient slightly below 

the 0,70 cut-off point, but with an acceptable inter-item correlation average. 

Pearson product moment correlation coefficients indicated that increased job 

insecurity is associated with lower levels of job satisfaction, thus providing 

support for the first hypothesis, which states that a practically significant negative 

correlation exists between job insecunty and job satisfaction. This concurs with 

the research done by Lee and Bobko (1989). 

Job insecurity and both the cognitive and affective subscales demonstrated an 

association with external locus of controt. Higher levels of total job satisfaction, 

as well as intrinsic p b  satisfaction shomd an association with internal locus of 

control, which corresponds with the findings of Pretorius & Rothmann, 2001 and 

Salter (1999). Regression analyses confirmed the partially mediating effect of 

work locus of control on the relationship between cognitive job insecurity and job 

satisfaction, thus lending only partial support to the second hypothesis. 

Employees who experience cognitive job insecurity tend to experience lower 

levels of job satisfaction, but they also experience more a more external work 

locus of control, which contributes to decreased job satisfaction. 

Regarding job insecurity scores, it was found that White participants experience 

higher levels of cognitive job insecurity than the Black participants, thus 

upholding the third hypothesis, which states that differences exist in the job 

insecurity levels of diierent demographic groups. It was stated that it was 

expected that those employees least advantaged by Employment Equity 

legislation would experience higher levels of job insecurity than those who benefit 

from the new dispensation. This is particularly relevant in the context of this 



research, as it is noted that the white participants represent 19% of the 

population, implying that Employment Equtty is actively enfarced within the 

organisation. No significant differences w e  found between the job satisfaction 

and work locus of control scores of the various demographic groups. This does 

not support the fourth and fifth hypotheses, which are accordingly rejected. 

LIMITATIONS AND RECOMMENDATIONS 

The deletion of item from the JIS, MSQ and WLCS for reasons of model-fit 

improvement resulted in the sacrifice of model parsimony, i.e. relationships have 

been eliminated, which could be viewed as erosion in the meaning of the job 

insecurity construct. The correlated errors present another dilemma in this study. 

Generally, the specification of correlated e m  terms for purposes of model fit 

improvement is not an acceptable practice. According to Ash and Jtjreskog 

(1990), correlated error terms in measurement models are representative of 

systematic, rather than random, measurement error in item responses and may 

derive from characteristics unique to either the items or respondents, for example 

yea-/nay saying, social desirability or a high degree of overlap in item content). In 

the opinions of Bentler and Chou (1987) specification of a model that forces error 

parameters to be uncorrelated is rarely appropriate with "real" data. For this 

reason, correlated errors were allowed in this study. More research is required 

regarding the validity of the JIS, MSQ and WLCS in a South African context. 

Stratified random sampling could have been a more appropriate sampling 

method, as a gross imbalance concerning the cultural groups occurred, i.e. 185 

Black participants compared to only 56 White respondents. A further limitation of 

this study was the use of self report measures, which increases the likelihood 

that at least part of the shared variances between measures could be attributed 

to method variance (Schaufeli, Emmann & GirauR. 1993). In respect of research 

design, future studies should focus on longitudinal designs where inferences in 

terms of cause and efFect can be made. A further restriction of this study could 



have been that use was made of only one government organisation. Re&s 

within this organisation could differ from another, as a result of organmtsml 

culture. 
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COtJCtUSIONS, LIMITATIONS AND RECOMMENDATIONS 

Chapter 3 presents a disaission on the results of the research. In this chapter 

conclusions regarding the literature study and the results of the mi$&%& 

research will be made. Shortcomings of the research will be discussed, and 

recommendations for organisations and future research will be provided. 

3.1 CONCLUSIONS 

Conclusions regarding the specific theoretical objectives and the results of the 

empirical research, will be made. 

3.1.1 Conclusions regamling the specific theomtical objectives 

In line with the first specific objective stated in chapter 1, p b  insecurity, pb 

satisfaction and work locus of control, as well as the relationship between these 

constructs, were conceptualised from literature. 

Job insecurity was conceptualised from literature as being the concern felt by a 

person for the continued existence of hislher job. Job insecurity is first of all a 

subjective experience or perception. It also refers to uncertainty about future. 

Lastly, doubts concerning the continuation of the job as such are central to job 

insecwity. Within the f r a m e d  of the multidimensional view of job insecwrty, 

the concept refers not only to the degree of uncertainty an employee feels about 

his w her pb continuity, but also about the permanence of certain dimensions of 

the job. For the purpose of this study this global, two-dimensional perspectnre of 

job insecurity was adopted. The cognitive dimension relates to the perceived 

likelihood of job loss, as experienced by an employee. The affective dimension 

again revolves around the fear of job loss. A literature review further indicated 



that there is a relabonship between pb  illsecunty and job sa%%Ckm .- - 2s 

employees who feel insecure have significantly lower levefs of job saWa&m 
(Lee & Bobko, 1989) 

Job satisfaction is a complex variable and is influenced by situational factors of 

the job environment, as well as dispositional characteristics of an individual. 

Simply stated, pb satisfaction relates to the extent to w h i  people like their )obs. 

Job satisfaction can further be described as an affective or emotional reaction to 

the job, resulting from the incumbeds comparison of actual outcomes with the 

required outcomes. Job satisfaction thus, has to do with individuals' percephons 

and evaluations of their pbs, and these perceptions are influenced by unique 

circumstances such as needs, values and expectations. 

Work locus of contrd was defined as the generalised expectancy that rewards, 

reinforcements or outcomes in life are controlled either by one's own actions 

(internal) or by other forces (external). The internal pole of this continuum refers 

to the individual's belief, that outcomes are the result of internal attributes, 

whereas the external pde pertains to the individual's belief that outcomes are 

unrelated to behaviour. Garson and Stanwydc (1997), as well as Judge et al. 

(1998), found that a positive relationship exists between w r k  locus of control 

and job satisfaction. According to Bandura (1986) and Rotter (1982) behaviwr is 

the result of interadion betwen the characteristics of the situation and 

characteristics of the individual. Such interaction presents the opporhmii for 

self4evdopment, but within the recognized boundaries. Work locus of control is 

therefore not highly constrained, but has the potential to change as a result of 

environmental aspects, which is, for example, demonstrated in the research of 

Becker and m a k  (as cited in Furnham, 1998) who found that labour market 

discrimination can have a strong impact on locus of control. For this reason, it 

was expected that job insecurity will be associated with an external locus of 

control (given the feelings of lack of control over one's employment future). 

External locus of control, in turn, was expected to be associated with decreased 



job satisfaction, given that previous research linked increased job mseca!& w#i 

deaeased job satisfaction (Heany, Israel & House, 1994; Heymans, 2CKR Pmbst 

& Brubaker, 2001), as well as external locus of control with decreased job 

satisfaction (Pretorius & Rothmann, 2001). Work locus of control was thus 

expected to play a mediating role in the relationship between job insecurity and 

job satisfaction. 

3.1.2 Conclusions regarding the specific empirical objectives 

Statistical analyses confirmed the internal consistency of the three measuring 

insburrtents employed. However, one item of the JIS was removed, and the 

errors of three items were correlated in order to obtain improved fit. Regarding 

the MSQ poor fit was initially obtained and deletion of four items and allowing five 

items to correlate resulted in improved fit. Regarding the WLCS, five items were 

deleted and the errors of six items -re allowed to correlate so as to obtain 

better fit. 

The second speutic objective was to determine the levels of job insecunty, job 

satisfaction and work locus of control of employees in a government 

organisation. The study population experienced slightly higher levels of affective 

job insecunty compared to their levels of cognitive job insecunty, as well as 

higher levels of intrinsic as compared to extrinsic job satisfaction. Lastly, it was 

found that the research group did not lean strongty toward an external or internal 

locus of control, implying that they do not tend to view the outcomes of their 

behaviour as being beyond their control, or being the result of internal attributes. 

The third speutic objective was to determine the relationship between job 

insecurity and job satisfaction of employees in a government organisation. A 

practically signiticant negative relatiiship was found to exist between job 

insecunty and job satisfaction, lending support to hypothesis 1. Job insecunty 



(affective and cognitive) was found to hold 14% predictive vafue tawiwd @b 

In this research a practically significant negative correlation was found between 

work lows of control and job insecunty, implying that low levels of job insecurity 

are associated with internal locus of control. This concurs with the research 

done by tee and Bobko (1989). A practically significant correlation was also 

found between work locus of control and job satisfaction, which cwrelates with 

research done by Garson and Stanwyck (1997), as wll as Judge et al. (1998). 

The final spe&c objective was to determine whether work locus of control 

mediates the relationship of job ins- and job satisfaction. Regression 

analyses confirmed the partially mediating effect of wwk locus of control on the 

relationship betwen cognitive pb inseanity and job satisfaction, suggesting mat 

although a dired relationship exists between job insecunty and job satisfaction, 

increased job insecurtty is also associated with an external locus of control, 

which in turn is associated wrth decreased pb satisfaction . 

3.2 LIMITATIONS OF THE RESEARCH 

The following limitations can be identified in this study. 

Only one company was used in this research, which raises the possibility 

of a specsic organisationaf cufhxe influencing responses. 

0 185 participants were Black compared to only 56 M i t e  participants, 

making it impossible to test for cultural equivalence of measuring 

instruments, which is important in a South African context. 



A limitation of this study could have been the use of seff report -: 

which inaeases the likelihood that at least part of the shared u a % w i ~ ~ ~  
between measures can be attributed to method variance (Schaufeli, 

Enzmann & Girault, 1993). 

In respect of research design, future studies should focus on lon@dinal 

designs where inferences in terms of cause and effect could be made. 

The Job lnsecunty Survey could be considered as insufficient in that it 

focuses only on the prospects of losing one's job and disregards other 

sources of job insecunty as proposed by the multidimensional view of job 

inseaarty. Reward distribution, loss of promotional prospects, pay, 

autonomy, recognition and pmr communication are all possible sources 

for job insearnty. 

r The deletion of item from the JIS, MSQ and WLCS for reasons of model-fit 

improvement resulted in the saaifice of model parsimony, i.e. 

relationships have been eliminated, which could be v i d  as erosion in 

the meaning of me constructs measured in this research. 

3.3 RECOMMENDATIONS 

Recommendations are made with regard to the applicable organisation, as w11 

as with regard to future research. 

3.3.1 Recornmendations for the organisation 

White the level of job inseanity experienced by the employees in this 

organisation is not problematic, some job insecunty does exist and may need to 

be managed. Appelbaum and Donia (2000) stress the importance of 

communication in developing bust and empowerment within employees. This 



tFUst~il lensurethatempk,yeesconcentrateontheirwxkandbe~ 

pmdmkve. Kanter (1994) recommtzrids thaf companies need €a s&&h 

incentives from careers, status and pFomot'ion, to personal reputation, t- 

and challenging assignments, finding ways of making wwk challenging and 

invohnng so it becomes a source of loyally, which transMes into a new 'nd of 

seaaity. Holm and M a n d  (1999) further prepose making use of cafeef 

counsetlors as a mechanism for assisting job insecure employees. 

A#hough job satIsfact'm levels in this research should not be seen as 

cumbersome, it is however important ta note that optimum job satisfaction will be 

only to the benefrt of the company's well-being, as high levels of job satisfaction 

have been found to have a positive correlation with life satisfaction (Judge et al. 

1994), organisational commitment (Fletcher 8 Williams, 1996), and job 

performance (Babin 8 Boles, 1996). Bavendam (2000) is of the opinion that 

employees will be more satisfied when they have challenging opportunities at 

work; which includes chances to participate in interesting projects or jobs with a 

satisfying degree of challenge and opportunities for increased responsibiltty. He 

further stresses the importance of work standards in promoting job satisfaction by 

stating that employers should develop meaningful measures of qualtty and 

celebrate achievements in quality. Bavendam (2000) also mentions that 

employees are more satisfied when they have adequate freedom and authority to 

do their jobs. Employees should be allowed to have input on decisions that will 

affect them Another method of increasing job satisfaction, is for employers to 

establish genuine gmMh paths for all employees as opposed to making use of 

performance reviews, which are empty rituals, m e  embarrassing than uplifting 

and motivating. 

The research group did not lean strongly towards an internal or external w r k  

locus of control, although it was found that cognitive job insecurity contributes 

t-rd external work locus of control, which in turn is related to decreased job 

satisfadion. The organisation might find it worthwhile to invest in stimulating an 



internal locus of control amongst its employees. A person with act &es& W 

of control sees a dired cause and consequence &&mMp tMk%@m &s 

behaviour and the consequences thereof. By reinforcing behaviour in such a 

manner, employees can see a direct link between their behaviour and tke 

consequences thereof, an internal locus of control can be stimulated. 

AdditWdly, given the findmgs of this research, by stimulating an internal loafs of 

control, the negative influence of job insecrsrty on job satisfaction can be 

reduced. 

3.32 Recommendations for further research 

The relationship between job insecLslty and other variables, as well as wrk- 

retated outcomes, must be researched. Research on job insecurtty and other 

variables, must also take place within a wide range of organisations It is 

recommended that larger samples, which will pravide increased confidence that 

results wuld be consistent across similar groups, be used.. Practical 

significance should be determined in addition to statistical significance and 

adequate statistical techniques (e.g. structural equation modelling) should be 

used. It is fernmended that a more pawerfut sawing method be used and that 

longrtudinal designs be employed, so as to enable causal inferences. Making 

use of stratified random sampling rather than a cross sectional design, will 

eliminate inequalities as found in this study. 

A more comprehensive, multidimensional measure of job insecurity must be 

applied, where aspects such as loss of promotional prospects, pay and 

recognition are also taken into consideration. 

By conducting research regarding the validity and reliability of the JIS, MSQ and 

WtCS in a variety of occupational groups, nomts for occupational groups, 

professions, organisations and industries can be developed. Such groups can 

then atso be compared and Occupations that are most at risk can be identified. 



Fwther research is required into ways in which JOIJ insecurity can be effectively 

managed in organisations, particularly given the impact it has been found to have 

on wwk lows of control and p b  satisfaction. 

3.4 CHAPTER SUMMARY 

In this chapter condusions regarding the theoretical and empirical objectives 

were made. The limitations of the research were pointed out arid 

recommendations %re made for the organisation in which the study took place, 

as well as for Mure research. All theoretical and empirical objectives formulated 

for this research, have been attained. 
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