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Abstract 
This study aimed to investigate the effects of job insecurity on organizational  

commitment and job involvement, respectively, and the mediation effects of positive 
emotion thereto.  The hypotheses this research addressed are ( 1)  job insecurity has no 
significant effect on organizational commitment; (2)  job insecurity has a significant negative 
effect on job involvement; (3) organizational commitment has a significant positive effect on 
job involvement; and ( 4)  positive emotion failed to reduce the negative effect of job 
insecurity on organizational commitment and job involvement, respectively.  The results 
show that the powerlessness in job insecurity is a key factor related to organizational 
commitment and job involvement. Also, the powerlessness in job insecurity not only affects 
organizational commitment and job involvement but also affects job involvement through 
organizational commitment. 
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Introduction 

  From the financial crisis of 2008 to the current Covid-19 epidemic, Taiwan’s economy 
and labor market suffered a huge impact by the global economic and financial turbulences. 
Not only enterprises faced big challenges at any time, but also employees suffered the risk 
of losing their jobs at any time. If an enterprise is a human body, employees are all its organs. 
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The human body cannot perform its functions without well-cared heathy organs. Therefore, 
job insecurity is an issue that enterprises should pay attention to. 

  In the environment of well-developed network, current enterprises are facing the 
challenge of rapid elimination. In order to maintain their competitiveness, business managers 
are sparing no efforts to improve profits and reduce cost. As a result, it is common to hear 
about downsizing of enterprises such as restructuring or decruitment (Sanghamitra and 
Leena,2005), and these reform measures often made the internal employees of the 
organization generate job insecurity to their current work environment (Prashant, Elizabeth, 
Cindy and Victor,2004). Insecurity is the anxiety and negative emotion generated when the 
information received is psychologically uncontrollable or an objective threat is perceived 
(DeWitte, 1989). When such negative emotion is generated, the work-relevant attitudes of 
employees can be easily affected, for example, the work satisfaction is lowered due to 
reduced organizational commitment, or employee’s turnover intention is generated (Ashford 
et al., 1989). Job Involvement occurs when a job meets an individual's expectations and 
needs (Kanungo, 1982). When an individual has a sense of job insecurity, it will have a 
negative impact on the level of Job Involvement and organizational commitment, which 
further impacts employee performance. Organizational commitment and Job Involvement 
are important indicators to measure the performance of employees, and the development 
of enterprise depends on the working attitude and performance of the employees within 
the organization. As a result, the organizational commitment and Job Involvement are 
playing a significant role. Although some scholars hold that job insecurity may increase Job 
Involvement and devotion (Galup et al., 1997), most studies found that job insecurity 
lowered Job Involvement. It is believed that managers can lower job insecurity and the 
negative pressure of employees through positive incentive means, making employees 
contribute their talents in pleasant working environment, thus obtaining the Job Involvement 
and organizational commitment of excellent staff. 

  Emotion is an emotional response of the individual, so the impact of job insecurity 
on organizational commitment and Job Involvement may vary based on the emotional state 
of the individual. Managers must recognize the basic fact that not only do employees have 
different traits from each other, but even employees themselves may have different 
behaviors or psychological reactions from the past due to the influence of environment, 
family, or work. Therefore, the enterprise managers should really understand and care about 
the real thoughts and feelings of employees. This is also the purpose of this study to explore 
the effects of job insecurity and employee emotional traits on Job Involvement and 
organizational commitment through scientific objective methods. Therefore, this study has 
three targets: 
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  1. To explore the impact of job insecurity on Job Involvement and organizational 
commitment 
  2. To explore the impact of organizational commitment on Job Involvement 
  3. To explore whether emotional experience mediates the impact of job insecurity 
on Job Involvement and organizational commitment 
 

Literature Review 

  Job insecurity can be defined as the feeling of pressure that an individual feels when 
he or she is in an objectively threatening work environment and the uncertain situation 
cannot be changed after subjective cognition. Therefore, there are three dimensions for job 
insecurity, namely 1. Objectively threatening work environment; 2. Personal subjective 
cognition; 3. Powerlessness. ( Ashford, Lee and Bobko. 1989) analyzed job insecurity in the 
formula as below: 

1.「threatening feeling of change in job characteristics」=「significance of job 
characteristics」x「possibility of change in job characteristics」 

2.「threatening feeling of job change」=「significance of job change」x「possibility of 
job change」 

3.「threatening feeling of change in job characteristics」plus「threatening feeling of job 
change」then multiplied by「the powerlessness」=「job insecurity」. This definition 
incorporated the complete dimensions of job insecurity. Therefore, this study adopted the 
definition of job insecurity by ( Ashford, Lee and Bobko. 1989). What are the reasons for job 
insecurity of employees? According to the above formula, the reasons respectively are the 
threatening feeling of job change such as corporate merger, sales, decruitment, downsizing, 
restructuring and other organizational factors, threatening feeling of change in job 
characteristics such as technical change and other work conditions, and the feeling of 
powerlessness such as health, work pressure, career crisis and other personal cognitive 
factors. (Ashford, Lee and Bobko. 1989)  Greenhalgh and Rosenblatt, 1984) These reasons 
may cause negative emotions to employees. Job insecurity has another big impact, namely 
that it increases work pressure and has a negative impact on health or increases turnover 
intention of employees. Cooper and Dewa and and O’Driscoll. (2001) maintain that job 
insecurity is one of the sources for work pressure, and Greenhalgh and Rosebaltt (1984) hold 
that job insecurity may lead to turnover intention of employees. 
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  Meyer, Allen and Getlatly (1991) divided organizational commitment into three 
dimensions, namely affective, continuance normative commitments. Affective commitment 
refers to an individual’s psychological or emotional attachment to and commitment to an 
organization, while continuance commitment is an individual’s willingness to stay in the 
organization after economic benefit and invested cost considerations. Finally, normative 
commitment means that employees hold that loyalty to the organization is a value that 
needs to be obeyed absolutely due to social experience. Therefore, this study adopted the 
definition of organizational commitment by Meyer, Allen and Getlatly (1991). 

  Does hard work mean job involvement? The word “job involvement” was proposed 
by Lodahl and Kejner (1965), who defined it as the degree of personal identification with 
work or the importance of work in the self-impression, namely that the more an individual 
identifies with his work or the higher the status of work in the self-impression, the higher the 
job involvement will be. In addition, job involvement is also affected by the correlation 
between self-esteem and personal performance at work. The stronger the correlation 
between job performance and self-esteem, the higher the job involvement will be. 

  The above definition found that the formation of organizational commitment is an 
individual's attachment to the emotion and interest relationship of the organization, which 
is a positive attitude of the individual towards the relationship of the organization. However, 
when the negative emotion of job insecurity occurs in the mind of the employee, will such 
a positive attachment relationship be damaged? Sverke, Hellgren, and Na Swall, (2002) 
studies noted that after organization downsizing is implemented, the job insecurity of the 
remaining employees will increase, and the organizational commitment and trust in the 
organization will gradually decrease. In addition, Sverke et al. (2005) also found that the 
formation of job insecurity decreases organizational commitment. also hold that when 
employees perceive that they may lose their job security in future, they will have feelings 
of job insecurity, which will lower their organizational commitment to the organization. 
Therefore, this study re-verified the relationship between the two variables, thus proposing 
the hypotheses as below: 

Hypothesis 1: Job insecurity has a significant negative effect on organizational commitment 

  Rosenblatt and Ruvio (1996) studies found that the formation of job insecurity has 
an impact on job involvement of employees. Kuhert and Palmer (1991) conducted a study 
on part-time and full-time employees, and this study found that job insecurity had a 
significant negative effect on job involvement, even though most studies found that job 
insecurity caused by different types of employees has different effects on job involvement. 
However, such different effects must have been affected by mediation variables. This study 
is to control these mediation effects. Therefore, this study is to re-verify the relationship 
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between two variables, thus proposing the hypotheses as below: 

Hypothesis 2: Job insecurity had a significant negative effect on job involvement 

  Steers (1977) pointed out that organizational commitment has multiple functions, in 
which members with high organizational commitment have higher job involvement. Mathieu 
and Zajac (1990) studies indicated that the better the working conditions, the more willing 
employees are to make contributions to the organization and effectively establish intimate 
relationships, thus improving organizational commitment and facilitating the promotion of 
employees' job involvement. Clinebell and Shadwick (2005) studies also found that 
employees' trust and dependence on the organization produce organizational commitment, 
which has the effect of increasing job involvement. 

  This study held that organizational commitment generally includes employees' 
compliance with the norms, emotional identification and the continuance of interest 
relations, while job involvement is limited to the degree of job identification and dedication. 
Therefore, organizational commitment should have a significant positive impact on job 
involvement. Therefore, the following hypotheses are proposed in this study: 

Hypothesis 3: Organizational commitment has a significant positive effect on job 
involvement. 

   According to hypothesis 1: job insecurity has a significant negative effect on 
organizational commitment and hypothesis 3: organizational commitment has a significant 
positive effect on job involvement, it can be deducted in hypothesis 4 that job insecurity 
has a significant negative effect on job involvement through organizational commitment. 

  Ellis (1979) held that emotion is a complex state after the integration of human 
behavior reaction and perception, that is, a state of cognition-perception. maintained that 
emotion is a kind of self-feeling, which is the internal consciousness response of individual 
triggered by the stimulation of external environment or the interaction with others. Brave 
and Nass (2003) proposed that emotion is the response to personal goals and needs or 
concerns, which includes physiological, emotion, behavior and cognition. Therefore, it can 
be known that emotion is a response triggered by the stimulation of external factors, such 
as the environment and the behavior of others, and there will be different types or degrees 
of response due to different cognitions of individuals.  

  The literate showed that individuals with positive emotional traits have a strong 
ability to adjust to negative emotions, positive emotions can also eliminate the original 
negative emotions, and the experience of cultivating positive emotions can improve the 
response to negative emotions Fredrickson (2002). In addition, according to Folkman and 
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Moskowiz (2000), the tension of the individual in the stress can be reduced through positive 
emotion, including positive re-evaluation, problem-oriented solution and granting optimistic 
meaning to the occurrence of events. The above study results showed that job insecurity is 
also a kind of negative emotions, which is an individual’s feeling of stress and anxiety and 
then shows a negative impact on organizational commitment and job involvement. From 
another point of view, individuals can be motivated to perform better at work through benign 
stress. However, most of the effects of stress and anxiety on individuals are negative, and 
excessive stress is more likely to cause physical discomfort. The individual's response to 
pressure often varies due to the individual's different feeling degrees of pressure or 
frustration tolerances. Whether employees with positive emotional traits can reduce the 
negative effect of job insecurity and then rethink the correct actions to take for their jobs 
and organizations. For enterprises, whether employees have positive emotional traits should 
also have a mediation effect on the impact of job insecurity. Therefore, this study proposed 
the hypotheses as below: 

Hypothesis 5: Positive emotion mediates and reduces the negative effect of job insecurity 
on organizational commitment. 

Hypothesis 6: Positive emotion mediates and reduces the negative effect of job insecurity 
on job involvement. 

Research method 

  The questionnaires were distributed to full-time workers in the private sector, as 
employees in the public sector or organizations have more job security and less job 
insecurity. A total of 400 valid questionnaires were distributed, and 400 valid questionnaires 
were collected. The questionnaires were numbered, archived and analyzed using SPSS 
software. 

  According to the Job Insecurity Scale proposed by Ashford and Bobko (1989), there 
were 57 questions in total. Analysis results showed that the Cranach’s α in the Job Insecurity 
Scale is 0.835, and the reliability coefficient is within a good range, indicating that the scale 
has internal consistency. However, the huge number of questions may affect the willingness 
and correctness of the subjects, and most researchers use the narrow sense of job insecurity 
such as job loss, as the measurement basis of job insecurity. Considering this fact, this study 
adopted the Job Insecurity Questionnaire proposed by Ashford (1989), which included threat 
of job loss and perceived powerlessness to counter the threat (the threat of change in job 
feature has been eliminated). 「Degree of concern after job loss」, which integrated the 
likelihood of job loss and the importance of job loss originated from the threatening feeling 
of job loss, was measured as a job insecurity questionnaire, so as to improve the willingness 
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of participants to fill in the questionnaire. Likert 5-point scale was used in the questionnaire 
statistics, and finally the overall job insecurity score was calculated according to the 
following formula. 「Occurrence of job loss and degree of concern」, namely
「threatening feeling of job loss」, multiplied by「the perceived powerlessness」to 
counter the threat = 「the job insecurity」. 

  The study adopted the Three-Construct Organizational Commitment Questionnaire 
developed by Meyer, After reliability testing, the questions with low reliability were deleted, 
the reliability of each construct was between 0.791 to 0.808, and the entire-construct 
reliability reached 0.857. 

Job Involvement 

  This scale had three constructs: vigor, dedication and absorption (Schaufeli and 
Bakker, 2003). Each construct had three questions using Likert Type 7-point scale for scoring. 
Participants answered the questions according to their actual situations, and the coefficient 
of internal consistency (Cronbach α) was 0.942. 

  The coefficient of internal consistency (Cronbach α) in this scale reached 0.93, and 
the reliability of each construct of the scale rose from 0.86 to 0.92, indicating that this scale 
has a high level of reliability. 

Research Results 

  Reliability analysis-This study adopted the Cronbach α coefficient to test the 
consistency between the constructs of the questionnaire, see Table 1 for research results. 
In the job insecurity construct, the threatening feeling of job loss and the powerlessness to 
counter the threat were tested for consistency respectively. 

Table 1 Reliabilities of Scales  
Scale Options Cronbach α 

Job Insecurities 1~13 0.88 
-Threatening feeling of job loss 1~10 0.92 

-Powerlessness to counter the 
threat 

11~13 0.82 

Organizational commitment 1~15 0.76 
Job involvement 1~9 0.95 
Positive emotion 1~19 0.82 
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 Correlation analysis-Correlation analysis is to study the correlation between the 
variables in the research framework, a positive value indicating a positive correlation, a 
negative value indicating a negative correlation. See Table 2 for the variables of this study 
such as population statistics, job insecurity, organizational commitment, job involvement 
and positive emotion: 

Table 2 Correlation Analysis 

 ME
AN 

SD A B C D E F G H I J K 

Gender(A)              
Age(B)   -.10           
Marriage 
(C) 

  .12
* 

.37
** 

         

Educatio
n(D) 

  -.21
** 

-.10 -.06         

Tenure(E)   -.01 .59 .31 
* * 

-.08        

Position(F
) 

  -.21
** 

.31
** 

.15
* 

.19
** 

.26
** 

      

Industry 
(G) 

  .10 -.13 -.05 -.14 -.04 -.13      

J o b 
insecurity 
(H) 

7.8
6 

3.
41 

.09 -.09 -.02 -.11 .00
3 

-.20 
* * 

.11     

Organizati
o n a l 
commitm
ent(I) 

3.1
7 

0.
58 

-.05 .06 .20
** 

-.16
* 

.13 .20
** 

.11 -.02    

J o b 
involvem
ent(J) 

4.4
8 

1.
01 

-.04 -.04 .03 -.03 -.09 .16
* 

.06 -.35
* * 

.46
* * 

  

Pos i t i ve 
emotion 
(K) 

3.2
7 

0.
39 

.02 -.08 .06 -.09 -.06 -.06 .01 -.37
* * 

.25
* * 

.52
* * 

 

* * P<p<.01 * p<.05 (The mean and standard deviation are not calculated because 
the survey is conducted in the range of age and tenure.) Data source: the materials 
arranged in this study. 
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 This study tested the correlation between the two variables in the research 
framework by Pearson Correlation Coefficient. It can be known from Table I that marriage is 
positively correlated with organizational commitment (r=.20, p<.01); education is negatively 
correlated with organizational commitment (r=-.16, p<.05); the supervisor-level position is 
positively correlated with organizational commitment and job involvement but is negatively 
correlated with job insecurity (r=.20, p<.01; r=.16, p<.05; r=-.20, p<.01), namely that a married 
participant had a higher organizational commitment and a participant with high educational 
level had a lower organizational commitment. The supervisor-level participant had a higher 
organizational commitment and job involvement but had a lower job insecurity. 

  However, among the measured variables, job insecurity showed a significant negative 
correlation with job involvement and positive emotion (r=-.35, p<.01; r=-.36, p<.01); 
organizational commitment showed a significant positive correlation with job involvement 
and positive emotion (r=.45, p<.01; r=.25, p<.01); job involvement showed a significant 
positive correlation with positive emotion (r=.51, p<.01), and only the job insecurity showed 
a negative correlation with organizational commitment (r=-.02; p>.5) but the correlation was 
not significant. In the analysis of common method deviation problem, the analysis results 
were divided into 10 factors, the maximum explicable variation was 26.994%, and no 
common method deviation problem occurred. 

Regression Analysis of Variables 

  In order to further explore the significant correlation between job insecurity, 
organizational commitment and job involvement, this section adopted the hierarchical 
regression analysis method, used gender, age, marriage, education, tenure, supervisor-level 
title and industry as control variables, and then added positive emotion as an extraneous 
variable to analyze the interaction effect between the variables. Analysis results showed 
that the marriage and job title in the population statistics variable had a significant positive 
effect on organizational commitment (β=0.182,t=2.487,P=.014<0.05;  
β=0.242,t=3.282,P=.001<0.01), indicating that married or supervisor-level employees had a 
higher organizational commitment while the degree of education had a negative effect on 
organizational commitment (β =-0.193, t=-2.724,P=.007<0.05), that is to say, the higher the 
degree of education is, the lower the organizational commitment will be. The results of 
hypothesis 1 was obtained that job insecurity had no significant negative effect on 
organizational commitment (β=-0.016, t=-.234, F=3.785, P=.815>0.05), therefore hypothesis 
1: job insecurity had a significant negative effect on organizational commitment was false. 
According to hypothesis 1, the hypothesis 4: job insecurity had a significant negative effect 
on job involvement through organizational commitment was false, and the hypothesis 5: 
positive emotion mediated and reduced the negative effect of job insecurity on 
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organizational commitment was also false. 

  In order to test the associations between job insecurity, job involvement and positive 
emotion, research results also found that the job title in the population statistics variable 
had a significant positive effect on job involvement (β=0.229, t=-2.970, P=.003<0.05), namely 
that supervisor-level employees had a higher job involvement; job insecurity had a significant 
negative effect on job involvement (β=-0.344, t=-5.086, P=.000<0.001), namely that job 
insecurity had a significant negative effect on job involvement. The higher the job insecurity 
is, the lower the job involvement was, that is to say, the hypothesis 2: job insecurity had a 
significant negative effect on job involvement was true. 

  In the process of studying whether positive emotion mediated the negative effect 
of job insecurity on job involvement, the collinearity statistic VIF value was 10.323, which 
was a collinearity problem. Therefore, the population statistic variable, independent 
variable, dependent variable and mediation variable were standardized, and then the new 
β= -0.074, t=-1.095, and VIF value was 1.069, which had no collinearity problem and also 
had no significant effect. Therefore, the hypothesis 6: positive emotion mediated and 
reduced the negative effect of job insecurity on job involvement was also false. 

  Research results showed that organizational commitment had a significant positive 
effect on job involvement (β=0.466, t=6.904, P=.000<0.001), namely that hypothesis 3: 
organizational commitment had a significant positive effect on job involvement was true. 

  This study adopted the Job Insecurity Questionnaire proposed by Ashford (1989), 
which included the threatening feeling of job loss and the perceived powerlessness to 
counter the threat. The factor analysis was conducted for the Job Insecurity Questionnaire 
Scale. KMO value was 0.847, which was higher than 0.8, indicating that the factor analysis 
can be performed. Analysis results showed that the factor analysis can be divided into 3 
constructs, in which the threatening feeling of job loss can be further divided into loss of 
job itself and loss of job features as two constructs, and the third construct was to measure 
the powerlessness to counter the job insecurity. The absolute value of the factor load of 
the questions after rotation axis was all larger than 0.5, the cumulative explicable variation 
was 73.84%, and the component characteristic value of the three constructs was all larger 
than 1, indicating that the factor structure was benign. 

  This questionnaire divided job insecurity into the threatening feeling of job loss and 
the powerlessness to counter the threat, and further analyzed the effects thereof on 
organizational commitment. The analysis results discovered that the powerlessness to 
counter the threatening feeling of job loss had a significant negative effect on organizational 
commitment (β=-0.209, t=-3.107, F=5.173, P=.002<0.01). Therefore, it can be known that the 
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higher the perceived powerlessness is, the lower the organizational commitment will be, 
indicating that the job insecurity had an effect was true. 

  Examinations were made about whether positive emotions can mediate the negative 
effect of powerlessness on organizational commitment. The results found that positive 
emotions mediated the negative effect of powerlessness on organizational commitment 
(β=0.260, t=2.041, F=5.137, P=.043<0.05). Therefore, powerlessness had a negative effect on 
organizational commitment, and positive emotions mediated such negative effect. As a 
result, hypothesis 1 and hypothesis 5 were partially true. 

  It was not possible to analyze whether positive emotions mediated and reduced the 
negative effect of job insecurity on job involvement due to the collinearity problem. 
However, this section reanalyzed whether positive emotions mediated the effect of 
powerlessness on job involvement. The analysis results found that powerlessness had a 
negative effect on job involvement (β=-0.402, t=-6.088, P=.000<0.001) and positive emotions 
mediated the negative effect of powerlessness on job involvement (β=0.680, t=5.853, 
P=.000<0.001). However, the collinearity test concluded that VIF value was 3.851, the 
collinearity was still high, and therefore, the variable analysis results after standardization 
showed that β=0.021, t=0.321, and VIF value was 1.038. There was no collinearity problem, 
but the mediation effect was not significant. 

  Although hypothesis 4: job insecurity had a significant negative effect on job 
involvement through organizational commitment was false, the powerlessness in the job 
insecurity had a significant effect on organizational commitment (β=-0.209, t=-3.107, 
F=5.173, P=.002<0.01), and organizational commitment had a significant effect on job 
involvement (β=0.466, t=6.904, P=.000<0.001). In addition, this study examined whether 
powerlessness affected job involvement through organizational commitment by regression 
analysis and structural equation modelling (SEM). It examined and deducted the direction 
relationship and mediation effect between the variables by regression model, and then 
analyzed the concrete relationship between the variables. 

  According to the methods of three conditions must be met to examine whether 
variables had mediation effect by regression analysis: 

  1. Independent variable and mediation variable must have a significant relationship 
with dependent variable respectively and separately. 

  2. Independent variable must have a significant relationship with mediation variable. 

  3. After mediation variable was added into the regression formula of independent 
variable and dependent variable, the effects of independent variable, which used to be 
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significant, changed to insignificant, concluding that the mediation variable had full 
mediation effects; if the effects of the independent variable, which used to be significant, 
were still significant, concluding that the mediation variable had partial mediation effects, 
and the independent variable had both direct and indirect relationship with the dependent 
variable. This study examined the mediation effects in hypothesis 4 according to the above 
steps, which examined the relationship between powerlessness, organizational commitment 
and job involvement. The analysis results were as below, in which both powerlessness and 
organizational commitment had a significant relationship with job involvement (β=-0.42, 
P=.000<0.001；β=0.46, P=.000<0.001), therefore, the condition 1 was met, and the 
condition 2 was also met, namely that the powerlessness also had a significant relationship 
with organizational commitment (β=-0.25, P=.000<0.001); finally the organizational 
commitment was added into the regression model of powerlessness and job involvement 
(β=-0.38, P=.000<0.001), and the results found that the significant effect of powerlessness 
on job involvement still existed but the degree of significance decreased (β=-0.33, 
P=.000<0.001), β value decreased from -0.42 to -0.33, concluding that the「partial 
mediation effects」in the condition 3 were met. It can be confirmed that the powerlessness 
had a direct impact on job involvement and also had an indirect impact on organizational 
commitment, which further produced an indirect impact on job involvement. 
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