
CHAPTER 2.

STRESS THEORY

A conceptualisation 01 stress

Stress has Increasingly come to be' regarded as an Integral part of everyday
experience of modern living. People appear prone to perceive stress in a
variety of situations and to see it as contributing to many forms of dysfunctions
(Monroe & Roberts, 1990). This general perception is not only due to structural
changes that have taken place In SOCiety,but also largely to the success of the
diffusion of the various themes of stress ccnveyed by research, Accordingly,
the association between stress and illness now has an established position
within both the popular and 5clentlfic Imaginations (Pollock, 1988).

The omnipresence of stress In the lives of people has necessitated an
understanding of the construct In a more rigorous scientific sense (Mamas &

Roberts, 1990). However, this is yet to be achieved. Review articles of stress
traditionally begin with pointing to the existing controversy over the concept of
stress (Vlngerhoets & Marcelissen, 1983). Stress research has been hindered
by problems In defining and measuring the construct (Kasl, 1987; Newton,

1989), to the extent that the study of stress has been plagued by an
Inconsistent and potentially confusing use of terms to denote variables In the

stress process (Lazarus, 1993).

EVen though there are a multitude of ways in which stress may be defined,
most clofinltlons of stress fall Into one of three categories: a response definition,
stimulus definition, and an lnteractlonlst definition. These categories reflect

contact with different domains of stress (Edwards, 1992; Rice, 1992), yet each
should be considered to gain an adequate undert1tandlng of the stress concept

(McGrath, 1970).
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To address the issue of stress, a theoretical framework of stress and the

approach of the present study to stress is delineated in Chapter 2. In Chapter
3, an outline of change is presented with its relevance to South Africa, and the
link between stress and change IS demonstrated. Tho fourth chapter introduces

the importance of perceived job insecurity to the study of stress and change,

and Illustrates Its potential as a mediator. In Chapter 5, some stress reactions
common to t.M process of stressful change and job insecurity are reviewed.
The aim and rationale of the current research, as well as a proposed model to
be tested, are presented in Chapter 6. The method and statistical analysis are

discussed in Chapter 7, and in Chapter 8, the results of the present study are
presented. Finally, in Chapter 9, the results ~nd theoretical and practical

Implications are addressed, limitations acknowledged and areas for future
research in It)S field of stressful change and job insecurity are suggested.
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CHAPTER 1.

INTRODUCTION

Change has been an Issue to reckon with since early times. At the beginning
of the seventies, author Alvin Toffler (1970) popularised a term that descrlbea
the potentially debilitating effects of major change. He wrote about a state of
future shock which has enveloped people as they move through a time
characterised by adapting to changes occurring at an ever-accelerating speed

and unprecedented Impact. He saw changf'i as a concrete force that reaches
deep Into the personal lives of people and confronts them with the danger of
psychological symptomatology. Recently, the literature has witnessed the
reemergence of the Importance of the relation between chan~. and stress for

Individuals. Stress has surfaced as a major feature and problem of everyday
life, threatening Individual, organisational and societal health {Cooper &

Cartwright, 1994}. This reemphasis an stress and change comes at a time
where society is undergoing mass changes occurring at an unprecedented pace
(Conner, 1993). This is of particular relevance to South Africa, since It is
presently subject to drastic changes on the political, social and organisational
fronts (Gxwala, 1995; Mdongo, 1995; Werth, 1994). The Implications of such
change on employees in organisations Is twofold. Firstly, changes are

perceived as disruptive and demanding, leading to stress reactions among
individuals (Ashford, 1988; Callan, 1993; Coetsee, 1993; Nelson, Cooper &.
Jackson, 1995), Secondly, changes are seen as comprising threat and

uncertainty, leading to perceptlona of job Insecurity (Ashford, Lee & Babka,

1989; Dekker & Schaufell, 1995; EarnshC1w,Amundson & Borgen, '1990). Job
Insecurity in turn has a potent effect as a stressor, Increasing Individuals' stress
reactions (BargAI, Back & Arlav, 1992; Roskles & toius-ouenn, 1990; Roskles,

touls-ouerm & Fournier, 1993). These acknowledgements af theory have led

to the development of the causal modal In the present study, which explores
the relationships between stressful environmental change, job Insecurity and

stress reactions.
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ABSTRACT

Tile aim of the present study was to develop and evaluate a process model linking

stressful environmental change, perceived job insecurity and stress reactions, A

review of the IiteratLJre revealed that stressful changes in the environment are

linked to individual stress reactions, Stress theory has also recognised that

appra.sal of a stressrut situation leads to stress reactions, Moreover, the literature

has identified job Insecurity as a form of appraisal in that it is an internal event

reflecting., transformation of beliefs about what 's happening in the orqanisation

and environment. Job insecurity in turn has been shown to result in various stress

reactlons it, individuals, Based on such research and theorising, a causal model

was developed and tested using structural equation modeling techniques, It was

assessed whether: str .3sfulenvironmental change impacted upon stress reactions

and job insecurity; job insecurity impacted upon stress reactions; and whether Job

insecurity operated as a form of appraisal in mediating the rela.tonshlp between

stressful environmental change and stress reactions, The Independent variable,

stressful environmental change, was specified as a common factor ofthe measured

variables, political change, social change and organisational change, The

proposed mediator variable, job insecurity, was specified as a common factor of the

measured variables perceived threat to total job multiplied by powerlessness, and

perceived threat to job features multiplied by powerlessness, The dependent

variable, stress reactions, was specified as a common factor of the measured

variables psychological distress, job dissatisfaction and reduced organisational
I

commitment. The model was tested empirically using a combined sample of 267

subjects from three organisations, Results indicated that all relationships In the

proposed model were confirmed, and that a reasonable fit was demonstrated

between the empirical data and the theoretical model. Stressful environmental

change was causally related to both stress reactions and Job insecurity, Job

Insecurity was causally related to stress reactions, and in addition operated as a

partial mediator between stressful environmental change and stress reacdons.

ConceptLlal and methodological reasons for the findings are discussed, as well (:IS

some theoretical and practical implications, Limitations in the methodology are

identified and future considerations of research are suggested,
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individuals (Vessel, 1987). In addition, It has 'Jeen stated that conventlonal llte
event studies assume that there Is a direct cause and effect relationship
between life events and Illness. "hls also disregards appraisal as It views the
person as being esse('lt!ally out 0 control of what happens, rather than being
an agent capable of action and reaction (Pollock, 1988).

Even though It is acknowledged that individual ratings of life events may not tell
us very much about the total meaning of a life event for a person (as one
needs additional Information such as circumstances under which the event
occurred, reasons why event Is sigl1ificant etc.), it is also recognised that this
can only be obtained by an in-depth examination of the personal experience of
life events which can only be done on an Individual basis using, for example,
Interviews (Vessel, 1987). However, separate ass ssment of positive and
negative life events and individualised ratings of the impact of events, infers
that life event stress considers that the same event can be interpreted
differently by diff~rent individuals, and that it is I10t assumed that any event
represents an eG''~tl amount of stress for different Individuals. Hence, the
stressfulnese of life events does depend not on the occurrence of an event and
the resulting life changes, but also on the subjective evaluation of the events
Impact on an individual's life. This differentiation of events according to their
psychological meaning, Is similar to the stress model of Lazarus, in that the role
of psychological processes in mediating between the environmental stimulus

{:lnd stress reactions Is emphasised (Aro & Ht3nnlnen, 1984).

Dissatisfaction has been expressed <lit the failure of the trait paradigm In life
event research (L -srue &. Follcnan, 1984). Yet, as Emmons (1991) notes,
there has been an abundance of evidence pointing to the usefulness of traits
as moderators in life events research. Recent life event research has
acknowladged tile differential Impact of life events on Individuals (Perkins,

1982), and recognised that the lmpaot of most environmental events will vary
with factors such as individual (Jltf~rt-Jncesin vulnerability and resources

(Dohrenwend & Shrout, 1985). Life event researchers have demonstrated that
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However, the duration and intensity of cl"langElwas emphasised as the critical
variable regardless of whether Itwas caused by desirable or undesirable events
(vessel, 1987). This generalisability of objective ratings assigned to each life
event and the assumption that change Is stressful regardless of desirability has
been criticised (Zimmerman, 1983). This Is because life change was
conceptualised as a unidimensional concept referring only to the quantity of life
change required by an event, and not to the qualttauve nature of an event.
Thus, the adverse consequences Involving stress depend not only on the
number of events and the magnitude of changes they entail, but on the quality

of eventful change as well (vlnokur & Selzer, 1975).

Sarason, Johnson and Siegal (1978) made further developments and produced
the Life Experience Survey (LES) which allowed for separate assessment of
positive and negative life experiences and Individualised Iatlngs of the Impact
of events. The utilisation of this measuring Instrument rendered results that

support that negative or undesirable life events have a more detrimental effect
on individuals than do desirable events In terms of the degree of stress created

(Sarason et al., 1978). Subsequent studies have conSistently shown that
undesirable or negative, but not positive, events are related to a variety of
stress reaeucns (Aro & Hannnen, 1984; Shaget & Allie, 1989; Bhagat,
McQuaid, Lindholm & Segovls, 1985; GIllis, 1992).

Criticisms of the life event approach

Life event theory has been crltlclned on the basis that It does not focus enough

on thE!meaning of events for Individuals (Pollock, 1988), as H only measures
the extent to which the demand Is present and not how the demand Is
evaluated. By doing this It over-simplifies stressor measurement by ignoring
the process of appraisal which Is conceptually at the core of stress research
(Dews, 1992). Furthermore, the a priori categorisation of life events (e.g ..
desirable or undesirable) Is rejected as the measurement of stress must take
Into account that the same event can be experienced differently by different
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economic news or threat of war. Some of these life events are 'negative' in a
sense that they are typically socially undl:lsired, while others are socially desired
and therefore 'positive'. In elmer case, they require adaptation and change on
the part of the Individual experiencing them (Miller, 1989). The Impact of life
events is presumed to be additive, In that the more events the individual

experiences, the greater the amount of adaptive behaviour required, and the
greater the effect on the individual (l.atack, 1984; Rabkin & Streunlng, 1976).
Excessive changes are said to hamper individual adjustment efforts, and result
In strain manifested in disturbed physiological and psychological reactions
(Tholts, 1983).

Researchers have assessed how life events are experienced by measuring the
amount of stress associated with different events by asking Individuals to rate

lists of life events (Miller, 1989). The widely used Social Readjustment Rating
Scale (SRRS) developed by Holmes and RahEl (1967) Is Illustrative of this
approach, In that it Is able to quantify the amount of readjustment required by
Individuals to cope with lifu events, 'by allowing Individuals to respond by rating
a series of events according to the relative degree of adjustment required.
Holmes and Rahs (1967) define socla' readjustment as the amount and
duration of change In an individual's accustomed pattern of life resulting from
various life events, Thus, social readjustment measures the Inienslty and

length of time necessary to accommodate to a life event.

Holmes and Rane's (1967) premise made no reference to individuals'
perceptions of the desirability of events, and viewed Individuals as passive

homocenous victims to life, without any volition to act on the environment which
causes such "'ardr;hlps (Nelson at 81., 1995). Consequently, Holmes and
Masuda (1974) constructed the Schedule of Recent Experiences (SRE) which

not only askec whether subjects hade experienced a specific event, but also

asked on how many occasions that event was experienced. It was assumed
that life events provoke a change In an Individual's habits that require
adaptation that usually Is not part of the Individual's everyday life repertoire.

13



stressor and the perceptual appraisal of the matrix (Schafer & Fals-Stewart,

1991), and thus segregates environmental input and perception (Monroe &

Roberts, 1990).

Life event stre.§§

Some researchers In the field of stress have concentrated on an aspect of the
area known as life events (Dohrenwend & Dohrenwend, 1974). These
researchers share two sets of concerns that give their work unity. Firstly, they

focus on a class of stressful stimuli or situations called life events. I.lfe events
are a cluster of social events or any sat of circumstances whose advent
requires substantive change in an individual's ongoing life pattern (Holmes &

Rahe, 1967). These life events sre a class of stressful stimuli or situations to
which nearly everyone Is exposed, to a greater or lesser extent, In the course
of life (Oohrenwand & Dohrenwend, 1974), and of which are of some major
significance to the Individual (Russell & Davey, 1993). They Include
experiences such as rnarrtage, birth of a child, death of a lovec one, major
change in financial status, change of residence, change of job and ::;0 on
(Steffy, Jones & Noe, 1991). The second focus shared by researchers In this
fiold is the general hypothesis that stressful life events play 81 role in the
aetiology of physiological and psychological disorders (Dohrenwend &

Dohrenwend, 1974; kabkln & Streunlng, 1976; Rus~1ell& Davey, 1993).

Theoretical Issues In the fleld

According to Russell and Davey (1993), life events can be concmptuallsed at
three basic levels. At the micro-level, the fOCLJS Is on the day-to-day minor
streasors that people experience such as arguments or traffic jams. Life events
ara also understood In terms of life changes of some major significance ~otho

Indlvld'Jal such as events like marriage and serious financial probtems. Life

events may also be conceptualised at the macro-level in terms clf events that
have their Impact on society at large end then on the Individual, such as bad

12



or outside the control of the individual), By rneasurlnq tho important objective

characteristics of the events and socla: situation, tt1(~individual's perceptions of
these events and situations, and the relevant perscnality variables, one may
ascertain whether these perceptions are cetermmed by the objective

characteristics of the event as opposed to personal dispositions, or by an

interaction of the two. H",I ..vUV" since Lazarus et al. (1985) do not. separate

events and reactions to events in their stress measure, this aim cannot be

achieved (Dohrenwencl & Shrout, 1985).

Other researchers 118ve also argLJed lil favour of the use of objective
measurements. It has been proposed that {wen though the importance of an
It'ldividual's perceptual appraisal of the stress process is intuitively Elppealing,
the interactional model poorly defines constructs and allows for CJverlarlping

measurement. When terms overlap In opercflcneltsation, such that tho
measures of each defil,ed variable are correlated at a leve! proc!u(ling clear

distinction, validity is violated and the retatlonshlp between the independent and
dependent variables are both statistically and conceptually unlnterpretable
(SCl10fer & Fals-Stewart, '1991). In addition, In order to address important
theoretical and practical issues about how environmental events contribute to
outcome measures, their measurement must be as independent as possible
(Ganster & Schaubroek, 199'1; Green, 1980). This 1&because it has been

difficult to identify and agree upon a criterion for Identifying the presence of the

state of stress anc then cmlibr<:ltingits intensity and du-aucn. One should thus

try to improve on eXistlt1g methods by Identifying link;ages between

environmental exposure anc health outcomes as clearly as possible by using
objective parameters. Tills may raid in increasing our chances of dGlmonstrotlng
that such linkagos represent cause-effect relationships (Kmsl, 1987).

Progress on the understanding of stress may be made from being precise

about the extent to which stress is determlned by objectivEl events and by

appraisals (GI"SC3,', 1gali). Hence, t~lere Is support for the life event approach,

since life event scales incorporate both a stimuli-matrix of the environmental

11



urged researchers to measure stress by means of pure environmental events,
uncontaminated by perceptions, appraisal or reactions (Dohrenwend & Shrout,
1985). Lazarus et al. (1985) oppose tills notion and argue that by doing this,
one abandons the insight that there are no environmental stressors without
vulnerable people whose resources Influance whether they will experience
stress, the form It will take and Its outcomes. They concluded thlat no
environmental event can be Identified as a stressor independently of Its
appraisal by the person, and that there is no way to define an avant as a
stresscr without referring to the properties of the person that make them more
vulnerable to that event.

Dohrenwend and Shrout (1985) have stated that pure environmental events
uncontamtnated by perceptions, appraisals or reactions should be measured,
as by objectively measuring stress one can avoid operational co ilding.
They objected to the measure of stress utilised by the lnteracuonlst approach,
as developed by Lazarus et al, (1985), on the basis that it contained symptom
like content, and the Instructions an'd response alternatives constituted a major
way In which the Items in the measure could become confounded with
psychological symptoms. Dohrenwend and Shrout (1985) continued that they
nave recognised that the Impact of environmental events vary with such factors
as individual differences In vulnerability, In personal agendas and In resources.

In fact, they described the streas process as consisting of three main structural

components. Firstly, recent events that occur within a relatively brief time

Interval. Secondly, the ongoing social situation, that Is the kinds of things that
have a current Impact such as social support networks or a noxious work
environment. Thirdly, personal dispositions whlCI1 tnclude genetic
vulnerabilities, health and personality variables. They continued that the
underlying theme central to ul1derstandlng the processes involved Is the
problem of determining the extent to which personal dispositions and social

circumstances predict ways of coping with life events. The ways of coping to
be predicted would InclLlde perceptions or appraisals of various dimensions of
an event or situation (e.g., whether occurrence of the event Is seen as within

10



report measures, subjects may be able to provide more valid reporting on the

stress of their lives (e.g., Gorman, 1993; Zimmerman, Pfohl & Stangl, 1986).
Another perspective Is that although improvements could come from such
efforts, It is most III<elythat procedures wi'l continue to fall short for developing
a sound body of information on stress. This Is because measurement is built
upon a standardisation of procedures, however, there is an underlying Intricacy
of standardising stress in the empirical lives of people (Monroe & Roberts,
1990). From these conflicting opinions, It follows that stress research has
reached a hiatus, with increasing debate over the conceptualisation and
investigation of stress (Newton, 1989).

Confusion over the definition, operationalisation and quantification of stress has
led to the development of a debate over two components of the stressor, the
stimulus matrix and the perceptual appraisal of the matrix, both of which are
''1tegral to the stress process (Schafer & Fals-Stewart, 1991). It has been
recognised that neither component has demonstrably better explanatory value
(Kessler', Price & Wortman, 1985), however, proponents of the stimulus-centred
or life events approach versus the interactionlst approach have disagreed,
resulting In an Intense debate between the two (Schafer & Fals"Stewart, 1991).
ThlfJ debate about the appropriateness of subjective assessments of self-
reported stressors Is sometimes cast as a theoretical Issue concerning the

nature of stress Itself (Ganbi.;lr & schaubroek, 1991).

Proponents of the Interactionlst approach state that the meaning of stress Is
defined by many variables and processes that are reflected In the person's
appraleal within the environment. Once this relational approach Is understood,
the term environmentally induced stress loses its usefulness, as It Is the

person-en (Ironment relationship that is stressful. Thus, Lazarus et al. (1985)
maintain that the appraisal process should not and cannot be removed In the

measurement of stress. Proponents of the life event approach, In turn, have

9



appraisal also exhibits empirical problems because it can bra InfilJenced by

impulsive or unconscious appraisals which render self-reports inaccurate for the
reflections an the time that the stressful situation took place (Coyne & Lazarus,
1980). Thus, issues relating to the development of appropriate concepts and
methodologies in stress and coping still require resolution (Dews at al., 1993).

Theoretical and methodologtcallssues In stress research

From the definitions of stress, we see that stress may be regarded as
consisting of many interrelated variables and processes rather than as a simple
variable that can be readily measured and correlated with adaptational
outcomes (lazarus, Delongis, Folkman & Gruen, 1985; Sullivan & Shagat,
1992). The pervasiveness of the stress construct has presented formidable
problems to meaningful measurement and understanding of the concept and
its potential consequences (Monroe & Roberts, 1990). Stress research Is thus
constantly calling for the need to clarify what we mean by stress, since how we
define it lnfluences how we research It and how we explain our results (Dewe,

1989).

The problem in the operatlonallsatlon and quantification of stress has provided
a fundamental empirical difficulty (Marmot & Madge, 1987), and consequently,
conflicting opinions over the value of stress research have emerged. One such
opinion is that the concept of stress is too vague and general to be useful and
as a result should be abandoned (e.g., Charlton, 1992; Kasl, 1987), On the
other hand, researchers maintain that standard psychosocial Instruments can

be administered and their results entered Into multivariate analyses and causal
Inferences thereby derived (e.g., Israel, House, Schurman, Heaney & Mero,
1989), Marmot and Madge ('1987) believe that neither opinion Is entirely
correct, as the first disregards the detailed work attempting to define and

measure specific aspects of the psychosocial environment, whereas the second
treats 'stress' variables as if they are simple and easily measured. Other
researchers of life stress suggest that with appropriate Improvements from self-
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will persist ultimately damaging the individual's adaptational outcomes such as
psychological well-belng and somatic health (Edwards, 1992). In this view,
stress exists not in an imbalance between objective demar-t and the
individual's response capability, but In an imbalance between perceived or
subjective demand and perceived response capability. Since the individual is
constantly reappraising his or her relationship with the environment, th'Jre are
consequent alterations in the intensity and quality of the stress eaction
(Folkman, 1984)

The lnteracuontst approach has important Implications. The theory enhances
our understanding of the complex interplay between the stimulus and the
individual. In addition, the notion that it is the subjective evaluation of the
stressor rather than Its objective characteristics that determine the outcome of

a specific interaction has greatly Influenced stress research (Vlngerhoets &

Marcelissen, 1988). Moreover, ~heInteractional approach, through Itsemphasis
that stress is an individual perc-eptualphenomenon, has encouraged research
to consider qualitative differences between individuals. With this comes the
recognition that there are dlfferp'(it types of psychological stress states brought
about by different antecedent conditions both In the environment and Individual,
and which have different ccnaequences (Lazarus, 1993).

The focus of the interactionist approach is on understanding what individuals
actually thlnl<and do in a stressful encounter (Dewe et al., 1993). However, as

appealing as this may be, this task has led to definitional and methodological
difficulties. Lazarus and Folkman (1986) have emphasised the difficulty of

precise articulation of the stress concept In terms of the interactlonist
perspective. Lazarus (1976) even recognised that methodologically it is difficult
to operationalise the appraisal and coping processes. It has also been noted
that it is difficult to design studies which fulfil the requirements made by the

theory to test specitlc hypotheses, since the dynamic nature of coping and
appraisal requires a continuous monitoring of these processes, a requirement

that by definition cannot be met (Vlngerhoets & Marcelissen, 1988). Cognitive
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this approach does not account for Individual differences in the appraisal of tha

environment or the psychological processes involved in response to stress
situations (Edwards, 1992). Despite criticisms, much research in the field of
stress falls within the stlmulus-based definition of stress, notably within the area
of life events research (which is later discussed).

Stress as 8, person-environment Inter-action

The Interaction 1stapproach to stress represents a combination of the important
elements of the stimulus and response-based definitions of stress. This
approach views stress as arising through the existence of a relationship
between an Individual and the environment (Lazarus, 1993). Stress Is seen as
a dynarnlc cognitive state representing a disruption In homeostasis or an

imbalance, and giving rise to a requirement for resolution of that Imbalance or
restoration of homeostasis (Dewe, Cox & Ferguson, 1993).

The most prominent cognitive interactional theory has been developed by R.S.
Lazarus (Rice, 1992). Lazarus (i966) proposed that stress Is dependent upon
cognitive processes related to the perception of events and their meaning to an
Individual. The meaning of an event is determined by a cognitive appraisal
process. Appraisal is viewed as the cognitive mediator of stress reactions

whereby the Individual is constantly evaluating the Significance of a particular
encounter and its relevance In terms of his or her well-being (Dewe et al., 1993;
Lazarus, 1993). The individual evaluates whether there Is anything at stake
In terms of his or her values, goals, commitments or beliefs, and If anything can
be done to cope with the demand (Folkman, lazarus, Gruen & Delongis,
1986). If the environment Is appraised as taxing the ind,'ldual, coping Is
activated. Coping determines what can be done, and is defined as the efforts
to master, tolerate or reduce demands (Dewe, 1992). After an attempt Is made

to alter the situation, the situation Is reappraised, and the process continues.
If the encounter is successfully resolved, coping ceases and positive affect
results. However, if the encounter Is not successfully resolved, negative afVects
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Selye's approach has, however, been criticised on the groi..Jndsthat it neglects

the role of psychological factors In stress, and In fact that much of the

physiological GAS response is not directly determined by the actual presence

of the stressor but by its psychological impact on the person (Cox, 1978; Rice,

1992). It is now recognised that stress cannot be defined simply as a response

to aversive environmental demands, as the same demand may produce varied

responses in different people, and In the same person on different occasions

(Steptoe, 1991).

Stress as a stimulus

The stimulus based approach to stress focuses on the causes of stress, in that

situations external to an individual function as stlrnull which cause a stress

reacUI"':1or strain within the Individual (Cox, 1978). A stimulus definition treats

stress as some characteristic, event or situation in the environment that in

some way results in a potentially disruptive consequence for the individual

(Ivancevich & Matteson, 1980), initiating a chain of responses that ultimately

leads to pathological ends (Ganster & scheuoroex, 1991).

Criticisms have been raised against this Vif3W of stress because of the lack of

explicitly stated characteristics. of stressful situations and, as a result, there is

difficulty In specifying what is stressful about different situations (McGrath,

1970). It has also been stated that stress cannot be defined sole!y on tll6 basis

of stlmulus properties since in this case all possible effects! have to be

considered as stress reactions (Vassel, 1987). Moreover, it is problematic to

define stress as a uniform stimulus as it does not produce the same response

in different individuals (Charlton, 1992). It has also been noted that the nature

uf a stressrul event cannot be defined since it has no independent existence as

it depends upon the meaning given to it by the Individual (Pollock, 1988).

Therefore, stress must first be recognised as existing before it can result in

strain In individuals. This presumes that some Intervening process occurs that

is not part 01the stimulus model (Ivancevlch & Matteson, 1980). Accordingly,
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Stress as a response

Modern roots of stress began with Cannon's (1936) research Into the

physiological responses to emotional arousal. He considered stress and its

'omergency response' to be adaptive in that they prepared the Individual to

cope with danger through the response of 'fight or flight'. However, it was Hans

Selye (1976) who succeeded in establishing the concept of stress within the

sphere of contemporary biology, employing it In a sense directly analogous to

its use in engineering alld physics from which it had been incorporated

(Pollock, 1988). Selye (1976) proposed thet bodily stress reactions follow a

general adaptation syndrome (GAS). The stress manifest by the GAS is the

non-specltlc or physiological response of the body to any demand made upon

it. The GAS consists of three sequential stages. Firstly, that of alarm, In which

the organism is mobilised to combat the physical demands of the stressor and

the body's level of resistance is reduced. 8=JCC'il1dlvif the stress persists, the

organism enters the stage of reslstance, dl.o,,,.::;wnich the boay begins to cope

with the situation. Third!y, the stage of exhaustlor., due to the depletion of the

body's adaptive reserves. At this stage, physiological breakdown occurs and

the hody becomes highly susceptible to disease and even death.

Several important Implications have arisen from Selye's theory. The GAS

indicated that the body's adaptability Is finite, since under constant stress,

exhaustion or pathology eventually ensues (selye, 1982). Selye's work has

therefore stimulated numerous studies directed at the development and

clarification of the theory that stress can seriously damage health (Pollock,

1988). A further implication of this theory Is that the effects of stress are

cumulative, that is the damage produced by stressors accumulates over time.

In (addition, stress may be additive. As responses to different threats are the

same, an individual's reaction to a threat will be augmented by his or her

reaction I) previous exposures to threats (Fleming, Baum & Singer, 1984).
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social and economic context, has led to expectations and struggles, which In
turn have generated new conflict (Coetsee, 1993j. This is because the
transition process has been accompanied by t arid given rise to economic,
social and political processes, such as rapid urbanisation, Increasing class
differentiation, and struggles between geographically and socially distinct
urbanislng communities over scarce residential resources (Mul!'Is & Hindson,
1992), These processes have occurred within a stagnating economy, rising
unemployment, Increasing crime, racial friction and Inadequate housing,
Infrastructure and social services, all of which have increased the levels of
violence (Simpson, 1993a; Tucker s Scott, 1992), Morris and Hindson (1992)
have argued that It Is the gradual erosion of apartheid Institutions and the
abandonment of its policies that has led to an escalation of social tensions and
Increased violence throughout the country. Since liberalism and deraclallsation
have occurred in the context of an economic decline, class divisions have
arisen, These processes have yielded economic and polltica! concessions to
a new middle strata of the black population, while excluding and marglnalislng
the Impoverished. It has been the struggle for n\'3Weconomic and social
positions by the poorer and more margin allsed sectors of the black population,
within shifting and uncertain social and economic contexts, that has been one
of the fllt1damental causes of violence (Morris & Hindson, 1992)

South Africa In seeking Its new Identity has bean unable to escape Its past, of
apartheid and the liberation struggle (Barberi 1994), Thus, the legacy o.
apartheid, and Its problems, are likely to remain for a while (f<' .jee & Price,
1994), Schlemmer (1991) maIntains that there are a number of entrenched

features of South African society, such as the politicallnten$itYI violence, and
Inequalities between population groups, which will not alter quickly, It wouldl
therefore, be unrealistic to expect that the eradication of apartheid would be
able to automatically establish another form of harmonious social order, In

which the dynamics of apartheid are removed, and the patterns and structuree

so substantially reformed.
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an interim constitution by ths multiparty Negotiating Council, 131dthe foundation
for a democratic South Africa, bringing an end tel minority rule, and leading the
country into a new non-racial, nondiscriminatory future. This led to the most
crucial political event in South African history, the fil'st ever nonracial general
election on 27 April 1994 ("The miracle," 1994). The elections In turn resulted
In the inauguration of the government of national unity' (South African Institute
of Race Relations (SAIRR), 1995).

With South Africa's first non-racial elections In April 1994, the momentum of
change in the country has been undeniable (Barber, 1994). There hac:;been
a funcamentat transformation of South Africa from a position of racism to a
democratic non-racial SOCiety(I<agee & Price, 1994). Expectations have risen
among the black populatlon that a non-ractel democracy would bring benefits
in terms of more freedom and improved hoUSing, health, education, income and
access to job: (Cramer, 1994; Tucker & Scott, 1992), Moreover, the extension
of the vote to ali population groups has made the South African nation more
tncluslve, since ending apartheid and forming a new government has required
a complete reimaglning of what It means to be South African (Cramer, 1994).

In addition, elections and the Inauguration of 3 government of national unity has
had great beneficial effects, Increasing fAelings of reconciliation and racial
harmony among South Africans (Marklnor, 1994). As a result, there has been

much goodwill and hope fo!' a better future In the country (rucker & Scott,
1992). Thus, the process of change has resulted In much excitement and
anticipation. However, feelings of hope have been coupled with fear and
anxiety (Mallm~lal 1994), since the changes have also generated bitter disputes

and appalling violence, characterising tha recent tranSitional process as a
mlxture of cocperatlon and confllct (Barber, 1994).

Praradoxically, the process of transltion, even ~,\:.It has restored freedom and

opened new opportunities to correct historical wrongs and structural dlstortlcns,
has threatened South Afrlca's social system (Tucker & Scott, 1992). The
drastic style change from the apartheid era towards a different and uncertain
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STRESSFUL ENVIR:ONMENTAl CHANG.E,

Rapid ch::mges are oceumng in society. Shifts in economies, a growing
worldwide population, corporate reorganisations, escalating crime, diversifying
political and religio IS Ideologies, and constant transitions of power are some
of the changes occurring. It is clear, then, that there is much change to deal
with, and the volume, momentum and complexity of chanqe Is acceleratln~1 at
an Increasing pace (co: Iller, 1993). The effects of these changes on
Individuals in terms of health and well·belng are often dramatic and desirucdve
(Levi, 1992). In South Africa, these worldwide changes are compounded by
rapid social, political and economic changes occurring as a result of the
transition process (du Tolt, 1993). Tile dramatic quality and pace of change in
South Africa has an Intense effect on the social, polltlC'.a1and economlc
environment, organisations, and on South African people (Consultative
Business Movement, 1993).

Politica I cha ngQ

Political change In South Africa

Since February 1990, South Africa has been In the process of Abandoning Its
policy of racial separation and liberalising an authoritarian political regime. The
transition has been towards achieving a more acceptable economic and social
system as well as a more democratic system of gov(:lrnance (Tucker & Scott,
1992). Major changC;\commenced in 1990 when the State President, FW de
Klerk announced the release of Nelson Mandela and the unbannlng of political
parties, and comrrntted South .Afrietato a process of Irrevocable change and

reconciliation. Consequently, the fundamental laws of apartheid were repealed,
and multlr'1cial multiparty constitutional negotlation!3 began, le~dlng South Africa
into a new political era of negotiation and reform, In 1993, the acceptance of
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component variables and their exact relationship to one another, this shcold not

be construed as an argument for Imprecise model development (schater &

Fals-Stewart, 1991). Stress must therefore be presented from a. certain
viewpoint. The present research adopts the life event approach to stress due
to a number of reasons. Firstly, It Is based on well~sp8clflad objective variables
which allows for precise model development and accurate measurement
(Dohrenwend s Shrout, 1985). Secondly, the life event approach conveniently
Includes different sources of stress acl<nowlerjglng sources Qf both

environmental and organisational stress (Bhal:"~ & Allie, 1989; Hendrix et al ..
1991). This allows the measurement of stress to capture sources of stress I:1t
work and serves as an Important control for sources of stress external to the
organisational sphere (Dooley et aI., 1987). Thirdly, the life event approach
provides a suitable basis for the theme of modern day stressore resulting from
change. It affords researchers a procedure for studying the empirically elusive
link between psychosocial processes and Individuals' prsychologlcal functioning
(Monroe, 1982). In the traditional life event approech there is a fairly
straightforward equation of change with stress, or that all change Involves
stress, and the greatGr the amount of chango the higher the risk of
symptomatology. Although the cognitive approach emphasises that It Is not so
much change as such that Is Significant, but the meaning attributed to It, In
practice, change Is usually regarded as a hazard (Pollocl<, 1988).' Thus, It Is

commonly held that ehanqe In peoples' lives Is linked to stress (Jerusalem,
1993). The present study Is based on the premise that an excess of change
can be stressful to Individuals, and measures stressors In terms of stressful

SOCial, political and organisational changes occurring within the individual's

environment.
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assignments and from repeated efforts of management to realign or to improve
the orqarueatlon (Eden, 1982).

Numerous researchers have adopted the life event approach in conceptuallsing
organisational stress (e.g., Bacharach & Bamberger, 1992; Bhagat & Allie,
1989; Bhaget at al., 1985; Dooley et at, 1987; Keenan & Newton, 1985;
Motowidlo at al., 1986; Nelson et al., '1995). Empirical evidence exists that
stressful work events are related to symptoms of strain such as decrements in
job performance (Motowidlo et at, 1986), job dissatisfaction and reduced
organisational commitment (Bhagst \3t aI., 1985) Eden (1990) found that
specific worl< events that were perceived as major disruptions or challenges
were stressful, and were related to lr clcetors of strain such as anxiety, and
increased blood pressure an:l heart rate. Ashford (1988) reported that
significant changes at work were related to Increased stress among employees.
Furth0rmore, Sutherland and Cooper (1992) ascertained that the occurrence of
a work" rel~ted (~hange event (I.e., the Introduction of a 116W contract), was
related to decreased Job satisfaction and poorer mental health. These studies
are In accordance with the finding of Sarason and Johnson (1979) who
developed the 'Organisational Change Inventory to measure changes or events
occurring in organlsatlt'lns. They concluded that the results of their study
provided empirical "support for conceptualising organizational stress in terms

(Jr changes experienced In the worl<lng envlronrnent" (p.79).

Despite considerable effort and debate, no uniformity of opinion has emerged
on the definition of stress. This may not be so surprising when one
contemplates the magnitude of the task: to abstract and operatlonallse
commonalities In expertences across different individuals, all of whom lead very

different lives and face different complexes, of environment and experience all
of which Is subject to constant change over time (Monroe 11Roberts, 1990).

Yet, even though there Is difficulty In tl"le precise ar.culatlcn of the stress
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Sources of organisational stress

Some sources of work stress that have most frequently been round to be
associated with stress outcomes include work load, role conflict, role ambiguity,
shlftwork, nolse, poor relationships with co-workers and superiors and lack of
control overwork processes (Israel et at., 1989). RecentIV, the changing nature
of jobs have become recognised as a source of organisational stress (Ashford,
1988; Jick, 1985), in which a major source of stress is job features that pose
a threat to the Individual (Rice, 1992). The usa of work-related change events
as sources of organisational stresscrs is encouraged, since a current limitation
In defining stress derives from the lack of attention to stress arising from
stressful incidents at work (Keenan 8, Newton, 1985). Furthermore, research
on stressful incidents at work 15 of lnterest since It allows for a mere detailed
examination of tile stress process (Newton, 1989).

A life event approach to organisational stress

Due to the popularity of life event research, the study Of the aetiology of life
events has been extended to Include events in the workplace (Nelson et aI.,
1995). S~Lldies have Investigated thJ relcltionshlp between stimulus and
response in organisational stress (Dewe, 1991), which Is fundamental to the life

event approach (Dohrenwend & Dol1renwend, 1974). The life event approach
to organisational stress assumes that stress can be attributed largely to the
frequency and Intensity with which stressful work events occur to an individual
(Motowldlo, Pacl<ard & Manning, 1986). Work.~related events or changes

require Individual adaptation, but as adaptation requires energy and individuals
resources are not finite, too much change may lead to stress (Ashford, 1988;

Sutherland & Cooper 1992). Organisational events Include a change to a
different line of work, change Involving work load (8hagat et al., 1985),

promotion, demotion and loss of job (Kas], 1987). They are organisational
changes that derive from the trnpermsnent nature of the organls~tional
structure, from changes In role definltlons, the instability of personnel
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far removed from the Individual and may be conceptualised In macro-
environmental or societal terms. In addition, individuals do not separate
aspects of their lives, and accordingly, Issues such as economic factors,
political uncertainty, and family-spouse relations have been implicated as major
contributors to perceived stress, together with organisational factors In
Individuals' work environment (Hendrix et aI., 1991). Sources of stress extend
from the most Immediate context of peoples' lives to the outermost boundaries
of societies. The refore , a detailed treatment of stressors touches at one end
on the macro-environment of incllvlduals (Pearlln, 1982) and at the other end
on the immediate working life of individuals (Bhagat at aI., 1985). Therefore, a
more holistic understanding of the effects of stress is achiaved when
researchers examine the combined effects of life stress, arising from factors
external to thQwork situation, and organisational stress, arising from factors at
worx, upon the individual (Bhagat et al., 1985; Hendrix et al., 1991).

Organisational stress

A conceptualisation of organisational stress

Organisational stress Is defined as negative environmental factors or stressors
associated with a particular job that disrupt an individual's psychological or

physiological condition such that the IndivIdual is forced to deviate from normal
functioning (Shagat & Allie, 1989; Jamal, 1990). Organisational stress has
been linked to a diverse set of psychological, physiological and behavioural
outcomes (Israel at aI., 1989; Rice, 1992). Ample empirical evidence exists

which links work stressors to organisational outcomes such as poor job
performance, job dissatisfaction, reduced organisational commitment,
performance and absenteeism (Cooper & Cartwright, 1994; Jamal, 1990;
Sullivan & 8hagat, 1992). Research also suggests that organisational stress

has been increasingly Implicated In the aetiology of poor mental health and
psychosomatic Illness (Bhagat & Allie, 1989; Jamal, 1990; Rice, 1992).
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Environmental ~

Life events may be conceptualised at a macro-level in terms of stressors that
have their impact first of all on society at large and then on the individual
(Russell & Davey, 1993). The relation between social events and personal life
events is closer than it seems, because a major social event can be viewed as
a life event that Is experienced by many people (Shiu et al., 1993). For
example, macro-changes In South Africa are events that have had
consequences for individuals as part of a community (Conner, 1993). Other

kinds of events or changes that affect Individuals include an economic
recession and unemployment (Catalano, Rook & Dooley, 1986), political
uncertalnty (Hendrix et al., 1991), urbanisation, crime (Muller, 1992), political
violence, changes in education, and an increase in cost of living (Bluen &

Ribeiro, 1992). Evidence that life events on this level contributes to stress
exists (Russell & Davey, 1993). For example, Sl1lu et at, (1993) found that
major social events such as crime Induce high levels of stress-related Illnesses
In a large number of people. Research has also shown that various life
e••periences such as soclo-econornlc disadvantAge Is associated with signs of
distress and Illness behaviour (turton & Chalmers, 1990) and social and
political events with decreased psychological well-being (Bluen & Ribeiro,
1992).

Little attention has been paid to the specific sccla contexts in which people live
and how these contexts generate stress (Dresslur, 1991). Martin (1989) has
called attention to the need to consider background stressors such as socio-

economic pressures, high unemptoyment, intergroup tensions, racial
discrimination and other stigmatised stressors. When these and related types
of societal stressors are omitted from consideration, stress research loses much
of its relevance (Levi, 1992). Handy (1988) maintains that because Individuals

tend to identify stressors in terms of lower-order constructs with tangible effects
on their own lives, one cannot say that broader social Issues are Irrelevant to
Individuals' experience. Therefore, it Is often that the root causes of stress are
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individual must experience a certain number of events before any risk of

disorder arises, or else an asymptote may exist that Is a high level of stress

above which further events do not Increase the risk appreciably (Perkins, 1982).
Therefore, recent developments have been directed away from a simple

conception of life changes, towards an emerging appreciation of a more

complicated interrelated system underlying stress (Monroe & Roberts, 1990;
Perkins, 1982).

Empirical research In the field

Research on life events has resulted in the development of modified versions

of the original measures or different scales, resulting in a large number of

instruments In use in a wide variety of populations (Monroe & Roberts, 1990;

Perkins, 1982). The underlying proposition of life events, that major changes

In cur daily lives are shown to Increase the probability of Illness, has yet to be

effectively disconfirmed (Nelson et al., 1995). Research in the field has

received much empirical support, in that stressful events have been associated

with physical illness (Dressler, 1991; Eden, 1990), psychological distress

(Brown, Harris & Hepworth, 1994; Shagat & Allie, 1989; Shrout at aI., 1989;

Steffy et al., 1991; Wagner at al., 1988) and behavioural symptoms ::If stress

(Hendrix, Steel, Leap & Summers, 1991; Keenan s Newton, 1985; Shiu, Hul

& Lam, 1993). Collectively, !,tudies provide strong support for the existence of

a relationship between lifE! event stress and a variety of health-related

outcomes (Russell & Davey, 1993). Life event studies have also been popular

in research in organisational settings (e.g., Shagat & Allie, 1989; Hendrix et al.,

1991; lvancevlch, 1986; Keenan & Newton, 1985). The life event approach, in

addition to work related events, conveniently includes non-work related events

whic!1 has allowed for measurement of sources of stress both Internal and

external to the organisational sphere (Dooley, Rool< & Catalano, 1987; Lataok,

1984). Thus, research on life events has been concerned with both

environmental stress and organisational stress (Bhagat & Allie, 1989; Bhagat

et al., 1985).
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,,) lude, not only major changes in ones life, but also daily hassles in a person's

life (Emmons, 1991), These hassles are life events experienced on the micro-

level where the focus is on minor stressors that people experience daily

(Russell & Davey, 1993), Since it was Lazarus at al. (1985) that first

mentioned that it was nassles that ultimately had signific:lnce for outcomes of

stress, it is concluded that more exchanges are occurring between different

approaches> of stress and that the willingness to collaborate has increased

(Vingerhoets & Marcelissen, 1988), Researchers have successfully utilised the

daily hassles within a life event framework (e,g" Chamberlain & Zika, 1990;

Emmons, 1991; Ivancevich, 1986; Russell & Davey, 1993; Wagner et al.,
1988),

Life event researchers recognise that not all events are random occurrences,

but rather often in part attributable to actions of the subjects (Brown, Harris &

Hepworth, 1994), Life events are being viewed as taking place in the context

of the individual's life, and so recent trends in life event stress are directed

towards putting the 'life' back into events through a better representation of their

interrelations (Monroe & Roberts, 1990), For example, it has been recognised

that not all life events are necessarily cumulative in their effects, rather some

events may nullify or neutralise the stress of previous experiences, Since life

Is a process of adaptation, it is not surprising that many life events reflect

attempts to eleal with previous problems, In addition I instead of nullifying the

negative consequences of previous experiences, new events may exacerbate

the persistent stressful conditions, Hence, most life events are not Isolated

experiences. Instead they are often the causes, consequences and correlates

of several reported events (Monroe & Roberts, 1990),

These interrelationships between events have contradicted the notions of event

independency and additivity, however, it may be that such relations may be

relevant for ultimately clarifying event-disorder assoelatlons (Monroe, 1982),

In addition, a simple additive model Is insufficient for explaining stress, as

thresholds for the effects of stress may exist. For example, perhaps the
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Methodological improvements have included the specification of ambiguously

worded items and the elimination of events that might be indicative of

symptomatology (Kessler et al., 1985). Past studies have utilised Items, such

as iII-haalth, that are viewed as consequences rather than as causes of

symptomatology, and have been included in both independent and dependent

variable scales (Monroe, 1982). Ambiguously worded Items on life event

inventories have included items such as 'arguments at work' and other related

items that are not operationally explicit and that can result in variability of

interpretation across subjects (McQuaid et aI., 1992). Researchers have begun

to evaluate the utility of us.lng descriptive information (" events in order to

obtain more detailed descriptions of reported events to reduce variability with

life event scales (Shrout et aI., 1989; Gorman, 1993).

Life events research has also been criticised for ignoring certain classes of

stressors such as 'non-events' and chronic stressors (Vingerhoets &

Marcelissen, 1988). Yet, Perkins (1982) remarked that the absence of an event

(e.g., desired promotion) may simply be another event itself. Some '.>fthese

'non-events' (e.g., failure to get expected promotion) have been included in life

event checklists such as Sarason and Johnson's (1979) Organizational Change

Inventory (OCI). Furthermore, present life event scaies have been criticised on

the basis that they do not distinguish between acute and chronic stress

(McQuaid et al., 1992). Vlngerhoets and Marcelissen (1988) state that, most

stressors are typically enduring and cannot be seen as an acute or time limited

event, for example, events such as 'a disturbed relationship' or 'conflict with a

colleague'. Furthermore, McQuaid et al, (1992) found in thelir study that over

a third of the stressors p~oplp .• -rt In self-report life evant checklists are

chronic in nature. Therefore, 1t c,

is ignored.

ae said that the role of chronic stressors

Methodological recommendations have led to recent modifications of the life

event approach and current research (Schafer & Fals-Stewart, 1991; Vessel,

1987). Research has extended the conceptual me~mil'lg of life events to
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perceptions are determined b~'both the objective characteristics of the event

and situation, and personal dispositions (Shagat & Allie, 1989; Russell &

Davey, 1993), For example, Ensel and Lin (1991) found that variables such as

self-esteem and social support mediate the relationship between life events and

psychological distress, In addition, Simons, Angell, Monroe and Thase (1993)

found that cognitive factors such as dysfunctional attitudes and attribution styles

influenced the individual's definition of life events by lowering the threshold tor

reporting experiences CiS stressful, and influencing the degree "ch the

event was perceived as severe and undesirable. The findings', :'. r non's

(1991) study provided support for the idea that events and personality are not

independent, as even in the realm of events, when individuals presumably have

less choice as events are imposed upon them, there are still nonrandom

linkages with personality attributes.

Methodological Issues in the field

The manifold criticism of Holmes and Rahe's (1967) central assumptions of

non-specifity and an equal impact of events has led to various modifications of

the original life event approach (Vossel, 1987). A growing number of

researchers have devoted extensive energy toward refining measures of

stressful life events to develop a more valid and methodologically sound

approach (Ivancevich, 1986; Vingerhoets & Marcelissen, 1988). Past research

has demonstrated very modest relationships between life events and

symptomatology (Kessler et al., 1985; Russell & Davey, 1993; Shrout et al.,

1989; Wagner, Compas & Howell, 1988). Yet, life event researchers have

assumed that this would change \ .11 the methodologlca! refinement of

measurement instruments, in that If the rnaqnltude of life events could be

Incisively measured, the predicted relationships would emerge (Monroe &

Roberts, 1990).
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Organisational change as a stressor

Much of the literature re:.gards organisational change as positive and
progressive, its purpose as planned innovative Intervention effort .. II> 1i'3gnose
problems, improve efficiency, and maintain organisational imp, 'laments
(McKendall, 1993). Some empirical studies have demonstrated positive results
from change such as organisational performance and Individual development
(Robertson, Roberts & Porras, 1993). Other theorists have recognised that
change can be both adaptive and disruptive, bringing about both opportunity
and upheaval, success or failure (Amburgey, Kelly 8, Barnett, 1993; Manz,
Keating & Donnellon, 1990; Offermann s Gowing, 1990). Yet, only a few
theorists have examined the ramifications and consequences of negative
organisat!onal change (MaKandall, 1993; Nelson et 'II., 1995),

While some changes may be positive rather than negative, there are often
unintended negative consequences of change, mal(ing change not always
desirable or beneficial to all organisational members (Levl, 1992; McKendall,
1993), For employees, change is only positive to the extent that it Improves or
leaves unaltered the employee's current or future work situation (Westlander,
1989), When change Is imposed against employees' will, It produces frustration
and vulnerability (McKendall, 1993) and threatens their personal identity. thdir

job roles. career paths. status and power within the organisation (Callan. 1993;

Travers & cooper. 1993), Ho'v.aver, whether change Is initially perceived as
positive or negative, It Is usually accompanied by resistance (coetsee, 1993;

Conner, 1993; Wolmarar,'S, 1996), People often resist change as It generates
discomfort, disrupts the normal course of events and disturbs habitual routines
or work patterns to which employees have become accustomed (Matteson &

lvancevlch, 1990; Mc~<endall, 1993), Change means that employees will have
to develop new patterns for managing their situation as the goals and structures

of the organisation shift (Nadler, 1981), Employees may experlence stress due
to the shifting and redefining of work roles, since it is difficult for employees to
maintain an adequate understanding of their work roles during the changing
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As the workforce has continued to diversify, organisations have experienced a

need to be attuned to the potentially different norms and expecl.:ltlons of
various groups. Thus, the traditional organlsEltional focus on conformity has
had to be replaced by an understanding of Integration (Offermann 8, Gowing,
1990). In addition ..there has been a changing pl'ofils of the worktorce, In that
employee attitudes and values have modified to Increased destres for
autonomy, participation, self-development and declston-maklru; (Conner, 1993).

scclo-pouncei change and a workforce that is becoming more educated brings
high level:' of expectations (Horwitz & Townshend, 1993). Due to such
c'1anges, SI1ormtJ1JSchallenges lie ahead of South Africa., organisations, in the
design and Implementation of development programmes that are adapted to the
differing first world and third world needs of the South African worktorce
(Templer at aI., 1992).

In response to an eccnornlc deeune, and t\'le changing nature of the external
environment, organisations have expertenoed raclcat transformative change
(Calian, 1993; du Toit, 1993), resultlng in a number of trends. There have been
tec;hnoiogicai ch1nges (Sargal et al., 1992; Goffee & Sease, 1992; Parsons,
Linden, O'Conner & Nagao, 1991), the number of mergers and acquisitions
have increased (Cartwright & Cooper, 1993; Matteson & lvancevtoh, 1990), new
govarnmental policies (Westland, ,1969) and South Africa's reacceptance by

the international community' (Horwitz & Townshend, 1993; Westcott, 1995).

These trends have presented new challengas for management, but at the same
time have been followed by the need to downsize and accomplish workforce
reduction, lAY offs, early retirement, job transfers, changes In top management
and rnanaqement practices (Offermann 81 GOWing, 1990). Such changes have
altered the work experiences of many employees, dem€lndlng them to adapt to
uncertainty and instability In their work lives In the face of constant change and

decline (Gxwaia, 1995; Jial<, 1985).
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Change lin South African organisations

Business organisations are Inextricably lInl(ed to social and political
developments In the SOLJthAfrican society (Templer, Beaty & Hormeyr, 1992;
Worth, 1994), Such developments In South Africa have necessttatec the
formulation of new entrepreneurial goals, objectives and standards to ensure
that crqanlsatlons survive the turbulence that accompanies fundamental
environmental changes (Mdongo, 1995). In the presence Clf changing
environment, organisations have to strive to maintain competitive, and at tile
same time ensure a better working environment, and as a result, changes have
to be Introduced to ensure ongoing organisational effectiveness (Francescal.o,
1992; Offermann & Gowing, 1990),

South hlrlca has been faced with a comprehensive culture change such as a
change in values, norms and accepted behaviour patterns, This cultural
change nas penetrated organisations, demanding changes in their entire value
systems and cultural frameworks (du Tolt, 1993; Gluckman, 1990; Gxwala,
1995). Organisations have been confronted by demands for new management
philosophies and personnel policies such as equal opportunities, affirmative
action, the abolition of discrimination, and the Introduction of economic Justice,
all of Which reflect democracy In the workplace (du Tolt, 1993; Schlemmer,
1991; Templer et at, 1992; Venter, 1994), Organisations are focusing on
Issues such as racial stereotypes, prejudices and fears, communication barriers,

interpersonal conflict, and the development of a working ~mowlt:ldgeof dlfferont
group norms, attitudes, perceptions, cultures and languages (Templer et aI.,
1992), Furthermore, crqarusatlcns are having to develop new visions for the
future by lntrcduclnq participative styles of management, training and

developmental programmes, flattened management cultures, a culture of
ownership and pride, and providing social Investment Into employees' personal

lives and in the community (Mallmela, 1994),

37



:SouthAfrica has resulted in the experience of dtsplacement for many people,
in that they have had to adapt to situations which are unfamiliar. This changed
experience has resulted In perceptions of threat (Muller, 19~2). Moreover, me
dramatic: social upheaval has further engendered feelings of nelplessness In
Individuals (Simpson, 1993a). Even though definite improvements have
occurred, factors such as unemployment, poverty, violence, high crime rates,
backlog of housing, Inadequate education and poor community facilities
contribute to high levels of stress (Jerusalem, 1993; Odesnlk-puke, 1990).
Expectations of redress and progress after political transition have been well-
formed, yet, experience elsewhere has Indicated that progress In reducing
Inequality is slow and difficult. Thus, socio-econcrnlc Inequalities between
races are likely to persist, resulting In the continuance of social and political
stress In the future (Schlemmer, 1991).

The relationship between the community and the workplace Is reciprocal, in that
much of the tension, fear and Insecurity from the political and social upheaval
can manifest Itself In personal domains of Individuals such as the workplace
and families (Simpson, 1993a). Thus, In a society as thoroughly polltlcised as
South AfrIca, the style of politics Inevitably spills over Into other dimensions of
society as people seek to resolve their SOCial,economic and domestic problems
(Simpson, 1993b). Therefore, In South Africa, the non-work and work lives of
Individuals interact to the extent that the attitudes and behaviour of Indivlcluals
In organisations are Influenced by experiences In the macro-environment
(odesnlk-puke, 1990).
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absent health care (Nightingale et aI., 1990). In 1994, it was stated that more
than 12 million people in South Africa did not have adequate drinking water and
nearly 21 million lacked basic sanitation (SP,IRR, 1995). A report on health
published by the World Bank in 1993 said th:at South African health indicators
were in many cases far worse than those of other countries of comparsbte per
capita income (SAIRR, 1994).

The struggle for land, housing, social services and jobs Is likely to continue and
intensify in U'le future (Saft, 1994). The effects of apartheid will persist for
years, ,1'1 part because of the continuance of factors such as high
unemployment, deteriorating standard of living, and denial of basic survival
needs such as shelter, basic services and s'9curity (Koatz, 1994), and because
of the widespread attitudes that have encouraged racism and prejudice against
the poor wl1ich will take time and commitment to change (Nightingale at aI.,
1990) Thus, achieving the gel81s of economic transformation, namely
sustained growth and redistribution, requlres a huge array of reforms (Cramer,
1994)

Social change as a stressor

concerns over the form the new South Africa within the social and economic
terrain, Include fears about stability, economic growth, productivity, the quality
of education, taxation, nauonaltsafion and land distribution (Mallmela, 1994).
The creation of a new future, and the adjustment to major redefinitions of
social, pOlitical, cultural, and organisational foundations in South Africa has
created feelings of uncertainty and stress among Individuals (Coetsee,1993).
In addition, South Africans have experienced high levels of anxiety and distress
as a natural response to unnatural stress sltuetlons unique to the country
(Cta\I',1~s,1985; rurten & Chalmers, 1990). Due to political oppression and

economic disparity, apartheid has been a contributing aetlological factor In tile

onset of r>sychologlcal difficulties, such as a sense of powerlessness and lack
of control (Kagae & Price, 1994). In addition, the changed social cont;)l(t In
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The country has experienced a declining rate of real economic growth (Saff,
1994), which has been exacerbated by the situation In the homelands. Past
apartheid policies have concentrated millions of blacks in homelands, in the
countries least productive and most ecologically sensitive areas. With severely
eroded land, little capital and few sl<llIsto manage resources, loss of resources
combined with a lacl< of employment and social trauma of apartheid, a
subsistence crisis in the homelands has developed. A consequence of this has
been thousands of people mlglatlng to the cities, resulting In rapid growth of
squatter settlements and townships that are rife With poverty and discord
(Homer-Dixon at aI., 1993).

Hence, South Africa's urban landscape has undergone a period of rapid
change, mainly caused by increasin9 levels of black urbanisation coupled with
shortages of affordable land and housing for the poor (Saft, 1994). The black
population in urban areas has risen rom 8,5 million in 1985 to 14 million In
1993. Estimates of the housing backlog in 1993 ranged from 1,4 million to 3
million units, and estimates of the number of people living In shacks In South
African 1993 ranged from 5 million to 8,2 million (SAIRR, 1994). In the 1990s,
there have been changes in the raclal structure of urban areas. There has
been a desegregation of the Inner city and of 'whlle' suburban areas. This
desegregation has been class-based with access determined by wealth rather

than race (Saff, 1994). In addition, a shortfall of low-income housing has led
to the formation of Informal settlements on the outskirts of townships and
suburban areas, which has threatened the Interests of the more affluent,
predominantly white classes (6aff, 1994).

The housing system is In a state of crtsls, In ,:lddltn.mto the massive backlog
of homeless people, the quality of I ,vlJ~ilnqand associated services Is dismal

(Cramer, 1994). For t1xamp~~,an estimated 23 million people are without

household electricity (6AIRR, 1995). Townships have little access to water,
electricity, adequate housing, apprcprlate sewerage disposal. Thus, dtseases
are common, as a consequence of both poor living conditions and Inferior 01
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The absence of socially regulative mechanisms and the spiralling culture of
violence has led to Increasing crime (Morris 81Hindson, 1992). In addition, high
expectations of redress among people, and the struggle of the state to deliver
jobs has made people more susceptible to violence and crime (Koatz, 1994).
According to the South African Institute of Race Relations, international
comparisons show crime per capita In South Atrtcs to be higher than In other
countries, and Johannesburg rated as one of the most crime ridden cities of the
world. Reported crime In South Africa has grown more rapidly than the
population. In the ten years from 1983 to 1992 the murder rate Increased by
135%, robbery by 109%, housebreaking by 71%, car theft by 64% and rape by
62%. Over the same period the population Increased by 25%, (SAIRR, 1994).
In the period from 1989 to 1994, armed robberies Increased by 97% and
murder by 48% In the country (SAIRR, 1995). Analyses of reported crime hi.1S

indicated that township residents tend to be the victims of more violent crlmes
against the person, such as assault, murder, whereas residents of formerly
white areas suffer most from crimes Involving theft of property, such as
housebreaking and car theft (SAIRR, 1994).

The effect of this political and social turmoil on education for black South
Africans has been devastating. Education amongst the black population has
been characterised by highly politlclsed students, vandalism. a high drop-out
rate, and continuous disruption of attendance at school, a small percentage of
black students reaching matrlc, and low rnatrlc pass rates (Bannall &

Monyokolo, 1994). Teacher strlkes, pupil boycotts and violence escalated to
such a high level that between January and August 1993 there were 29 111

reported Incidents of non-attendance at schools (SAIRR 1994). The defiance
camj.lalgn conducted by teachers In 1993 had a devastating effect on
education, as teachers participated In a long strike and refused to prepare
lessons and perform administration tasks (SAIRR, '1995). The overall metric

pass rate In 1992 was 44% for blacl<pupils and 98% for white pupils, with a
large group o'f the black pupils who obtained their rnatrtc being not fully !Iterate,
and therefore Inadequately equipped to enter the labour market (SAIRR, 1994).
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but the stability of the desired state Is yet to be attained (Conner, 1993). These
uncertainties and contradictions that arise as a result of extens've societal
change act as precursors to stress (Pearlln, 1982).

Social chang!!

Social change In South Africa

South Africa has great economic potential and an Infrastructure that Is in parts
well developed. Yet, there are high rates of poverty, crime, unemployment, and
disease. Social divisions have been entrenched by a dramatically skewed
provision of education, health and housing, and public services have been
implemented In a system of extreme mismanagement and Inefficiency (Cramer,
1994). Inequality in socio-economic circumstances Is very large and has
coincided with race boundaries. There Is differentiation in Income, sducaucna'
attainment, lifestyle, residential circumstances, and access to amenities and
servloes (Schlemmer, 1991). As a result, South Africa at vesent Is In a crisis
state due to the Inability of the state to develop a social and economic policy
that adequately responds to the needs of Its people (Taylor, 1994).

Every aspect of economic life has been distorted as a result of apartheId. A
survey conducted by the cer ~ral Statistical Services stated that the official
measure of unemployment In South Africa was 4,7 million, approximately one
third of the economically active population (Westcott, 1995). Furthermore, there
is a clear indication that the employment crisis has deepened. Bennal! and

Monyokolo (1994) examined overall rates of unemployment In 1992 among
1984 and 1988 schoolleavers. There was a sharp increase in the inCidents of
unemployment rates from 14.4% for males and 18.9% for females In the 1984
sohool-leavera, to 30.L.% for males and 44.1% for females In the 1988

school-lesvers. The unemployment rate amongst undereducated and unskilled
youth is even higher', leading to a life of crime and delinql.ll,;,lcy (Taylor, 1994).
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Insecurity over their future under majority rule (Homer-Dixon, Boutvvell &
Rathjens, 1993). A survey conducted in 1994 showed that substantial portions
of the black population were optimistic about the future, whereas whites were
less enthusiastic, In that they feared the futura of the country (Marklnor, 1994).
Common Identified concerns of South Africans include, whether Individuals
want to live In South Africa, whether they want their children to live in the
country, whether the country will be governable or well-governed, whether there
will be a rising standard of living, whether there will be a successful first world
sector, whether black leadership will be able to moderate Its followers'
expectations (Tucker & Scott, 1992). Other fears include, the threat of the
unlmown, sue : as tile consequences of a black majority government, fear of
new social rE-':1tionshlps,l" .ar of losing power, conn ;1, status and privileges,
fear of losing the known and trusted way of lifo that white people lived
(Coetsee, 1993). As a result of the changed environment in South Africa, some
Individuals have felt a sense of loss, such as a loss of familiarity, loss of status,
and loss of the certainty of a future, and consequently, have experienced
anxiety and stress (Muller, 1992).

Even though the political transition In South Africa has been In a positive
direction, with elections as a major step forward to national reconciliation, it
would be foolhardy to expect spontaneous harmony and understanding upon

the Installation of the Government of Nat!onal Unity (King, 1994). South Africa
Is In an Interim stags, between the known past and the unknown future. Tills
Is a perplexing part of transition, since It is a stage between the ending and
beginning of a new phase, or a gap between the old reality and a new one
(Bridges, 1968). The old rules of politics have broken down and the new
political system has not yet been established In full, and as a result,
uncertainties and expectations of South Africans peak (Slsk, 1993). This
experimental phase through which South Africa Is undergoing, will continue until

the new political, social and economic Institutions achieve legitimacy and
become fully functional (Gxwala, 1995). Thus, a volatile phase of the change
process occurs when the equilibrium of the present state has been disrupted
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ambivalence (Taylor, 1994), and has disrupted the social fabrics of

communities, reducing their ability to govern themselves in the present or to

educate their children to be responsible, productive citizens In the future

(Tuckuf & Scott, '1992). To make matters worse, violence has adopted an

Increasingly arbitrary and random nature as victims have been less and less

politically selected. The result of ttlis kind of violence is that it has further

entrenched feelings of Insecurity In people (Simpson, 1993a). This is

compounded by the fact that the experience of violence is seldom isolated, but

tends to operate as a source of continuous stress (Simpson, 1993b). The

consequence of this has been tht;;)development of a situation In which mistrust,

suspicion and insecurity have become embedded in the relationships between

South African people (Koetz, 1904), and In which fear and violence has

become part of the dally existence of South African individuals (Taylor, 1994).

The process of transition has generated feelings of uncertainty amongst people

(Simpson, 1993b). Uncertainty has arisen over the future of South Africa with

regard to constitutional, economic, political, ideological and social issues

(Barber, 1994). In particular, there has been uncertainty regarding the nature

of the future government's policies. It has bean anticipated that the future

government would probably provide some Improvement to the economy and to

the living conditions of a portion of the population. However, uncertainty has

been expressed as to whether It would lift the economy out of Its historical mire

and provide a genuinely constructive response to the social and economic

challenges ahead (Cramer, 1994). There have also been fears over whether

political campaign promises would be unfulfilled .Mallrnela, 1994), or If there

would be a switch of policy midway through the transition period, or very

serious disillusionment with the gO\lernment before the next elections (Cramer,

1994).

It Is recognised that change leaves Individuals wlU, a sense of lack of control

over their own destinies, and undermines their ability to predict their futures

(Marris, 1986). Accordingly, white South Africans have felt a sense of
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value has led to a great deal of mistrust, inequality. disrespect and dishonesty

between groups (Koetz, 1994). This sense of ,nationness' has been witnessed

in the strong resistance to change exerted by groups from the right and left of

the political spectrum (Coetsee, 1993). Much resistance to change occurred

In the period before elections, whereby I political parties used violence to

undermine the process of change (Simpson, 1993a) or to create destabillsatlon

In order to obtain more powerful bargaining positions with the government

(Sarber, 1994). Violence became an alternative form of participation for those

groups who did not want to enter negotiations. For example, the political and

social settlement was made very fragile by the stance of the white right and the

Inkatha Freedom Party whose resistance stemmed from fear of a loss of

Identity and material interest (Cramer, 1984j, and because changes were

percalved to be Incompatible with their values and customs typified by

tradttionausm, conservatism, conformism and group solidarity (Coatsee, 1993).

Thus, a culture of Intolerance has had Its greatest impact from political party

rivalry, which in turn has stemmed from considerable fear underlrlng the

antagonism between groups (King, 1994). Violence caused by political

competition and rivalry, was also used as a strategy to allocate blame and

stlqmatlee other organisations, and to bolster support for their political party

(Morris s Hlndsor. 1992). The constant stalling of negotiations created a

climate of extreme impatience and frustration (Simpson, 1993a}) which resulted

In a situation of violence sweeping the country before elecuois (Taylor, 1994).

Political change as a stressor

'there has been an abundance of evidence Indicating the readiness of South

Africans for political change (Coetsee, 1993). However, from international

experience, no country has made a successful transition to democracy starting

from an unfavourable position like that of South Africa, Wilb over a decade of

economic stagnation and olutright decline in per capita incomes, with

Inequalities of Income, ethnic rivalries, and rising levels of violence (Tucker &

Scott, 1992). Conflict has made people live In a state of conunuert
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Schlemmer (1991) states that South Africans are excentlonally highly
pclltlclseo, as the controversy which has surrounded South Africa's past policies
has Inculculated a high level of political awareness in the population. Decades
of authoritarian control and curtailment of potltlcal activity, '1ave produced a
culture of militant anti-system protest, which hF.lving been a response to
grievances, is likely to persist as a response to soclo-eccnomlc frustrations in
the years ahead. This political tntenstty has generated much violence among
South Africans (Schlemmer, 1991), to the extent that the sustained nature of
conflict has bequeathr j a culture of violence upon South Africans (Simpson,
1993a; Taylor, 1994). This has been rooted in the notion that violence in
South Africa has become normative rather than deviant, and it has come to be
regarded as an appropriate means of resolving political and social conflict. This
is visable across the entire political spectrum where violence has been
sanctioned as a means both of maintaining political power as well as an
accepted means of attaining change or resolving conflict (Simpson, 1993a). The
sustained nature of conflict and tension is Indicated in the large amount of
deaths resulting from political violence, and the existence of racial attacks and
lntra-atrtcan conflict (SAIRR, 1995). This violent ongoing power struggle has
been rampant largely within black townships, as a result of denied access to
education, health care, housing and work over so many years, leading to
intense battles over competing claims for power and resources (Taylor, 1994;

Tucker & Scott, 1992).

Causes of violence In South Africa have been a culture of intolerance and a
political tradition noteble for Its non-democratlc character (King, 1994).
Moreover, the roots of violence are located not only in the djl'isions within the
black population, but also in the divisions of society at large (Morris & Hindson,
1992). South Africa has developed a fragmented national identity through the
coercion and exclusion of the majority of the population through apartheid

(Cramer, 1994). Confl;ct has arisen between groups, due to engendered beliefs
that their aspirations cannot be achieved simultaneously, and perceptions of a
divergence In values, needs or Interests (Taylor, 1994). The lack of common
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the case of job Insecurity, employees Influence thelr subjective reality by
focusing on situations that 01'0 not physically present and instead may recall the
past or an. ate the future. Jacobson's (1991a) cesorlptlon of job insecurity,
as an Intermediate tevel of experience, In which 'the Individual assesses
whether ~hemeaning placed on events is seen as threatening and whether it
requires new adaptations, Is also very similar to the process of appraisal.

The present study ccnceptuallses job Insecurity within a stress framework, in
accordance with other theorists who have examined Job insecurity from a stress
perspective (e.g., Bargellet al., 1992; Greenhalgh & Rosenblatt, 1984; ~<uhnert,
Sims & Lahey, 1989; Roskles et aI., 1993; van Vuuren, Klandermans, Jacobsen
& Har~ley, 1991). The literature recognises that lob insecurity may be both a
stresRful experience for individusls (Klandermans et aI., 1991) and a type of
cognitive epprelsel (Jacobson, 1991a). Accordingly, it is proposed in the
present study that the experience of joo Insecurity operates as an appraisal of
stressful change, Since both processes involve cognitive and affective
responses such as a sense of threat, uncertainty, tess and reduced control.

Individuals have described jo;" Insecurity In terms of a threat externally imposed
upon them and ',eyond their power to influence (Jacobson, 1987). Individuals
need stable and secure environments in order to feel psychologically safe

(Schein, 1993), thus Insecure environments tend t.... represent threat.
Individuals feel vulnerable when they are subject to threatening events
(Jaccbaon, 1991a), because the ul1j.)redlctablealnd ambiguous naturo of such
events leads to confusing outcomes (Jacobson, 1987). Individuals are
threatened by new Situations and experiences (Muller, 1992) and find It difficult
to complete t'le letting-go process (Earnshaw at al., 1990). This is because old
W~\lysprovide a familiar and stable environment, wnereas tl1echanges bringing
about feelings of Insecurity and are threatening and unpredictable. Thus
externally Imposed and unpredictable threats !:) Job G..mtlnuHy have a highly
bewildering and disrupting effect upon lnotvlduats (Jacobson, 1987).
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Individuals' sublectlve experience of lob Insec'Lri!Y

The key feature of job insecurity Is the subjective or perceptual nature of the
assessment by the individual (Bargal at aI., 1992), The experience of job
Insecurity can be described as an Internal precess, It is a perceptual
phenomenon that is conceptually close to a cognitive appraisal process, In that
It depends em tl'i$ Indlvldual's Interpretation and evaluation of events in the
environment (Jacobson, 1991a; 1991b), Thus, the concept of appraisal plays
an Important part In job Insecurity, In that the individual wnl only experlence
lnseourtty from an objective event, if the Individual subj~ctlvely perceives threat.
The (..lognltlveappraisal process evaluates whether and when threat will occur,
what the consequences will be, and whether, to what extent, and hew the
Individual can manage the threat (Jacobson, 1987).

asum, Singer and 8aum (1981) describe the appraisal of a stress Situation as
a type of cost-rewards analysis, whereby the Individual evaluates the perceived
severity of the stressor and the judged likelihood of the stressor's
consequences having an effect on the Individual, Aspects such as perception
of threat, uncertainty and degree of control are embedded in the psychological
process of appraisal, such that when control Is not perceived as feasible or
When a stressor Is seen as unpredtctable, greater costs to the Individual will be
exacted, This description of epprslsat Is very similar to the' psychological
process of Job lnsecurlty. Rosl<ltlSand touls-euerln (1990) Illustrate this point
by ~)tating that the experience of job Insecurity, like psychological stress
depends upcn the Indlvidual's evaIllation of tile Situation as threatening I and It
Is the perception of threat rather them the characteristics of the situation per se,
that determine whether or not the circumstances are appraised as stressflJI or
causing Insecurity, In addition, when an Individual experiences perceived
powerlessness, llke with lack of control, great costs to the Individual will be
exacted. Edwards (1992) also discusses the appralsl:11of stress with reterenoe
to job insecurity. He maintains that employeee do not paselvely receive
external stlm .JIi, bu~ insteod actively cons.ruct their own subjective reality, in
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Greenhalgh and Rosenblatt (1984) maintain that to possess adequate content
validity, a measure of job insecurlt.y would have to encompass both the severity
of threat and the employees' sense of powerlessness to avert the anticipated
10$s. Thus, the dimensions of job Insecurity are related multiplicatively, as
follows:

;:b Insecurity::: perceived severity of tilreat x perceived powerlessness to reslst
....«eats

The relationship Is multiplicative In the sense that If either of the factors Is
inslgnlfic~nt the degree of experienced Job insecurity also is Insignificant
(Greenhalgh 81 Rosenblatt, 1984).

Greenhal!~h and Rosenblatt (1984) extended this definition in stating that the
assessment of threat severity Ideally would encompass: the range of job
features that could be In jeopardy, the valence of each such feature, the
subjective probability of losing each feature, and the number of sources of
threat. Whereas, assessment of powerlessness would encompass the number
of areas In which Individuals experience a power deficit. Following this
conceptuatleatlort, Ashford et al., (1989) defined job Insecurity as a
multiplicative combination of trnportance and threat of loss of job featuras,
Importance and threat of loss of job Itself, and a sense of powertessnesa to
prevent a loss. Job Insecurity was operationalised as follows:

Job insecurn1;y::: [(Importance of job features x IIki:)lIhood of losing jolo \featuro)oJ.

(importance lof Job loss x likelihood of Job loss)) x perceived powerteesnees to
resist threats

'1llelr study supported the use of a multiplicative measure l'atl'Ier then a
measure of separate components of the construct, In that the multiplicative
measure hfld higher correlations with variables than did Its component parts

(Ashford at 61., 1989).

49



Greenhalgh and Rosenblatt (1984) proposed that perceived job Insecurity
should be conceptualised as being comprised of the dimensions of perceived
powerlessness to counteract threats to ones' job, and perceived severity Jf

possible results; should job loss occur.

Sevel'ity of threat, or the degree of perceived threat, to continuity in a work
situation depends on t~lescope and importance of the potential loss, and the
subjective probability of the lass occurring. The subjective probability of the
loss occurring depends on the nature and the number of sources of threats to
continuity. A threat to an Important job feature will contribute more to job
Insecurity than will a threat to a minor feature, and the more features that an
Individual perceives to be threatened, the greater the amount of Insecurity
experienced (Greenhalgh & Rosenblatt, 1984). In addition, the more an
Individual values his or her present Job, the more they depend on It for
acquiring valued features of that job, and thus the greater the perceived
severity of job loss (Klandermans, van Vuuren & Jacobson, 1991).

Sense of powerlessness Is 8,; Important element of job Insecurity because It
exacerbates the experienced threat (Ashford at al., 1989; Greenhalgh &

Rosenblatt, 1984). Powerlessness encompasses an Individual's ability to
counteract the threats identified by the Individual. Thus, eVM If Individuals
perceive a threat to their jobs or job features, Individuals who have the power
to counteract the threats are low In powerlessness and therefore should not
experience much job Insecurity (Ashford at al., 1989). A sense of
powerlessness may result from varlous factors such as a lack of protection at
work from unions or employment contracts, or from unclear expectancies, In
that the Individual may not know what corrective action to take to avoid the)
threat. The organisation's culture and dismissal procedures are further factors
that affect the Individual's sense of powertessness (Greenhalgh & Rosenblatt,

1984).
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Conc9Qwailsation and operatlonallsatlon of lob InsecurI!V

Jacobson (1991a) maintains that In defining the experience of job insecurity
three distinctions must be considered: In!Jecurlty as an objective or subjective
phenomenon, Insecurity as a cognitive or affective quality, and Insecurity about
the continuity of one's job or aspects of one's job. Insecurity Is a subjective
phenomenon In that events that objectively occur are perceived as threats to
the continuity of ones job. The phenomenon Is sensitive to the subjective
reality that individuals construct rather than to objective reality (Greenhalgh,
1982). For example, Jacobson (1991a) stated that job Insecurity differs ir'om
actual job loss, In that Job loss is unmistakably revealed by fact Itself, whereas
job Insecurity Is cued by one or more Inferential events which are porcelvec as
threatening indicators. Therefore, job loss or unemployment is an objective
state of affairs for the individual, whereas job Insecurity Is a perceptual
phenomenon resting entirely on the individual's subjective evaluation. The
experience of job insecurity occurs in a setting with minimum social visibility,
in that it is not a clear-cut transition like actual Job loss (Jacobson, 1987). It
exists inside individuals as a result of perceptions ~mdcognitions. Accordingly,
it Is not open to direct observation, but rather Is a construct which Is Inferred
(Jacobson, 1991a). The cognitive aspect of job insecurity relates to the
individual's beliefs of the likelihood of losing the [ob, whereas, the affective
component of insecurity, is the concern about the IIkl~llhoodof losing continuity
in ones job (Jacobson, 1991a).

In the past, Job insecurity has been conceptualised and measured as a simple
global variable, tor example, "how satisfied are you with the amount of job
security you have?" The danger of using only a global measure ()f 1.1 complex
variable is that different respcndents may LIse the same response to refer to
qulte different aspects of the phenomenon (Greenhalgh & R05i(~nblatt,1984).

Job insecurity, therefcre, cannot be captured by a single or Blobal variable,
since the subjective threat Involved InJobinsecurity is multlf,;;lcetodand complex
(Ashford at at., 1989; Greenhalgh 8, Rosenblatt, 1984).
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Although attempts by theorists such as Greenhalgh and Rosenblatt (1984) and
Ashford at al, (1989) to conceptualise perceived job Insecurity are established,
the construct of job Insecurity 11C1~ not received significant attention from
researchers (KuMart & Palmer, 1991; Orpen, 1993). Few studies have
focused on individuals' perceptions of job Insecurity (Jacobson, 198'7; Kuhnert
& Vance, 1992) land Its effects upon Individuals (Earnshaw et aI., 1~)90).,

Greenhalgh and Rosenblatt (1984) provided the first theory-based perspectlve
of [ob Insecurity. They presented a model of the natura, causes and
consequences of perceived jou Insecurity. According to this model, objective
threat of job loss was transmitted to the Individual by Intended and unlntended
cues from the organisation and employees. For exampis, Insecurity emanated
from sources l-Juchas offiCial announcements, unintended organisational clue"
such as a reductlcn of a budget, and rumours. The Individual attended to the
messages or objective threats by means of a perceptual process which
perceives a subjective threat. The Individual was then likely to react with
decreased effort expenditure at work, Increased resistance to change, and a
greater likelihood of leaving the organisation. The model also proposed a
variety of potential moderators of the linkages between the antecedents and
perceptions of Insecurity such as locus of control, work orientation and
a uuon tendenctes, and moderators between perceptions of Insecurity and
re(... Ions to these peroeptlons, such as social support.

Ashford et at. (1989) extended the model ot Greenhalg:, and Rosenblatt (1984),
and conducted an empirical examination of job Insecurity. They developed a
complex multiplicative measure of Job Insecurity to test hypotheses about the
causes and consequences of the construct. Hypotheses regarding potential
antecedents of lnsecurlty, such as organisational change, role ambiguity and
locus of control were supported. Job Insecurity was found to be significantly
n91ated to attitudinal reacilons such as Intention to qult, organizational
commitment, trust In the organisation and Job satisfaction.
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CHAPTER 4.

JOB INSECURITY

Job insecurity has become a matter of critical importance in SOLltt1 Africa. Thls

is because the current rate of unemployment is very high and the rate of
worker-level employment is lower Ulan it should be in South African
organisations (Westcott, 1995). Prolonged economic downturn has led to
organisational responses such as mergers, takeovers, downsizing, closure and

relocations, which in turn have been the cause of retrenchments and major
changes in employment, the curtailment of privileges and expectations of the
job, and a rapidly changing Jobstructure (Greenhalgh & Rosenblatt, 1984). It
has been noted that employees who have not lost theil' jobs may experience
uncertainty over the continuity of their employment (Bargal at al., 1992), or else,
may be subject to pressures to mOdify their jobs and accept different
employment conditions (Jacobson & Hartley, 1991). The experience of job
Insecurity Is not limited solely to organisations in crises, but can exist in any
healthy organisation (Hartley et at., 1991). This Is because the conditions that
give rise to insecurity, such as acquisitions, mergers, job changes, and
Increased competition, already exist or can suddenly occur in any orpanlsation,
making any individual In any organisation potentially vulnerable to job insecurity

(Rcskles & Louls-Guonn, 1990). Consequently, job Insecurity has proliferated
in the Work environment (f<uhnert & Vance, 1992), transforming traditionally
secure Jobs into insecure ones (Roskles, Lculs-ouerln & Fournier, 1993). Thus,
the uncertainty and Instability of work due to constant organisational change

and decline has created an insecure work environment for employees (Jlcl<,

1985), causing feelings of stress, and insecLlrity regarding U19 nature and
continued existence of their jobs (Ashford et al., 1989).
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oocurring as South Africans are awakening to the realisation that everything
has changed. Since outside experiences affect Individuals' attitudes at work
(8hagat et al., 1985; Odes-lk-Duke, 1990), it follows that individuals' feelings
of Insecurity experienced In their life In general, will spillover Into their work
environment affecting their work attitudes, and In particular engender feelings
of job Insecurity. Hartley, Jacobson, Klandermans and van Vuuren (1991)
c'Jggest that job Insecurity can be seen as a manifestation of more general
uncertainty people experience throughout their lives In modern society. As
peoples' jobs are a major part of their lives where they are provided with the
opportunity to achieve personal feelings of growth and advancement (Goffea
& Sease, 1992), a sense of disruption, threat, uncertainty, loss and reduced
control felt in the lives of Individuals will undermine the achievement of these
goals, leading to perceived Insecurity in their jobs.

The present study views change as comprising political, social and
organisational chonges. The literature demonstrates that the expectancy of
change, as well as actual chanqes, and fears for the future, are associated with
Increased stress (Ashford, 1988; Cartwright & Cooper, 1993) and that ohanges
lead to feelings of threat, powerlessness and Insecurity (AShford et al., 1989).
Accordingly, the present research approach to stressful change Is that It results
In affective outcomes related to stress and job Insecurity.
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negative outcomes. If Individuals perceive the environment as threatening, and
become overwhelmed by the difficulty of decisions and the consequences, they
may belgln to display dysfunctional behaviours SLIChas, apathy, withdrawal, a
sense of purposelessness, lack of confidence, hypersensitivity, and mistrust
(Veldsman, 1993).

B£.gctf(ms to stressful environmental chang~

lndlvlduals experience a sense of security, stability and order through the
developed structure In both their privata and work lives (Goffea & Sease, 1992).
The structure and processes, of work and community which surround people,
are perceived and appraised by individuals (Levi, 1992). Change for most
people means a disruption in the life and work patterns to which they have
become accustomed and comfortable with over time (Schweiger & Ivancevlch,
1985). The introduction of an uncertain future in South Africa (Gxwala, 1995)
Is likely to disrupt established patterns, and cause Individuals to feel as if they
have lost control over Important aspects of their environment (conner, 1993),
and when Individuals' sense of control or predictability of their lives are
threatened, strong reactions of powerlessness and Insecurity are Induced
(Ashford et al., 1989). Insecurity Is thus an inevitable consequence of change
(Greenhalgh, 1982). This is reflected in the process of transition in South

Atrlce whioh has resulted in a whole society experiencing dramatic political and
scclel chanqe This precess has been enduring and beyond the control of the
everaqe individual, and has generated deep-rccted insecurity among South
Africans (Simpson, 1993b). Similarly, the experience of a contracting economy
with Its inevitable consequences of organisational changes such as increased
insolvencies and job losses has left employees feeling helpless, out of control
and lnseoure (Simpson, 1993b). Fear of the unknown conflicts with Individuals'
desires of security, producing anxiety, and reducing personal sense of control
(McKendail, 1993). Werth (1994) reports that the drastic changes in the
country and in organisations bring about a loss of certainty about the future,
loss of security, identity, confidence and sense of competence. This is all
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The magnitude and frequency of change is a further factor in determining
whether change will be appraised as stressful (Jlck, 1985). Studies have
reported that the frequency and Intensity of changes are significantly associated
with Increased feelings of subjective stress among individuals (Motowtdlo et aI.,
1986; Travers & Cooper, 1993). Gibson (1983) found that individuals
expressed a preference for low levels of change, In that rapid changes
significantly altered Individuals' work roles, lea.. 19 to low levels of job
dissatisfaction, whereas a low amount of change had no negative Impact. Shlu
at al. (1993) also found that major social changes, that Is events high In
magnitude, resulted In stress outcomes. Furthermore, Individuals' appraisal of
change seems to alter over tile duration of time. For example, Manz et al.
(1990) study demonstrated several emerging themes during a period of
organisational change. Employees displayed Initial suspicion, uncertainty and
resistance towards a new work design. They viewed It as a personal threat
over which they had little control and in which they perceived little potential
benefit for themselves. However, gradually they realised and accepted new
possibilities posed by the change, which led tr) the Individual's endeavour to
develop and adapt to new modes of benavlou-, This demonstrates that change
may be ultimately adaptive, but only after enough time passes for the Individual
to adapt to the disruption (Amburgey et aI., 1993). On other occasions, change
processes may be very stressful for employees, that at the time, the short term
costs could cancel out the benefits In thL long term (Kal'asel<, 1990).

The process of change, namely the identification of aspects in need of change,
the way In which change needs to be effected, and the psychosocial dynamics
accompanying change, will also Influence Individuals' appraisal of change and
det~rmlne whether Individuals will respond 11'1 an unhealthy way (Veldsman,
1993). Hence, the manner In which change its Implemented Is related to the
outcome of stress (Travers & Cooper, 1993). Individuals need support and
guidance In order to adjust to the changes and to avoid stress (Gluckman,
1990). A lacl<of support to enable employees to cope with the new realities of
their environment and that the organisation has to address, Is likely to result In
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Change can be stressful due to the difficulty In moving away from a familiar old

culture (Callan, 1993) and having to relinquish old attitudes and behaviour

(Bridges, 1988), for example, South African organisations are having to

renounce their old corporate cultures based on authoritarian top-down

management paradigms (Gxwala, 1995). The old way of doing things becomes

embedded In a stable and predictable environment, whereas efforts to try new

things have In the past often leel to failure. Individuals thus experience a sense

of threat and emotional difficulty when undergoing learning experiences

(Schein, 1993). The greater the amount of adjustment required by chanqes,

the more stress It produces amongst individuals (Ashford, 1988; Matteson &

Ivancevlch, 1990).

Individuals' appraisal of changg

Changes result In distinct psychological consequences for different individuals.

For example, change may have oosiuve consequences, have no signific.:::}nt

effect upon individuals, or else, change may have negative effects, leading to

minor disappointments or stress (Westlander, 1989). Like any potential stress

Inducing event, whether the change wilibe construed as a source of stress, will

depend on how the individual appraises and evaluates the significance of the

event (Pollock, 1988). Stress arises more from the percepuons which

employees have as to the likely changes which may result, rather than the

actual changes themselves (Col .wrlght & Cooper, 1994). Only If the event is

perceived as having costs for the individual, ~'111the event be classified as

stressful (Matteson & Ivancevich, 1990). In addition, reactions to change

depend on the extent to which individuals are aware of and understand the

reasons for change, the extent to which they agree with these reasons for

change, the extent to which they Identify with the expected outcomes, and the

extent to which change is reconcilable with their existing values and current

practices and goals (Coetsee, 1993).
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situation (McKenda!!, 1993). Through socialisation and training, employees
develop the skills needed for their jobs, and this capability gives them a sensa
of competency and control. Thus, when charge is Introduced, employees must
adapt by developing new skllls (Ashford, 1988). Employees are often unable
to cope with the discrepancy between their current levels of training and skills,
and those now required with the change (Callan, 1993). Loss of competency
may result from changes, and thus employees perceive change as increasing
their risk of failure (Arnburqsy et aI., 1993). Employe~, may then experience
anxiety, associated with the inability or unwill!ngness to learn something new,
because It appears too difficult or disruptive (Schein, 1993).

Mulier (1992) proposed that when individuals experience changes In the South
African business environment, and changes such as a nsw job, promotion, or
company restructuring, they experience some form of threat CIS a result of
having to adapt to a situation which Is unfamiliar (Muller, 1992). A further
psychological outcome of change In South Atrlcan orqantsartons is uncertainty
(Werth, 1994; Wolmarans, 1995). Employees feel uncertain about how change

will affect the nature of their work, career paths and coworker relations. With
new procedures and social norms, employees become uncertain about which
behaviours are appropriate a'1d how their future behaviour will be evaluated
(Ashford, 1988). Organisational chanqe atso implies a certain amount of loss
(Wolmarans, 1995). Loss may be felt In a number of features of an Individual's
work through changes In procedures, Including, a loss of status, loss of power,
loss of posltlon, loss of knowledge, loss of networks, and loss of Job role or
definition (Greenhalgh & Rosenblatt, 1984; Muller, 1992). A loss of work role
makes emotoyees become unsure about the behaviour, attitudes and values
associated with their position, and accordingly the~ experience a further loss,
of Identity, status, and self-worth (Schlenker & Gutek, 1987). Moreover, as

change, by its nature Is unpredictable, Individuals feel a loss of the known and
a lack of control (0allan, 1993). Due to the proliferation of change in South
African orqarusatlons, It Is likely that Individuals will experience a loss of
certainty of thl9ir future and a loss of security In their jobs (Werth, 1994).

40



,Job dissatisfaction

Job satlsfactlcn reflects a positive emotional state resulting from the perception
of one's job as fulfilling (Locke, 1983~, A.lternatively, the experience of job
dlssatlsfaotion is an unpleasant psychological state for the Individual, as It
means the employee Is In a job that would preferably be avoided In some
respects (Locke, 1983).

Job satisfaction Is a common outcome of stress in organisations (8hagat &

Allie, 1989; Cooper & Cartwright, 1994; Decker & Borgen, 1993; Jamal, 1990;
Sullivan & Bhagat, 1992). It is additionally related to tho broader environment
due to an Interaction of the work and non-work domains of Individuals' lives.
Conse.quently, there [s a spillover of the effects of life stress on organisational
outcomes such as job satisfaction (Barling, 1990; Bhagat et aI., 1985; odesnlk-
Duke, 1990). Empirical studies indicate that stressful events experienced by
IndlvidLlals are consistently related to deereasec levels of Job satisfaction
(Bhagat & Allie, 1989; Shagat et at, 1985; Bluen & Barling 1987). In a study
conducted within multiple industries on over 3 000 subjects, Steffy et al, (1990)
demons; ateo a significant association between stressful life events and job
dissatisfaction. In addition, the occurrence of stressful organisational change
has been aesoclated with decreased levels of job satisfaction (Nelson et al.,
1995; Sutherland & Cooper, 1992).

People respond affectlvely to jobs In terms of how they represent or perceive
the job. Therefore, to the exteN that job insecurity represents a constellation
of perceptlons regarding possible negative task events, It will be likely to have
a negative effect on job satisfaction as the primary affective response to a job
(Ashford et aI., 1989). Moreover, job Insecurity may cause a decrease In the
Intrinsic appeal of the job as employees may perceive that they are performing

their tasks in order to maintain their Job security. The perception of being
extrinsically motivated may therefore make it difficult for employees to
experience the intrinsic appeal associated with their jobs (Brockner, 1988). In
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decreased emotional well"belng, In that the women experienced a loss of
identity, withdrawal, a loss of trust, a betrayal of expectations, self-doubt and
depression (Earnshaw et aI., 1990). In a study by van Vuuren at al. (1991),
employees who felt Insecure about their Jobs reported more nervousness, guilt,
sadness, fear and anger, and less pleasure and self-confidence than
employees who did not feel Insecure. Job Insecurity has also been Identified
as a predictor of Increased medical consultations for psychological distress
(Catalano et al., 1986). SlmlltJrly, Joelson and Wahlquist (1987) found that
employees who experienced problems such as anxiety and uncertalnty about
Job stability sought more psychiatric help.

It appears that the accumulation of negative emotions resulting from the
experience of Job insecurity causes a decline in psychological well-being
(Wilson et aI., 1993) and an increase in symptoms of III-health (Kuhnert at al.,
1989),' such that the level of distress rises proportionately with the degree of
Insecurity experienced (Roskles & Loills-Guerln, 1990; Schweiger s Ivancavlch,
1985). A study by Dol<ker and Schaufeli ('1991,) reported that following
organisational change, job Insecurity was associated witt) a deterioration of
psychological health. It Is thus possible that If change engenders negative
emotions such as feelings of uncertainty, threat, sense of powerlessness, and
other related emotions Inherent In the job Insecurity experience, the Individual
will experience psychological distress. A study by GillI~~(1992) provided
support for the notion that It Is dysfunctional attitudes, and not the Individual's
actual clrcurnstance, that has a direct relation with psychological distress.
Moreover, Kelloway and 8arllng's (1991) study found that Individuals

experiences of employment medlat'sd the relationship between organisational
characteristics and mental health. Accordlnqly, the appraisal of Job Insecurity
may mediate the relaticnshlp between ohange and psychological distress.
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addition, Steffy et al. (1990) reported that undesirable stressful events were
significantly assoclateo with psychosomatic distress. Research has also
Indicated that during times of stressful organisational changes, employees' level
of mental health decline significantly (Nelson et al., 1995).

Evidence suggests that job security Is central to the psychological well-being
of Individuals (Khunert & Palmer, 1991; Wilson, Larson & Stone, 1993). Job
Insecurity encompasses much more than simply fflar of losing one's job.
Instead the prospect of demotion, deterioration in working conditions, or even
the long term prospect of eventual job loss Is associated with decreased well-
being (Roskles & Louis-Guerin, 1990). Job insecurity reduces employees'
psychological well-being In that individuals feel depressed, anxious and useless
when they fear losing their Jobs (Klandermans at al., 1991). The threat or a Job
loss Is accompanied by a sense of instability and marl<edly reduced personal
control (Jacobson, 1991 a), and Is IInl<edto Individual's feelings of competence
and selt-worth, thus constituting a fundamental threat to the employee's sense
of identity (Kuhnert & Palmer, 1991). Job Insecurity Is an experience Involving
fear, anxiety, and potential loss (Ashford et al., 1989), where the potential loss
concerns a vital aspect of employees' lives (Greenhalgh s Sutton, 1991),

Empirical studies have shown that Job Insecurity Is significantly assoc'eted with
psychological distress (Dooley at aI., 1987; Khunert & Palmer, 199-1;Nelson at

el., 1995; Roskias & Lolus-Guerln, 1990; van Vuure'l et aI., 1991). Orpen
(1993) reported that In a South African sample, Job Inse;~uritywas positively
related to anxiety and depression, whereas, Kuhnert at at (1989) found that Job
Insecurity was slgnlfic:;lntly associated with Increased symptoms of ill-health,
such as depression, and som '-Itlccomplaints. Jacobson (1987) demonstrated
that as a result of r ercelved job Insecurity, Individuals experienced
damoralisatlon, fear, panic, shock, suspicion and anger. They also experienced

a sense of helplessness, lack of control, end somatic symptomatology such as
lack of sleep, headaches, stomach disorders, and fatigue. A study of
professional women reported that perceived job Insecurity was related to
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CHAPTER 6.

§TRESS REACTIONS

The term stress reactions is defined as undesirable personal effects of stressful
experiences from the domains of both work and non-work and Is represented
by cognitive, affective and behavioural reactions to stress (Shagat & Allie,
1989). In the present study, the variables psychological distress, job
dissatisfaction and reduced orqanlsatlonal commitment are examined as
dimensions of stress reactions resulting from stressful environmental change
and perceived job insecurity.

Psychological distress

Psychological distress Involves a whole complex of mutually interrelated
affective, cognitive and behavioural processes. It Is characterised by such
phenomena as anxiety, depression, a sense of uselessness, lack of self-
conrldence (Klandermans at al., 1991), Irritability, fatigue, headaches and
Insomnia (Dekl<er & Schaufell, 1995).

It is stated that psychological strain Is the most common outcome of stressful
experiences (Pane, Lane & Leahy, 1989). Empirical studies report that a
substantial relationship exists between life events and psychological distress
(Shag at & Allie, 1989; Glickman, Tanaka s Chan, 1991; Shrout at aI., 1989;
Wagner et al., 1988). Stressful clhanges have been related to poorer mental

health (SLltherland & Cooper, 19H2), and other symptoms such as depression
(Brown at al., 1994; Ensel & Lin, 1991; Hammon, 1992; Simons et aI., 1993;
Valiant, 1993) and anxiety (Eden, 1990; Miller, 1989; Russell s Davey, 1993).
Stressful events In the workplace have also been shown to be significantly
related to psychological distress (Bhagat 81 Allie, 1989; lnvancevlch, 1986).
Matowldlo et al. (1986) demonstrated that both frequency and Intensity of
stressful events were associated with psychological distress symptcme, In
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Ashford's et at, (1989) study Illustrated that the greater the amount of change
experienced by individuals, the greater their perceived job Insecurity. It follows
that the experience of environmental change Is stressful for Individuals
(Ashford, 1988). Stress, In turn, cannot be defined without reference to the
strain or responses made by Individuals, since these cognitive reactions are an
Important aspect of the stress process (Baum et al., 1981). Insecurity
concerning job loss and jOb changes thus leads to stress-related psychological
outcomes for Individuals (Schweiger & Ivancevlch, 1985). In the present study,
change Is viewed as an antecedent of job Insecurity and stress reactions as a
consequence of job insecurltv,
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such as economic Instability (Bargal at at., 1992; Earnshaw et aI., 1990;

Jacobson, 1987), and political factors such as a governmental policies (van
Vuuren at aI., 1991). Hartley et al. (1991) suggest that job Insecurity should be
seen as a manifestation of more general uncertainty people experience
throughout their lives In modern society. The old certainties and stabilities of
;lfa, comtunlty anfi work have disappeared, and Instead many people face
considerable change, uncertainty al1d insecurity in their place of' living and
employment.

Empirical results have demonstrated that environmental change such as
economic downturns have been associated with job Insecu:ity (Bargal at aI.,
1992; Catalano et al., 1986; Earnshaw et al., 1990). In a study by van Vuuren
et al, (1991), employees attributed their feelings of Job Insecurity to caUP9S
such as governmental policy, the economic situation, raised educational
demands, new technology, and managements' declslon-maklnq. Dooley at al.
(1987) found that undesirable job events were positively associated with
perceived job insecurity, and Jlck (1985) found that changes In work
procedures, layuffs and reductions In resourcos led to perceived job Insecurity.
Orpen (1993) reported that employees felt more insecure about their jobs with
the onset of organisational restructuring. In fact, Dekl<erand Schaufeli (1995)
stated In their study that one of ~hegreatest worries experienced by employees
during organisational change Is uncertainty 'about the continuation of ones job.
Empirical evidence has also demonstrated that layoffs In organisations
engender feelings of job insecurity In survivor employees (srockner, 19S8;

Davy, Knlckl & Scheck, '1991). For example, Greenhalgh (1982) showed that
employees experienced job Insecurity after a merger, and Newman and
Krzystoflak (1993) reported a drop in satisfaction with job security after an

acquisition.
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operate as a mediator variable (Bruckner, 1988; Greenhelgh, 1982). For

example, Jacobson (1991b) described job Insecurity as "an internal event

reflecting a transformation of beliefs about what Is happening in the

organisation and environment" (p.15). Sequin and Roskles (1993) reported that

It was the subjective perception of risk or Insecurity that provided the link

between a stressful snuatlon and the resulting distress. Furthermore. Ashford

et al, (1989) stated that tl1elr study provided support for research showing that

major changes are likely to have some signlfiL~nt Indirect effects on employees

and organisations through feelings of job insecurity. In addition, Roskies and

touls-ouerln (1990) questloned whether objective Indices or events, such as

job losses in an orpanlsatlon, had any direct Influence on Individuals' mental

health and work commitment beyond that mediated by the appraisal of job

insecurity. They found that the objective indices made no direct contribution to

the prediction of individuals' mental health, and a only a small contribution to

commitment; whereas, the subjective perception of job Insecurity explained a

large percentage of the variance In both outcomes. From tnese findings, they

concluded that perceived Job Insecurity operated as a mediator variable.

According to the description ot job Insecurity as a mediator variable, It follows

that job insecurity Is both an antecedent and a consequence of numerous

variables (Ashford et aI., 1989).

Antecedents of I"',b Insecurity

Change and Job insecurity

Researchers have recognised that a variety of technological, organisational and

broader' social changes have changed the nature of Jobs, by reducing

employees' Job security (Goffee & Scase, 1992; Khunert & Vance, 1992;

Roskles & t.outs-euertn, 1990). The perceived Intensity of threat to Job security

Is Influenced by organisational factors such as, job reorganlJJtlons, mergers,

downsizings, new technology (Greenha\gh s Rosenblatt, 1984), social factors
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In the present study, it is explored whether job Insecurlty operates as a

mediator variable as opposed to a moderator variable for a number of reasons:

Since, the present study examines job insecurity within a stress framework, it

should heed to the concepts and criticisms of stress research. Stress is seen

as combining three main conceptual domains; the sources of stress, the

rnedi:::tors, and the manifestations of stress (Pearlin, Lieberman, Menaghan &

Mullan, 1981). It follows, that the inclusion of a mediator in an empirical model

is important in stress research. A criticism by Steptoe (1991) is that stress

research has identified many factors, such as social support anc! personal

resources, as relevar ~to the relationship between stressors and symptoms.

Thus, an understanding in ttl'S interaction between stressors and resources in

how they generate stress responses (I.e., the effects Qf moderators on the

streseor-straln relationship) already exists. Yet, the mechanisms or pathways

through which stressors result In symptomatology (i.e., the effects of mediators

on the stressor-strain relationship) are poorly understood Steptoe (1991),

therefore, argues that it is now time for stress research to focus on the

mediating processes of stress. Furthermore, as the present study postulates

that Job insecurity may act as the mechanism through which stressors are

appraised as threatening, which In turn causes stress reactions, and since, It

Is a function of a mediator to establish the process through which influences

are transmitted and relationships established (James & Brett, 1984), and not

that of a moderator, it follows that perceived job Insecurity should act as a

mediator rattler than a moderator.

There is a deficit in the literature on Job insecurity, in that causal relationships

between chang", stress and individuals' attitudes are undetermined (Hartley et

aI., 1991). Research on job insecurity es a mediator may fill this gap by

supplying knowledge of the causal nature of these relationships. There is also

evidence showing that perceived job Insecurity does not function as a

moderator of stressful life events and stress reactions (Dooley et aI., 1987),

whereas, research has supported the nouon that job insecurity has potential to
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rather then eliminating the relationship between the independent and dependent

variables ultogether. Therefore, Baron and Kenny (1986) state that from a

theoretical perspective, a significant reduction demonstrates that a given
mediator is Indeed potent, though not both a necessary and a sufficient

condition for an effect to occur.

/Medlator~

Independent ~ Dependent------------------------___.
Variable c Variable

Figure 1. Mediational model.

Baron and Kenny (1986) further emphasise the need to clarify whether one is

tes';,1ga mediator or moderator tYP,e of moael, because researchers have often

confused the terms mediator and moderator, using the terms lnterchanpeably.

A moderator is a variable that affects the direction and/or strength 0\' the

relation between an independent or predictor variable and a dependent or

criterion variable (Baron & Kenny, 1986). In other words, a variaote Is a

moderator if the relationship between another variable is a function of the level

of that variable, whereas, a variable is a mediator when it functions as the

process through which influences are transmitted and relationships established

(James & Brett, 1984). The difference between the two, is that a moderator

functions as a variable that buffers or conditions a relationship, whereas a

mediator is able to show what causes the relationship. An example of a

mediation model is when the eftects of the work environment (antecedents) ere

transmitted to affective outcomes (consequences) by Intervening job

perceptions (mediators) (James & Brett, 1984). Accordingly, the model in the

present study represents a mediation model in which the effects of individuals'

environment (antecedent) are transmitted to stress reactions (consequences)

by Intervening perceptions of Job Insecurity (mediator).
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~9b insecurity as a medlato.!

Researchers have definod job Insecurity as a strain variable, whereby change

leads to perceived job Insecurity (Ashford et aI., 1989; Greenhalgh, 1982; Jick,

1985). Job insecurity has also been defined as a stressor variable (Bargal et

al., 1992; Klandflrmar.J et aI., 1991; Roskles & tcure-ouerm, 1990; Roskies et

aI., 1993), in that job Insecurity leads to stress outcomes such as resistance to

change, intention to quit, reduced commitment, diminished job involvement and

job dissatisfaction (Ashford et aI., 1989; Greenhalgh & Rosenblatt, 1984;

Greenhalgh & Sutton, 1991; Klandermans at at., 1991). Thus, change can be

stressful for employees, and lead to stress and job Insecurity, which in turn may

result in various strain outcomes (Jick, 1985; Schweiger & Ivancevich, 1985).

Job insecurity, therefore, appears to be an Important Intervening variable

between employees' beliefs about the change situation and their attitudinal

responses (Greenhalgh, 1982). It follows that the psychological state of job

insecurity may act as a mediator between change and individuals' attitudinal

outcomes (Brockner, 1988).

The theoretical operationalisation of a mediator Is usually based on a causal

model, whereby Influences of an anteceder.t are transmitted to a consequence

through an Intervening mediator (James & Brett, 1984). Baron and Kenny

(1986) specify that a variable may function as a mediator ",hen variations in

levels of the Independent variables significantly account for variations in the

presumed mediator (Path a), variations In the mediator significantly account for

variations In the dependent variables (Path b), and when Paths a ?nd bare

controlled, a previously significant relationship between the independent and

dependent variables is no longer Significant, with the strongest demonstration

of mediation occurring when Path c is zero. When Path c is zero, there is

strong evidence for a Single dominant mediator, whereas if Path c is not zero,

this indicates the operation of multiple mediating factors (see Figure 1).

Because psychology treats phenomena that have multiple causes, a more

realistic goal would be to seek mediators that significantly decrease Path c,
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The individual experiencing job insecurlty perceives a potential loss of continuity

In terms of either a permanent loss of tile job itself or loss of Important features

of the job (Ashford et aI., 1989; Greenhalgh & Rosenblatt, 1984). Loss of

valued job features is experienced as a type of job loss inasmuch as it involves

losing the job as the affected employee currently knows it (Greenhalgh &

Rosenblatt, 1984). Job features that an individual may fear loosing include

c .reer progression, level of IJay, expected future raises, or a potential loss of

less tangible properties of jobs, such as status, autonomy, resources, or

interpersonal relations (Greenhalgh & Rosenblatt, 1984; Klandermans et aI.,

1991). Job insecurity may be disruptive without necessarily leading to tangible

los:, it may grow insidiously and become a relatively fixed and ongoing daily

experience (Jacobson, 1991a). In addition, loss may include concern about

significant deterloratlon in terms and conditions of employment (Roskies &

Louts-tsuerln, 1990). Job loss is usually seen as negative, that is, in terms of

the degree to which it is likely to harm the individuals chances of achieving,

obtaining or maintaining important values, resources or objectives at work

(Klandermans et aI., 1991). The experience of job Insecurity, however, occurs

only in the case of lnvoluntury loss. For example, having left a job by cholce,

an individual might have given up valued job features and might consequently

experience a eonse 0'( loss, but as this individual would not be powerless to

maintain continuity, he or she would not experience job insecurity (Greenhalgh

& Rosenblatt, 1984).

With the experience of job insecurity, individuals experience a perceived lack

of control (Ashford et aI., 1989). This lack of control is due to feelings of

helplessness over the unfolding developments regarding the prospects fl'}r job

continuity (Jacobson, 1987). When the future becomes less predlcta~::!"c'anc

the individual is suddenly facea with questions that may not have arisen in a

continuing and secure environment, t~e individual experiences anxiety as a

result of reduced personal control (Jacobson, 1991a). In addition, as the

experience uf job insecurity is prolonged, the employee's feelings of loss of

control and powerlessness becomes increasingly intense (Earnshaw et aI., 1990)
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Job security is seen by individuals as a desirable state of equilibrium which

they want to maintain, whereas job insecurity is perceived as a major disruption

of ordinary routine, Interpersonal relations, and the ability to function normally

both in and out of work (Jacobson, 1987). Job insecurity disrupts and

dramatically alters the way in which employees relate to their employment

setting (Jacobson, 1991a). Employees' work experiences and aspirations are

radically altered in that with less security individuals perceive that they are

unable to pursue orderly predictable career paths (Bargal et aI., 1992). With

the experience of job insecurity, individuals experience a change in ortentation

to an existing work role. The shift is engendered by changes in Individuals'

assurnptions concerning themselves, the surrounding internal and external

organisational environment, and the relation between themselves and the

environment (Jacobson, 1991 a). Feelings of job insecurity disrupt the structural

dimensions of a job such as a social identity conferred by the employment

context, Involvement In collective activity, social networks, and regular financial

compensation, arid therefore fail to provide the same rcle-conflrmlnq function

as before the insecurity experience (Jacobson, 1991 a).

A salient feature of job insecurity is the feeling of uncertainty. With cnanpes,

individuals experience a sense of uncertainty or a perceived lack of

predictability which engenders feelings of job insecurity (Ashford etal., 1989).

Feelings of unpredictability characterise the job insecurity experience in that

individua!::> have difficulty in anticipating the outcomes of the job Insecurity

situation (Jacobson, 1987). Specifically, individuals have difficulty in predicting

how components of the environment are changing, difficulty In predicting what

the impact of events or changes will be on continued job security, and difficulty

in deciding what responses are available (Jacobson, 1991 a). Concerns and

fears surrounding possible job change or job loss develop from feelings of

uncertalnty or perceptions of what might happen and how their careers will be

affected (Matteson & lvancevlch, 1990). As a result, feelings of job insecurity

are accompanied by fear of risking ant ;lInglng to the known (Earnshaw et

al., 1990).
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towards the future of thp country, in that a high percentage of people thought
that the relationship be',Neen races was deteriorating, that their economic
situation would worsen in the future, and a low percentage of people foresaw
a happy future for all races in South Africa (Markinor, 1994), However, at the
time of elections, people also experienced excitement and optimism towards
the future of the country (Markinor, 1994), In accordance with these cnanges,
organisations have been involved in mass changes, developing new visions for
the future (Mallmela, 1994; Mdongo, 1995). This creation of a new future and
the adjustment to major redefinitions of social, political and organisational
foundations has created feelings of stress among inrJividuals (Coetsee, 1993),
Therefore, at the time of measurement of th\' oresent study, it was likely that
South African individuals were subject to much stress,

f)ample

The sample for the present research was drawn from three organisations, the
workforce of a retail outlet (n=90), the admlnlstrauon of an educational
institution (n=91), and an organisation Involved In tourism and leisure (n=86),

Different types of organisations were included in the sample to increase
generalisabllity (Cook & Campbell, 1979), Also an attempt was made to
include organisations where their employees were located in diffemnt
geographical regions, so that the sample would have a wider application to the
population, Nearly 70% of South Atrloa's population live and work in the
Gauteng area, which Is dominated by the city of Johannesburg, the main
manufacturing, commercial and administrative centre In the country (Bennell &
Monyokolo, 1994). The sample was therefore drawn from the Gauteng area,
mainly from Johannesburg, but also included subjects from the North West and
Eastern Transvaal regions. It was expected that a range of stressors would be
experienced across the dlffe ~nt organisations and geographical regions which
would provide a representative sample,
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CHAPTER 7.

METHOD

R(>search design

The present reseal ch is a cross-sectional study in which all data are collected
at one point in time (Spector, 1994). Whil \ the data are drawn from a cross
sectional survey, there are several features which make it a basis for
substantially stronger causal inferences than could normally be drawn from
cross sectional data. In time ordering, environmental and job changes
generally precede health status information (Karasek, 1990). The Independent
variable, stressful environmental change, is measured In terms ~f the impact
of changes that have occurred in tM past year; whereas, the mediator and
dependent variables are measured In terms of present perceptions or recent
feelings anr' are representative of near term health status and attitudes. Thus,
the probability of the stressor preceding dependent variables Is very likely. In
addition, the data is analysed by multivariate statistics, namely, LlSREL, which
In terms of the model infer causality (Joreskog & sercom, 1993).

The present study was conducted in the months of February and March
precElding general elections In April 1994. The elections occurred as a
culmination of years of effort in which South Africa had been engag8d in a
difficult process of negotiation (King, '1994). Tills was a period of much
uncertainty, insecurity and conflict, witt' the past four years being amongst the
most brutal in terms of violence In the history of South Africa (Simpson, 1933a).
In the months prGcedlng eleotcns, there was a crescendo of violence resulting
In havoc, deaths and general destruction (Maltmela, 1994). Tilers were even
a series of bomb blasts prior to the eJectlons (SAIRR, '1995). A survey showed
that during the year preceding elections, many South Africans were pessimistic
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FIgure 2. Theoretical model to be tested in the present study. Latent variables within circles, manifest variables within squares. Casual relationships
are drawn with thick lines, empirical with thin lines. Plus signs indicate a positive relationship, negative signs indicate a negative relationship.



state that every stress study undertaken must recognise Its position of relative
contribution to the stress process. Given the Intricacy of stress, no single study
will completely elucidate the stress process, The present study is thus an initial
attempt to delineate part clf the stress process as con..;lstlng of a causal
antecedent or stressful environmental change (Indicated by social, political and
organisational change), a mediating process or perceived job Insecurity
(indicated by perceived threat to total job x powerlessness and perceived threat
to job features x powerlessness), and effects of stress reactions (Indicated by
psychological distress, job dissatisfaction and reduced organisational
commitment). The proposed model Is presented in Figure 2,

The research questions

The proposed model Is tested with the Aim to address whether:

1, stressful environmental changa has a direct causal relationship with stress
reactions,

2. stressful environmental change has a direct causal relationship with
perceived jO;, insecurity.

3. perceived jOb Insecurity has a direct causal relationship with stress

reactions.

4. perceived job Insecurity mediates the relationship between stressful
envlrm.mentel change and stress reactions.
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for some of the unexplained variance in stress symptoms, and aid in the
understandinq of tI,e mechanism througtl which stress leads to symptoms,

It is also noted that the Interactive processes between the stressful
environment, the apprel- 11 of the stressor and the stress reactions are
extremely complex EmJ p ')uly understood (Levi, 1990), Thus, the complexity
of stress-related phenomenon is best understood by casting a wide variety of
variables in an interdisciplinary framework (sumvan & Bhaqat, '1992), This is
ackncwledped in the adoption of mulr -vartat« research designs in the recent
stress literature (e,g.. Hendrix at al., 19S.; ISf&el et al., 1989; Jerusalem, 1993;
Jex et al., 1991), The present study, therefore, adopts a multi-variate research
design in the attempt to gain a more comprehensive understanding of Ie
multlpllcative relationships between variables in the stress process,

With the increasing complexity of the stress process, It has been recognised
that structurat equation modelling is a useful tool in theory formulation and
causal testing, This procedure allows complex models to be described and
tested, and further allows for the cumulative Inclusion of new variables Into
previously constructed and tested models, It can also Incorporate multiple
levels for measurement of each construct to strengthen validity considerations
in a multitrait-muitirnethod fashion (Schafer & Fals-Stew.'\lrt, 1991), This Is
necessary because research deals with psychological explanations of complex
phenomena (Kerllnger, 1986), in which the variables of Interest are
unobservable constructs which are difficult to capture validly and reliably with
single Indicators (Jtlresk09, 1993). Structural equation modeling techniques
recognise that observed vartabtes are not perfect measures of the constructs
they are supposed to measure, ano thus assesses each construct by multiple
observable indicators (l.avse, 19138), Therefore, the Intention of the present
study Is to determine tlie nature of causal relations between the constructs

examined using structural equation modeling techniques, Witl' this technique,
a tentative modo I is specified, with Hie aim of model genermtlon rather than
confirmation (J6roskoJ & SOrbom, 1993), Sctlafer and Fals-Stewart (1901)

71



Insecurity Is a form of cognitive appraisal (Jacobson, 1991 a, 1991 b), and that
It should be linked to models of stress (Khunert s Vance, 1992). Perceived job
Insecurity has the potential to act as a mediator (Brockner, 1988; Roskles 11
t.ouls-Guertn, 1990), In that events are stressful and meaningful only Insofar as
they are perceived and acknowledged by Individuals in terms of their
Importance, perceived severity and the degree of uncertainty (Jick, 1985).

Furthermore, the mere antlcipatlon of negative outcomes In terms of job
Insecurity may precipitate measurable stress reactions, suggGstlng that
perceptual conditions are at least relevant in predicting responses as is the
objective lntenslty of the stressor (Jacobson, 1991 a). The present study, thus,
explores whether stressful events are appraised by individuals as threatening
and engendering csrceptlons of powerlessness or lack of control, resulting in
thl9psychological state of job Insecurity, which In turn leads to stress .cdons.

Research has demonstrated a direct linkage between stressful environmental
change and stress reactions (Eden, 1S90; 811agat& Allie, 1989; Nelson at aI.,
1995; Shiu at al., 1993), and Implied that change results In job Insecurity and
stress reactions (Ashford et al., 1989; Dekker & Schaufell, 1995; Greenhalgh
& Rosenblatt, 1984). However, research has not addressed whether etresstul
changes directly affect these constructs, or If perceived job Insecurity mediates
the effect of such change on outcomes. Due to the cross-sectional nature of
the research, causal relationships between change, job Insecurity and work
attitudes are undetermined (Hartley et aI., 1991). Stressors are shown to
predict job Insocurity and job Insecurity Is shown to predict outcomes, but each
relationship Is predicted separately. The complex network of hypothesised
relations and mediating processes between stressors, perceptions of job
Insecurity and stress reactions has not been empirically tested as a whole
within a common model structure. A further aim of the current research Is to
assess whether perceived job Insecurity operates as a mediator In the
relationship between stressful environmental change and stress reactions. An
investlgEltion of whether job Insecurity acts as a mediator variable in a stress
model may extend our Imowledge as to whether additional variables account
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It has been suggested that these two-variable designs, in which stressors are

correlated with outcomes, are limited because they do not assess the possible

effects of mediaiing variables (Jex at aI., 1991). Mediators may aid in

Increasing the correlations between variables as the lncluston of additional

variables may account for some of tha unexplained variance In symptoms, and

help to control for possibly spurious relationships with other variables (Dooley

at aI., 1987). In addition, vary little Is known about the processes causing these

relations (Jex et aI., 1991), and the inclusion of mediators could provide more

Information on how or why a certain stressor is evaluated as stressful (Newton,

1989). Henes, cognitive mediators may aid in the underr landing of the

mechanism through which stressors lead to stress reactions (Steptoe, 19911).

It has, therefore, been suggested that future research extend the direct link

between change and stress by examining the Intervening mechanisms throu~ih

which change leads to stress outcomes (Latack, 1984). As a result, recent

studies have begun to explicate various psychological variables as key

Intervening mediator factors In the stress process (Ensel & Lin, 1991; Israel at
aI., 1989).

Job Insecurity has been Identified as a relevant variable to be examined due

to its link with stress (Ashford at al., 1989; Bargal €It al., 1992; Heaney et al.,

1994) and Its proliferation in the workplace (Kuhnert & Vance, 1992j. p, review

of the literature demonstrates that the appraisal of the stress process Is linked

to the perception of job insecurity. For example, it has been shown that the

appraisal of stress is linked to feelings of uncertainty (Ashford, 1988), threat

(Jerusalem, 1993), helplessness (Fleming, O'Keefe & Baum, 1991), lack of

control (Baum et al., 1981) cind loss (Jerusalem, 1993). The links between

feelings of powerlessness and lacl< of control are well recognised as mediators

of the stress response (Cooper & Cartwright, 1994). Similarly, perceptions of

job insecurity are related to feelings of uncertainty (Ashford €It al., '1989;

Jacobson, 1991 a), threat (Greenhalgh & Rosenblatt, 1984; Jacobson, 1987),

helplessness (Jacobson, 1987), lack of control (Ashford €It al., 1989) and loss

(Greenhalgh & Rosenblatt, ~984). Furtl1ermore, it is recognised that job
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CHAPTER 6..

AIM AND RATIONALE

There has been an increase in the salience of stress and a burgeoning body
of research based on the assumption that the work and non-work environments
are becoming more stressful (Shagat & Allie, 1989; Dooley et aI., 1987; Hendrix
et al., 1991). It is commonly accepted that change leads to stress (Jerusalem,
1993), thus a stressful environment has been shown to be significantly: .3lated
to a variety of stress reactions (Brown et aI., 1894; Bhagat & Allie, 1989;

Dressler, 1991: Shiu et aI., 1993; Vallent, 1993). Many stressors linked to the
macro-environment are relevant to the experience of individuals and are often
the root causes of stress (Handy, 1988). Yet, research has neglected the study
of such macro-stressors including soclo-econornlc pressures, high
unemployment, intergroup tensions and so forth (Martin, 1989). Furthermore,
research has rarely concentrated on how widespread organisational change
affects individuals within organisations (Nelson et aI., 1993). Some researchers
have focused on the beneficial outcomes of such change, but the negative
consequences have been largely ignored (Callan, 1993; McKendall, 1993). The
present study therefore attempts to address this deficit in the literature by
focusing on the dlsrupflve Impact that changes within the macro-environment

and organisations have on individuals.
•

Researchers have grown increasingly dissati~fied with their Inability to predict
consistently the causes or effects of stress (Barley & Knight, 1992), T~'is has
applied in particular to life event stucles. Conventional life event studies have
assumed a direct cause and effect relationship between life events and
symptomatology (Pollock, 1988), Although these studies have reported
significant correlations between stressors and strain, these correlations have
been modest, in that life events have not accounted for a substantial portion of
the variance in the stress-related dependent variables (Kessler at al., 1985;

Russell & Davey, 1993; Shrout at aI., 1989; Vossel, '1988; Wagner et at, 1988),
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Research has demonstrated that individuals who perceive their organisation as

undependable in carrying out their commitments to employees, 'oose faith in

the organisation and as a result their attachment and commitment to the

organisation diminishes (Ashford at aI., 1989). For exam pis, Earnshaw et al,

(1990) found that employees felt cheated and disillusioned by their employer

and responded with decreased trust, withdrawal from their job and j icreasad

self-interest. Other studies have also shown that feelings of job insecurity are

significantly reI ited to decreased organisational commitment (van Vuuren et aI.,

1991). More specifically, Greenhalgh (1982) found that workers' reactions to

a merger were to become Insecure about their job futures and less committed

to the organisation, and Brockner (1988) reported that perceptions of the

severity of a layoff were negatively associated with organisational commitment.

Stressful changes are not necessarlly directly linked to reduced organisational

commitment. For example, 1'1 terms of orqantsatlonat change, loyal workers

would be willing to tolerate some degree of organisational change since they

would Identify with Its general goals (Greenhalgh & Sutton, 1991) and In terms

of the psychological contract expect some benefits from the change. However,

If Individuals feel disadvantaged by the change, their commitment to the

organisation is reduced (Carnall, 1986).· Therefore, if Individuals feel threatened

by changes, they may experience a lack of organisational commitment. It Is

therefore possible that change Indirectly leads to reduced commitment through

the effects of job insecurity. Accordingly, perceived job Insecurity may act as

a mediator to the relationship between change and commitment.
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(Bhagat, 1983), thus reducing concern for the organisation. The effects of

stressful life events on work related attitudes have, however, not been

sufficiently investigated (Shagat & Allie, 1989), specifically with regard io

organisational commltment, as the literature does not provide much evidence

of this relationship. Nevertheless, it has been noted that stressful changes in

the rr.scrc-envlronment such as poor economic times leads to the demise of

employee loyalty to organisations (Robinson ~I Rousseau, 1994) and that

stressful change within organisations is likely to result in reduced willingness

of employees to be involved with the organisation (Bargal et aI., 1992).

Job insecurity is likely to lead to reduced organisational commitment (Guest,

1992). The principle of reciprocity applies in that employees decide what to

give the organisation in terms of effort on the basis of what the organisation

provides them (Ashford at al., 1989). Employees maintain commitment to those

organisations that show signs of commitment to their employees, therefore,

during times of insecurity this reciprocal relationship is severely threatened

(Sargal et aI., 1992). Job insecurify may threaten individuals' attachments to

their organisation, because Individuals may perceive that the orqanlsatlon has

abrogated the psychological contract of employment as a result of a threat to

the job features or to the entire job (Ashford et al., '1989). This psyohological

contract represents expectations about unspecified conditions of work, one of

which is that employees assume their loyally and commitment will be

reciprocated (Newman & Krzystofiak, 1993). The experience of violation to the

psychological contract goes beyond feelings of disappointment for employees

and produces feelings of betrayal (Robinson & Rousseau, 1994). Unfulfilled

expectations often lead to feelings of being cheated slr"s rewards that were

promised are no longer on offer (Goffee & Scase, 1992). Such negative

experiences In turn result in reduced commitment to the company. This

demonstrates that employees whose experiences within the organisation are

inconsistent with their expectations and do not satisfy their basic needs tend to

exhibit a lower commitment to the organisation than those whose experiences

are more satisfying (Guest, 1992; Meyer et aI., 1993).
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components of job insecurity, then the changes will be perceived as reducing
the appeal of the job to the individual, and in turn result in job dlssatistactlon.
Consequently, If an individual experiences negative perceptions or job
insecurity, it is possible that the individual will experience job dissatisfaction.
Job insecurity is, therefore, likely to act as a mediator in the relationship
between change and job dissatisfaction.

Reduced organisational commitment

Organisational commitment refers to the nature of an individual's relationship
to an organisation, such that a committed individual will indicate a strong desire
to remain with the organisation, a willingness to exert effort on behalf of the
organisation, and a belief in the values and the goals of the organisation
(Mowday, Porter & Steers, 1982). Commitment Is a psychological state that
characterises the employee's relationship with the organisation. Employees
with commitment remain with the organisation either because they want to, or
because they need to, or because they feel they ought to (Meyer, Allen &

Smith, 1993). Psychological attachment to an organisation affords individuals
a chance to develop a sense of belonging and to derive personal meaning from
their work experiences, and consequently feel good about themselves (Romzek,
1989). Alternatively, when individuals' commitment is reduced, their work has
less meaning and their needs and desires are not satisfied by the orqanlsatlon
(Steers, 1977).

There Is ample evidence that stress operates as an antecedent of
organisational commitment (8hagat et aI., 1985; Cooper & Cartwright, 1994;
Hendrix et al., 1991; Jamal, 1990; Sullivan & Bhagat, 1992). This may be
explained in that when Individuals experience job stress, their feelings of loyalty
towards the organisation may be reduced, as they may place tho blame for the
adversity upon the organisation (Jamal, 1984). In addition, when individuals
experience general life stress, concern for problems in their life may assume
a crucial role and influence or take precedence over job related concerns
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addition, a major component of job insecurity is a threatened loss of intrinsic

aspects of the job such as autonomy, status, creative endeavour and

opportunity for career advancement (Earnshaw at aI., 1990). Accordingly, the

intrinsic appeal of employees' jobs may be further reduced, thus increasing

emplovees' job dissatisfaction. Furthermore, as a result of job insecurity,

individuals may feel that the psychological contract between themselves and

the organisation has been broken since the 01ganisatlon has introduced a threat

to the job instead of providing a secure job (Ashford et aI., 1989). When

employees encounter a contract violation their satisfaction with the Job is

reduced. This occurs because the discrepancy between what was expected

and what has been received is a major source of dissatisfaction. Also what the

employer promised but failed to provide may often be the aspects of work

which are important sources of job satisfaction (Robinson & Rousseau, 1994).

Perceived job insecurity has been ::.... ., (0 be empidcally related to job

dissatisfaction (Ashford et aI., 1989; Davy et a;" 1991; Heaney, Israel & House,

1994; van Vuuren et al., 1991). Newman and Krzystofiak (1993) reported lower

levels of job satisfaction as a result of declining job security after an acquisition.

Israel et al. (1989) found that job satisfaction was predicted primarily with

having influence at work, and having feelings of job security, and Jha (1988)

reported that job future ambiguity emerged as a predictor of job dissatisfaction.

Whereas, Klandermans' et al. (1991) study demonstrated that the more stress

lndlviduals experienced from job Insecurity, the more dissatisfied they became

with their job and work environment.

Change, such as organisational change, may alter job characteristics such as

chanqes in the challenge of the job, autonomy and status. This then triggers

changes with the related dimensions of job satisfaction, such as opportunity for

gro' ~hen the job. Therefore, when a change in job characteristics produces

negative perceptions of dimensions of the job, dissatisfaction results (Newman

& Krzystofiak, 1993). Furthermore, If changes result in negative perceptions of

uncertainty regarding the future of the job and lack of control, which are
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LlSREL is based upon factor anatysls, regression analysis, and analysis of

varlance, but Is a far more complex and powerful method (Stage, 1989). The

genel'al LlSREL model contains a wide range of more specific models, such as

confirmatory factor analysis and simultaneous ecuauon systems (Cadwallader,

1987). Factor models deal with the measurement properties of constructs by

estimating the common and unique variance of sets of measured variables.

Researchers seek the common factors that underlie a set of measured

variables, whereby a common factor is a latent, unobserved entity, of which Its

meaning Is Inferred from the measured variables It underlies (Laves, 1988).

Structural equation models are concerned with the structural or causal

relationships among a set of variables some of which are Independent or

exogenous, and others dependent or endogenous variables (Stage, 1989).

Simultaneous equations with many endogenous variables, measurement error,

and multiple Indicators of constructs are constdered, thus allowing more general

measurement models then traditional factor-analytic structures (Bollen & I.ong,

1993). Because each equation In the model represents a causal ilnl( rather

than a mere empirical assoolatlon, the structural parameters do not, in general,

coincide with coefficients or regressions among observed variables. Instead,

the structural parameters represent relatively unmixed, invariant and

autonomous features of the mechanism that generates the observed variables.

To serve these purposes, the use of structural equation m')dels require

statistical tools that are based upon, but go well beyond conventional

regreSSion analysis and analysls of variance (JOreskog & sorbcrn, 1989).

LlSREL theory

The LlSREL model consists of two distinct analyses that are apprcxlmatec

alrnultaneously: the measurement model and the structural equations model

(J6resl<o9, 1993; Joreskog & serccm, 1993).
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often correlated (Lavee, McCubbin & Patterson, 1985). As a result, It Is difficult
to Infer complex causal relationships among verlables that are not directly
observable, but thax are re'flected as falilbie variables (J6resl<og & S6rbom,
1989).

Such concerns about the I'sliabllity and validity of empirical measurements, and
the need to formulate a strategy for studying structural relationships among
variables that better represent theoretical constructs, have led to the
development of a new approach. This approach Is known as latent variabl9
structu .11equation models or as lISREL (linear Structural RElationships) after
the statistic=:llcomputer programme developed by J6reskog and sorocm (1993)

to analyse covariance structure models (Laves, 1988). This programme has
become so Important In the social sciences that LISREL now stands for both
a statistical package and all approach to data analysis (Stags, 1989).

LlSREL Is based on a general model which assumes that there are two
basically different kinds of psychological variables: observed variables and
latent variables or hypothetical constructs (J6l'eskog & serborn, 1993; Vollmer,
1985). The relationship between observed variables and latent variables Is
assumed to be of a causat kind In that observed varlabies are effects of latent
variables. Observed variables can for this reason be used as Indicators of

latent variables. Hence, the general aim of LISREL is to estimate the true,
unclerlylng causal ralationshlps between latent variables on -he basis of
observed variables (Vollmer, 1985).

By assessing each latent variable by multiple observable tnclcator variables,
LlSREL recognises that observed variables are not perfect measures of the
constructs they are supposed to measure, and further permits for measurement
errors and correlated residuals (Lavee, 1988; Mason-Hawkes & Holm, 1989).

Accordingly, LISREL Is able to evaluate postulated causal relationships among
latent variables which represent the 'true' substantive ohenornena one Intends
to measure (Chen & Land, 1990).
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Statistical analysis

The prooont study uses a multivariate statistical pacl(age, L1SREL (Jt)resl<ag &

serborn, 1993), to analyse the proposed model. An explanation of the LISREL
the )ry and the programme Is presented before the discussion of results.

Background to lISREl

There has been a growing interest among soctal scientists In testing
multlvarlate theoretical models (Laves, 1988). This is because social science
research deals with psychological and social explanations of complex human
and social phenomena. They, therefore, require both elaborate theorles and
complex methods of conceptualislng and analysing data. To date, multivariate
analyses seem to be the most promising way to accomplish these goals.
However, with the theoretlcal and practical advances which accompany
multivariate analyses, there are also methodological problems (Kerllnger, 1986).
Broadly speaking there are two !<eyerobterns In social science research. The
first concerns the measurement of variables, and the second concerns csusal
relations (Joreskog & serbom, 1989).

One of the most difficult problems of social scientists is working with

unmeasurable concepts. Many of the variables of Interest are unobservable,
complex constructs, which are difficult to capture validly and reliably with single
Indicators (.Joreskog, 1993). Using empirical or measured variables to
represent such unobserved variables may yield unreliable results, since they
are estimated on the basis of the variables containing measurement errors, and
as a result are estimated in a biased manner (chen & Land, 1990).

Statistical approaches to the analysis of causalrnode's, such as path analysis,
have been met with criticisms, since they are based on the assumptions of
measures without error and uncorrelated residuals, which are rarely met in
social studies where many measures are not perfectly reliable and residuals are
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independent and dependent variable scales (Ensel & Lin, 1991; Monroe, 1982;

Parkins, 1982). Internal consistency was recalculated and an alpha coefficient
of .81 was found In the present study.

Reduced organisational commitment was measured with the s-ltem version of
the Orgtmlsatlonal Commitment Questionnaire (OCQ) (Mowday at al., 1979).
It assesses the extent of an Inr)lvldual's Identification Elnd Involvement in a
partlcular organisation. The general ts-ttem OCQ contains both negative and
positive items, however as the negatively worded Items correlate less with the
total score then the positively worded Items, the a-ltern version was utilised as
it only contains positive Items (Mowday et al., 1979). The Items are concerned
with whether tile individual cares about the fate of the organisation, Is proud to
be part of organisation and whether the Individual's values are similar to the
oraantsatlcne. A five-point lII<ertformat Is used where responses Iunge from
'strongly disagree' (1) to 'strongly agree' (5), where a lower score indicates
reduced organisational commitment.

Internal consistency of the OCQ ranges from .82 to .93 (Mowday at al., 1979).
The reliability and validity of the s-ltem version has been demonstrated
(Brooke, Russell & Prlce, 1988). Alpha coefficients ranging between .88 and
.91 have been reported (Ashford et al., 1989; Davy at aI., 1991; Pretorlus,
1993). Support for the validity of the a-ltern OCQ derives from significant
correlations With tl1e occurrence of stress (r=-.33, p<.01), job satisfaction e=
.52, p<.01) (Bar11rl(J& Rosenbaum, 1986), Insecurity with job features (r=.29,

p<.01), insecurity with total job (r=-.22, p<.01) and powerlessness (r=-.40,
p<.01) (Ashford at al., 1989). The scale has been used In stress research
(Barling et al., 1987; Pretorius, 1993) and has been sucCeSSflJllyapplied to
South African samples (Barling at aI., 1987; aluen & Donald, 1991; Pr~torius,
1993). The OCQ reported a satisfactory alpha coefficient of .88 In the present

study.
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satisfactory reliability and validity In South Afrlc3~ studies, for example, Barling
et al. (1987) reported significant correlations between the GHQ and
commitment (r=·.28, p<.01) and job satisfaction (1--.35, p<.01). The GHQ-12
Is a psychometrically sound and valid measure of mental health In occupational
studies (Banks et el., 1980) and has been widely used In stress research
(Barling et al., 1987; Pane at al., 1989; Rahman, 1989). In the present study,
an alpha of .83 was reported for the GHQ.

Job dissatisfaction was measured with the ts-ttern Job Satisfaction Scale (Warr
at aI., 1979). It asseSi;es satisfaction or dissatisfaction with extrinsic and
Intrlnslo features of the joe. The scale focuses on aspects of work such as pay,
amount of variety In a Job and chance of promotion. The scale yields a total
overall score and also has subscales relating to intrinsic and extrinsic job
satisfaction (Warr et al., 1979). Respondents are required to rate their level of
satisfaction or dissatisfaction on scale polnts, of which lower scores represent
greater Job dissatisfaction (Cook et 131., 1981). The original scale was scored
on a 7-polnt scale. However, to facilitate understanding, a 5-point response
format was used, ranging from extremely dissatisfied (1) to extremely satiSfied
(5) (Barllnl~ at al., 1987; Bluen & Donald, 1991).

The scale has yielded a reliability coefficient of .78 (Warr et 131.,1979).
S~tlsfaotory reliAbilltles have been report d In South African studies such as,
an alpha coefficient of ,86 (Bluen & Barling, 1986), an alpha of .87 (Bluen &

Donalcl, 1991), and an alpha of .81 (Barling et aI., 1987). Validity has been
Illustrated in that Job satisfaction has been correlated with motivation (r=.35,

p<,001), organisational commitment (1-.66, p<.01), health (r=.38, p<.05) and
happiness (r=.49, p<.001) (Warr et aI., 1979). Tile scale has bean utilised In
str~ss research (Barling et al., 1987; Cartwright & Cooper, 1893; Sutherland &

Cooper, 1992), demonstrating significant relationships to negative stress scores
(r=-.66, p<.01) (Bluen & Barling, 1987) and (').;snlsatlonal stress (r=-.68, p<.05)

(Pretorlu$, 1993). One Item referring to job Insecurity was excluded to avoid
Inflated correlations due to operational confounding of related Items on the
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Stress reactions

Stress reactions were operationalised by three measures. The General Health
Questionnaire (GHQ) (Goldberg, 1972), the Job Satisfaction Scale (Warr, Oook
& Wall, 1979), and the Organisational Commitment Questionnaire (OCQ)
(Mowday, Steers & Porter, 1979), were used to form three Indicators of stress
reactions, namely psychological dtstre; I job dissatisfaction and reduced
organisational commitment.

Psychological distress was assessed by the tz-ttem General Health
Questionnaire (GHQ) developed by GOldberg (1972). The GHQ measures
minor psychiatric disorders In the general population (Goldberg, 1972). The
GHQ is concerned with the inability to carry out one's normal 'healthy' functions
and the appearances of new phenomena of a dlstressl.1g nature (Goldberg &

Hillier, 1979). The Items of the GHQ cover recent levels of selt-ccntldsnce,
depression, sleep-loss, problem-solving and similar features (Cook, Hepworth,
Wall & Warr, 1981). For each item respondents are required to Indicate
whether they have recently experienced a particular symptom. Respondents
are rated on a 4-polnt IIkert scale, wnere responses are given a weighting of
0, 1, 2 or 3, where a higher score Indicates greater psychological distress.
Banks et al. (1980) state that the likert method of scoring Is preferable to the
dichotomous method of scoring In that It produces a wider and less skewed
distribution of scores. Within the five versions of the GHQ, the tz-ltern GHQ
was used In the present study, as it has demonstrated the best psychometric
properties of the entire GHQ (Goldberg, 1972).

The G~'J has yielded a split-half reliability coefficient of .95 (Goldberg, 1972).
Numerous studies have reported adequate rellabilities. For example, alpha
coefficients ranging between .76 and .90 have been recorded (Banks et aI.,
1980; Barling, Bluen & Fain, 1987) Validity of the GHQ has been Illustrated
by a significant correlation between GHQ scores and overall Clinical
assessment of .80 (Goldberg, 1972). The GHQ has also demonstrated
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satisfaction (r=-.37, p<.01) (Ashford et al., 1989). A satisfactory alpha of .93
was reported in the present study.

Perceived threat to the total job Is comprised in a 10-ltem sub-scale which
determines the perceived threat to a total job. The items pose questions
relating to the future possibility of job loss, retrenchment and demotion.
Responses are recorded In a five-point IIkert format, which ranges from 'very
likely' (1) to 'very unlikely' (5). High scores on this scale indicate a high
perceived threat to a job, whereas low scores would represent a low perceived
threat to a job. Ashford et at. (1989) reported an alpha coefficient of .75 for this
scale. The scale Is valid In that it has been correlated with role conflict (r=.26,
p<.01), commitment (r=-.22, p<.01) and satlsfactlon (1--.26, p<.01) (Ashford et
aI., 1989). An adequate reliability of .76 was found In the present study.

Powerlessness consisted of a a-ltern sub-scale which measures an individual's
perceived powerlessness (Ashford et aI., 1989). Responses are scored on a
five-point llkert scale, ranging from 'strongly agree' (1) to 'strongly disagree' (5).
Scores are reversed and a low score indicates a perception of powerlessness.
This subscale has a reported alpha coefficient of .83 (Ashford et al., 1989).
Construct validity of the scale has been Illustrated by significant correlations
with commitment (1--.40, p<.01), trust In organisation (1--.48, p<.01) and job
satisfaction (1--.33, p<.01) (Ashford et aI., 1989). An alpha of .80 was reported
In the present study. The powerlessness scale was multiplied both with
perceived threat to job features and perceived threat to the total job, since the
use of a multiplicative measure of job Insecurity has been supported rather than
a measure of separate components of the construct (Ashford et al., 1989).
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measure of job insecurity (Ensel & Lin, 1991; Monroe, 1982; Perkins, 1982).

The 30 items from the OCI, and an additional three Items from the SCI relating

to organisational change were used to assess individual stress arising from

organisational changes. This Is in line with other studies where certain Items

from different scales have been selected to form an indicator of a construct

(Latack, 1984).

As prior studies have consistently shown that undesirable or negative, but not

positive, events are related to stress reactions (e.g., Shagat & Allie, 1989;

Shagat et aI., 1985; sarason et aI., 1978; Shlu at aI., 1993), the negative

Impact subscale of life events Is used for the analysis of stress (Wagner at aI.,

1(88). Accordingly, the present study utilised only the negative Impact Index

of the life event scales for analysis.

Job Insecurity

Percelved job Insecurity was measured by three subscales drawn from Ashford,

Lee and Bobko's (1989) Job Insecurity Scale, namely perceived threat to job

feE. .,1'9S, perceived threat to the total job and powerlessness. These subscales

were used to form two Indicators of job Insecurity, a multiplicative measure of

perceived threat to job features and powerlessness, and a multiplicative

measure of perceived threat to the total job and powerlessness (Ashford at

£II., 1989).

Perceived threat to Job features is comprised In a 17-Item sub-scale which

determines the perceived threat to Job features. Items concern promotion

opportunities, freedom to schedule work, quality of supervision and task variety.

Responses are recorded on a five-point llkert format, which ranges from

'negative Change very unllkely' (1) to 'negative change very likely' (5). A

satisfactory alpha coefflctent of .92 has been reported (Ashford et al., 1989).

Validity has also been demonstrated In correlations with intention to quit (,.=.32,

p<.01), commitment (r=-.29, p<.01), trust in organisation (r--.28, p<.01) and job
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relating to social events were used to assess Individual stress ar~3ingfrom
social changes. The 17 Items of the SCI relating to political events were used
to assess individual stress arising from political changes.

The Organizational Change Inventory (OCI) consists of31 Items including work-
related events such as a change in work schedule, promotion and IS new
superior. Respondents are asked to indicate which of these events they
experienced during the past year and whether they perceived the events as
positive or negative. Like the SCI, the OCI yields three subscales. The
occurrence index measures the number of stressful events experienced, and
the positive and negative impact subscales measure the perceived impact of
each event experienced. Accordingly, the response format indicates an
ocourrence Index, a negative Impact Index ranging from extremely unfavourable
(-3) to no effect (0), and a positive impact Index ranging from extremely
tavcurable (+3) to no effect (0). Additional open questions enable other recent
work-related events specific to the respondents job to be listed and rated.

Reliability data is unnecessary for the OCI, since it is a life event scale, and
internal consistency need not be calculated for life event scales (Monroe,
1982). The OCI has yielded adequate validity. Positively perceived
organisational change ratings were found to correlate positively with job
satisfaction (/=.38, p<.05) and negatively perceived organisational change
ratings were found to correlate negatively with job satisfaction (r=-.40, p<.05)

(Sarason & Johnson, 1979). Validity has also been demonstrated for the OCI
In that Ule occurrence of stress correlated with organisational commitment (r-~
.33, p<.001), negative stress correlated with job Involvement (r-.26, p<.01) and
positive stress correlated with job satisfaction (1=.37, p<.01) (Barling &

Rosenbaum, 1986). The OCI has also been validated on South African
samples (Kruger, 1987; Marks, 1986). Since job insecurity Is a dependent
variable in ~:lepresent study, the item 'experienced job insecurity' was excluded
from the OCI. The Item was removed from the seale to eliminate potential
contamination with the indicators of the stressor variable and the dependent

79



The Social Change Index (SCI) consists of 57 Items relating to events such as
an increase in the cost of living, political violence and feelings about the future
of the country. Respondents are asked to indicate which of these events they
have experienced in the past year and whether these events are perceived as
positive or negative. The SCI yields three subscales. The occurrence subscale
measures the number of stressful events experienced, and the negative and
positive Impact subscales measure the perceived Impact of each event
experienced. Accordingly, the response format indicates an occurrence index,
a negative Impact index ranging from extremely unfavourable (-3) to no effect
(0), and a positive impact Index ranging from extremely favourable (+3) to no
effect (0). Additional open questions enable other recent work-related events
specific to the respondents Job to be listed and rated.

The SCI is a recent development and therefore has no available Internal or
temporal consistency data (Bluen & Ribeiro, 1992). Yet, internal consistency
does not need to be calculated for life event scales, as a high degrr 8' ,~

Internal consistency may be at variance with the assumption that events ;, i

Independent of each other and occur In a random manner (Monroe, 1982).
Validity of the SCI has been reported on a South African sample (Bluen &

Ribeiro, 1992). Significant correlations were found between corresponding
subscales of the SCI and Life Experience Survey (LES) (occurrence: r=.57,

p<.001; negative: r=.42, p<.001). Significant correlations were also found
between corresponding occurrence and negative impact subscales and the SCI
and Township Life Event Scale (TLES) (occurrence: r=.66, p<.001; negative:
r=.72, p<.1), life satisfaction (occurrence: r=.4, p<.01; negative: r=.39, p<.01)

and psychological well-being (occurrence: r=.31, p<.001; negative: r=.37,
p<.001) (Bluen & Ribeiro, 1992). In the present study, four Items were
excluded 'from tile SCI to avoid Inflated correlations between events and
symptoms due to operational confounding of related items on the independent
and dependent variable scales (Ensel & Lin, 1991; Monrce, 1982; Perkins,
1982). For example, the Item 'experienced Job Insecurity' was excluded, as it
is measured by tile dependent variable, job insecurity. The 32 Items of the SCI
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Procedure

Subjects were randomly selected from a list of employees provided by each

organisation. Employees were S611\ questionnaires at their workplace through

the Internal mall system, and were requested to return their completed

questionnaires to the researcher In pre-addressed envelopes supplied, via the

Internal mail. Employees were lnrormer of the purpose of the study, that

participation was voluntary and ancnyrno.ts, and that their responses were

confidential.

~easuring Instruments

The questionnaire contained biographical questions referring to factors such as

age, gender and job title, and six validated scales. The latter were

operationalised as three latent variables, that is comrion factors of a priori

specified indicators or measured variables. The independent variable, stressful

environmental change, was specified as a common factor of three measured

variables: social change, political change and organisational change. The

proposed mediator variable, job insecurity, was specified as a common factor

of two measured variables: perceived threat to the total job multiplied by

powerlessness, and perceived threat to job features multiplied by

powerlessness. The dependent variable, stress reactlons, was specified as a

common factor of three measured variables: psychological distress, job

dlssatlsfactinn and r· ~ucAd organisational commitment.

stressful environmr-Iltc.1 change

Items from the Social Change Index (SCI) (Bluen & Ribeiro, 1992) and the

Organizational Change Index (OCI) (Sarason & Johnson, 1979) were used to

measure stressful environmental change. Three Indicators of stressful

environmental change as elicited by the SCI and the OCI were focused on,

namely, social change, political change and organisational change.
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Questionnaires were distributed to 900 employees (300 employees per

organisation). Respondents comprised a range of occupations gathered from

across the organisation, such as senior managers, departmental heads,

accountants, personnel officers, secretaries and supervisors. The total

combined sample consisted of 296 returned queetloonatres (response rate of

29.7%), however 29 questionnaires were exclu« " , to incomplete datd,

resulting in 267 usable questionnaires. Biograph" ....I·: "~lis of the sample are

presented in Table 1.

Table 1

Demographic dotails of the sample

Variable n %

Gender
Male
Female
Missing

150
114
3

56.8
43.2

Home language
English
Afrikaans
African languages1

Missing

173
28
64
2

Age
M (years)
SD
Missing

38
10.51
12

Education
M (standard)
SO
Missing

10
0.87
3

1 African languages Include Zulu, Xhosa, sotho, Towana I.lI1dVenda, which were combined for brevity,
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(Lavee, 1988). Thirdly, the chl-square statistic Is a test of statistical significance
that does not provide Information regarding thf" (.Jeq',Je of fit (Gerblng &

Anderson, 1993). Finally, failure of the variables to ')1tisfy tile distributional
assumptions of the test statistic can lead to rejection of correct models or the
failure to reject Incorrect models (Bollen & Long, "1993).

Due to the problems associated with the chi-square statistic, a large number of
alternative descriptive fit Indices have been developed and examined (Brannick,
1995). Yet, even though these multiple Indices exist, no Index has been
endorsed as the 'best Index' (Garbing & Anderson, 1993). Hence, no single
measure of overall fit should be relied upon exclusively (Bollen & Long, 1993).

Measures such as the Goodness of Fit Index (GFI), the Adjusted Goodness of
Fit Index (AGFI), the Root Mean Square Residual (RMSR) and the Comparative
Fit Index (CFI) are often used (Bentler, 1990; .)tJreskog& serccrn, 1993; Laves
1988; Neterneyer et aI., 1990). Such Indices have been proposed to ellmlnate
or reduce dependence on sample size. However, this has not been a success
as even though a measure does not depend on sample size explloitly In Its
calculation, Its sampling distribution will depend on N (J6reskC'l9,1993).

The GFI directly assesses how well the covarlances predicted from the
parameter estlmetes reproduce the sample ccvartances (Gerblng & Anderson,
1993). The AGFI Is relatively robust after adjusting for degrees of freedom.
The GFI and AGFI ranges In values from 0 to '1 where values close to 1 are
Indicative of a good fit (Lavee, 1988; Nstemeyer, Johnston & l3urton, 1990).

A small difference between the GFI and the AGFI may also Indicate tr"t the
model fits well (Lavee, 1988). The GFI and the AGFI do not depend on sample
size explicitly and measure how much better the model fits compared with no
model at all (JOreskog, 1993; JOreskog & serbom, 1993). The RMS~~ is y

measure of the mean absolute value of the difference between the covariance
matrix of the data and the covartance matrix reproduced by the theoretical
model (Netemeyer at al., 1990). The RMSR must be Interpreted In relation to
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j\llodcl fit. The most frequently used measure 1(3 the tlkellnood-ratlo chi-square
~)tatlstic. A statlstlCBlly significant chi-square indicates that the discrepancy
between the data (variance-covariance matrix) and the model (variance-
covartance matrix implied from the maxlmum·liI<pilhood parameter estimates)
is greater than expected by chance. Conversely, a chi-square measure that iEl
statistically insignificant Indicates a good fit of the model to the data (Branr'llcl<,
'1995). Chi-square is calculated as N-1 times the minimum value of the fit

functlon, where N Is the sample size (J6resk09, 1993; JOreskog & serbcm,

1993). The degrees of freedom are equal to the number of overldentlfyln9
restrictions In the model, and a comparison Is made between the constraints
Imposed by the model and the unrestricted moments matrix (Cadwallader,
1987). If the chi..square Is large compared to the degrees of freedom, one
concludes that the model does not fit the data, and If the statistic Is small
compared to ttlE)degrees of freedom, one concludes that the model does fit the
data. Whereas, a zero chi-square corresponds to i:l perfect fit (J()reskog, 1993).

There is consensus that the em-square statistic should not be the sale criterion
for determining model fit due to several reasons (Chen & Land, 1990). Firstly,
the null hypothesis underlying chi-square Is overly rigid in most cases In that
It assumes that the nypotheslsed model leads to an Implied covariance matrix
that exactly reproduces the covariance matrix of tM observed variables. Thus,
no allowance made for the approximate nature of virtually all social science
models (Bollen & Long, 1993). Secondly, the lII<ellhood·ratlo test of the model
fit Is sensitive to sample size, and requires a fairly large sample to be a valid
test statistic (Jort.)skog & serbom, 1989). If the sample Is too small, tne chl-
square test may Indicate that the model fits the data even If the model is
theoretically meaningless. On tile other hand, the probability of rejecting a
model Increases as sample size tncreases, even when the residual matrix
contains trivial discrepancies between the observed values and values
predicted by tile model. TI1US,In very large samples vlrtuallv all models could
be rejected (Everitt, 1984). A general guideline Is that a sample of not less
then 200 should be used to reduce the risl<of drawing errcr.ecus conclusions
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The eight parameter matrices include four coefficient matrices and four
covariance matrices. The coefficient matrices contain (1) the loadings for the
Indicators of the exogenous variables (2) the loadings for the Indicators of the
endogenous variables (3) the paths from the exoqenous variables to the
endogenous variables, and (4) the errors In the endogenous Indicators. The
four covarlanoe matrices specify the covarlances between the (1) the
exoqenous variables (2) the errol's in equations (3) the errors in exogenous
Indicators, and (4) the errors In endogenous Indicators (Cadwallader, 1987).
The measurement model is estimated together with the structural model. In the
simultaneous estimation or the 'full information' estimation of all the model's
parameters, the solutlon for the confirmatory factor analysis and the solution for
the structural parameters are tntcrlndependent (Lavee, 1988).

Assossing goodness-oMit

Once L1SREL has been run, the measures of the overall model fit and
testability may be examined. One first examines the parameter estimates to
assure that the model is testable. Parameter estimates should have the right
sign and size acoordlng to theory or a priori specifications (J5reskog & serbcm,
1993). Secondly, there should be no Indicators of major problems such as a
covariance matrix that Is not positive definite, negative variances, correlations
that are larger then one In magnitude, or extremely large standard errors
(Lavee, 1988). Next, It Is tested whether the model is consistent with the data
(Bollen & Long, 199Z,). LISREL issues a number of statistics to evaluate how
well the model as a whole md the data and whether some specifications are
fundamentally wronq, rnese indicators of model fit are examined before one
evaluates specific parameter coefficients (Laves, 1988).
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Its eigenvalues are positive or If all possible weighted sums have a variance
greater then zero (Wothl<9, 1993). An unidentified model will be the cause of
an Indefinite model, as well as too little Information provided by the data, the
presence of outliers and nonnormalltles, too many parameters in the structural
model and model mlsspeclflcatlon (Wottll<e, 1993).

Model estimation

After specifying the model and confirming that it is identified, data is gathered
for each of the observed variables and the parameters are then estimated
(Cadwallader, 1987). Raw data is irrelevant to this process, Instead the
variances and covariances are typically utilised (Berltler, 1980), or if the
variables are standardised, correlations are used (tavee, 1968). For most
pracncal cases It is recommended to analyse the variance-covariance matrix
(Jt>reskog & serbom, 1993; Levee at al., 1985), as the chl-square measure of
goodness-of·fit requires non-standardisation, and also similar measures across
time and different populations may be compared only when measures are
unstanderdtseo (Lavee, 1988). The variance-covariance matrix is computed for
the Indexes and used as Input to simultaneously estimate the parameters of
both the measurement and the structural equation modal (Cadwallaner, 1987).
The aim Is to generate estimates of the parameters that most closely reproduce
the sample varlence-covarlence matrix of the observed variables. This Is
achieved by fitting the covarlance matrix Implied by the model to the observed
covariance matrix (Cadwallader, 1987; Everitt, 1984). LISREL then provides
parameter estimates, which provide an indication of the Importance of each
parameter to the model as a whole (Lavee at '11.,1985).

After the parameters are estimated, the parameter matrices are specified 11"1that
there may be fixed parameters which have been assigned given vall .es,
cor.stratnec parameters whose values are unknown but equal to one or more
other parameter, or free parameters which are unknown and not constrained
to be equal to any other parameter (Everitt, 1984; J6reskog & sertom, 1993).
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Identification can be achieved by the imposition of constraints on the
parameters. For example, if some observed variables have non-zero loadings
on each of the factors, other parameters become restricted to zero. Similarly,
If the error terms are correlated, another set of parameters become fixed, or
equality constraints can be Imposed whereby the values of the parameters are
constrained to be equal. Thus, In some Instances, an overldentlfied structural
model can help the Identification of an underidentifled measurement model
(Cadwallader, 1987). Since certain parts of a model may be overidentlfled and
other parts underidentified, identification Is an Issue for every equation In a
model, as well as for the model as a whole (Bentler, 1980).

Kerllnger (1986) discusses some common technical difficulties related to
Itlentiflcation: With LISREL, the programme announces when a model cannot
be identified. However, sometimes the computer run may be completed, but
some of the parameters may not make sensEl,for example, negative variances
may be reported, Or else, the analysis may work well, but the statistics
indicato that the model does not flf the data. To ascertain why such problems
arise is often a mystery, since It may be due to a number of reasons. One,
therefore, has to check several possibilities. It could be that the model does
not fit because It was poorly or Incorrectly conceptualised, or the model does
not fit because the LlSREL user made a mistake In Llslng the system. It could
also happen that thl~computer analysis does not work due to flaws In the data,
such as strong multicollinearity In tho correlation matrix. Or perhaps, the model
does not fit as the theory from which It was derived Is wrong or Inapplicable
(Kerllnger, 1986).

No general conditions for Identification exist, however, Indications of whether
a model Is Identified or not can be obtained by checking whether the matrix of
second-order derivatives of the fitting function used to estimate the model Is
positive definite, as if a rnodet Is Identified, the matrix will be positive definite
(Everitt, 1984). Positive definite Is defined as a function ot tto ~'igenvalues or
characteristic roots of a matrix, tt!st is a matrix Is strictly positive definite If all
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The structural model indicates a causal relationship between the latent
variables Ksi1 (~1)' Eta1 (rl1) and Eta2 (r12). A change in ~1 Is expected to
produce a change in 1]1 and in 1]2' and a change In 1]1 Is expected to produce
a change in lb, The extent of the change in 111 is represented by the coefficient
ALPHA (CX11) and the extent of the change in rh Is represented by the coefficient
~1 and coefficient SETA (P21)' The error terms in the structural equations,
labelled Zeta (~1 and ~2) Influence 111 and 112 respectively, but they are assumed
to be uncorrelated with ~1'

The structural model can be expressed in terms of the following equations, one
for each latent endog~ 10US variable:

111 = CXll ~1 + ~1

112 = CX21 ~1 '" ~2

it2 = ~21 111 + ~2

(Cadwallader, 1987; JC:ireskog& serccm, 1993),

Identification

A model must be Identified prior to est matlon. The Id~ntlfication of a model's
parameters determines whether there Is a unique set of parameter values of the
specified modal consistent with the data (Bollen & Long, 1993; Lavee, 1988),
Under a given modet structure, with certain speclflcanone, some parameters
may be uniquely estlmated, whereas others may not. If all the parameters of
a model can be uniquely estimated, the whole model is Identified (Lavee,
1988), A useful causal model must be overldentlfled, meaning that It should
have fewer perameters \' sn kni .m data paints (variances and ccvartances, or
correlations between rns~l1m,fell variables), because only then is the model
potentially able tu ~e rejected by data. If a model is just identified, meaning
that h lere is a one-to-one transformation possible between parameters and the
data, the model can never be rejected, WI1ereas, If the pa=meters are
underldentlfied in that they can take on many values rather than be determined
uniquely, the model Is not statistically testable (Bentler, 1980),
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The researcher uses four matrices (LAMBDA-X, LAMBDA-Y, BETA and
GAMMA) to specify measurement and causation within the model. The
LAMBDA-X matrix specifies the measurement of the exogenous variables. The
LAMBDA-Y matrix specifies the measurement of the endogenous variables.
The GAMMA matrix specifies theoretical or structural relationships between the
exogenous and endogenous variables. The BETA matrix Is used to specify
theoretical relationships among the endogenous variables (8tage, 1989).

The full LlSREL model Is defined by three equations:
~, the measurement model for X
b) the measurement model for Y
c) the structural equation model
(J6reskog & sorborn, 1993).

In terms of the measurement model xt, x2 and x3 are observed Indicators of
the latent variable stressful envlr. .mental change (Ks11 ~1)'while y1 and y2 are
observed indicators of the latent variable job Insecurity (E:ta1 111)' and y3, y4,
and y5 are observed indicators of the latent variable stress reactions (Eta2 112)'
The coefficients or parameter estimates (Lambda A.) Indicate the accuracy with
which an Indicator measures a latent varlabls, and the strength of this
relationship Is termed the validity of the Indicator. Most often, the observed
variables are not completely determined by the latent variables, thus each
indicator has an error term associated with It The terms Delta (8) represent
the measurement errors In the x-varlables and Epsilon (e) represent the

measurement errors In the y-vartables, and are uncorrelatsd with ;1' "1' and 112'
(Cadwallader, 1987; J6reskog & scrbcm, 1993).

The measurement rnodel can be expressed In terms of the following equations:

xi = "'11 ~1 + 61
x2 = ~1 ~1 + O2
x3 = A.al ~1 + 83
y1 = "'11 111 + 81

y2 = ~1 111 + 82

y3 = A.a2 112 + 83

y4 = "'42 112 + 84

y5 = A.s2 112 + Ss
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Figure 3. Structural model of the present study.
Key: Latent Variables

g1 ::: stressful environmental change
'Yl1 = job Insecurity
'\12 = stress reactlons

Manift:lst Variables
Xi ::: political change
X2 ::: social change
X3 = organisational change
Y1 :::: perceived threat to tot"'"

Job x pow€.. . • 'less

Y2 = perceived threat to job
features x powerlessness

Y3 = psychological distress
Y4 = job satisfaction
Y5 ::::orga.nlsatlonal COlT" ,1(;,.,'f



a statement about the sign and relative size of the direct effect of one construct
on another (JOreskog & sorcom, 1993). While theories are multivariate and
often involve complex causal processes, and researchers would like to capture
the complexities In an empirical model, too complex a model may 1~r1derthe
model practically untestable. Thus, an attempt should be made to Include
plausible causal variables and specify reciprocal relationship between variables
when it is proposed by a theory, but at the same time balance the Ideal of a
fully comprehensive model with practical considerations (Lavee, 1988).

sercre the ,'.eery can be tested em» ..cally, a set of empirically operational
indicators must be defined and selected for each dimension of each construct
(JOreskog, 1993). Again, specification of the latent variables should ensure
that a theory's constructs are embedded in the model (Bentler, 1980). The use
of multiple Indicators to measure a construct Is preferred, as multiple indicators
are more likely to be able to capture a complex theoretical construct than a
single measure is. Furthermore, the error term of measured variables can be
measured only when multiple Indicators are specified, and only then can a
latent variable be treated as a 'true' errorless variable. In general, tlu ce or
more Indicators are often recommended as models with only two Indicators of
a latent variable may be underldentlfied (Lavee, 1988).

In order to test the model, the measurement and structural equations model
must be formulated as a statistical model, that Is translated Into structure:
equations or a dl.-:1gram(Bentler, 1980; JOresk09, 1993; JOreskog & sorbom,

1993). To Illustrate this, the structural model of the present study Is presented
in Figure 3. The variables In circles are latent variables of stressful
environmental change, job Insecurity, and stress reactions. The variables In the
squares are measured Indicators representing each latent variable. Arrows
lead from the latent variables to the Indicators, indicating that changes in the
latent variables lead to changes In the Indicators rather man the opposite. The
hypothesised structural model Is recursive as there are no reciprocal
relationships between the endogenous variables.
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as there are many other variables that are associated with the dependent

constructs, and that are not Included In the model for various reasons. L1SREL

accounts for this as the aggregation of all such omitted variables Is represented

In the model by a set of stochastic error terms, one for each dependent

construct. By definition these error terms represent the variation and

covarlatlon in the dependent constructs left unaccounted for by the independent

constructs (Joreskop, 1993; J6reskog & serborn, 1993). Furthermore, causality

is an assumption of L1SREL. However, covariance struotural modellng does

not prove causation, rather the researcher Infers causality from making

predictions about the expected patterns to be formed In the data (Brannick,

1995).

The LISREL programme

L1SREL Involves a series of steps that researchers are advised to follow

sequentially. These steps may be summarised along the phases of model

specification, Identification, estimation, assessing goodness-of-flt,

respeclflcatlon, and hypothesis testing (Bollen & Long, 1993; Laves, 1988).

~odel$pecmcadon

The hypothesised otructural model must be formulated on the basis of theory

(80llen & Long, 1993; J6reskog & ;6rbom, 1993; Stage, 1989). In order to

adequately translate theory Into an empirical model, one should ensure that all

the relevant constructs are considered simultaneously, and all their

unl-dlrectlonal and bidirectional Interrelations are stated explicitly (Bentler.

1980). This Includes firstly, the classification of the construots Into dependent

(caused, endogenous) and Independent (causal, exogenous) variables

(J6resko9, 1993), and the Identification of the relationships between all the

variables as either; no relationship. correlated or a causal relationship (Stags,

1989). Secondly, for each dependent construct, the theory specifies which of

the other ccnsn ucts It is postulated to depend on. The theory may also Include
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data, and the statistical significance of each of the estimated parameters are

assessed. If the fit is poor, the model Is rejected, and various alternatives may

be considered in order to modify and Improve the fit of the model to the data

(Cadwallader, 1987; Lavee, 1988).

Assumptions in USREl

The utility of LlSREL for any research depends upon the researcher's thoughtful

use of theory at every phase of the Investigation. It Is assumed that theoretical

reasoning should guide the researcher prior to the analysis, In specifying the

hypothesised model, as well as after the estimation, in evaluating the results

and introducing any modifications to the model (Lavee, 1988). Additional

assumptions include that the dependent and independent variable

measurement errors should be uncorrelated, the coefficient matrix of the

dependent variables should be non-slnqular, and the equation error residuals

should be uncorrelated (Mason-Hawkes & Holm, 1989). Furthermore, the

structural relationships should be linear, additive and causal (Bentler, 1980;

Joreskoq, 1993; Stage, 1989). The strictest assumption is that all parameters

are Invariant, however, it Is more realistic to assume that the structure is

Invariant, but not the specific values of the parameters It Is, therefore,

acceptable to assume lnvartance in the structure or pattern of the latent

variables, whereas the values of the latent variables may vary (Brenner,

S6rbom & Walilus, 1985). These assumptions need not necessarily be

checked before computing LlSREL, as if certain assumptions are not met and

they present a problem, the LlSREL programme will announce the problems

(Kerlinger, 1986).

LlSREL does not assume a recursive flow in a model or that all relevant

variables are included in the model (Mason-Hawkes & Holm, 1989;, nor is It

assumed that relatlonsnlps in the model are exact deterministic relationships

(Jorsskcq, 1993). Generally, the lnuependent ccnatructs in the model account

for only a fraction of the variation and coverlatlon in the depsndent constructs,
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The measurement model consists of the relationships between the observable

indicators and the theoretical constructs (Jore.:.kog & sorbom, 1993). It defines

the latent variables a priori in terms of their specified measured indicators and

evaluates the measurement properties (rallabllitles and validities) of the

observed variables (Joreskog & serbom, 1989; Mason-Hawkea & Holm, 1989).

The $b'l'ctura! equation model consists of the tl1eoretical relationships between

the constructs (Joreskog & serbcrn, 1993). It specifies the causal relationships

among the latent variables and describes the causal effects and the amount of

unexplained variance (Joreskog & Sorbom, 1989).

The measurement model and the structural model are often estimated

simultaneously by using a full-information maximum-likelihood confirmatory

factor analysis. This means that the loadings of t~le measured variables on

their respective factors, the error terms of the measured variables, the

relationships between the exogenous and endogenous variables, the

relationships among the endogenous variables, and the disturbances (errors In

equation) c.i the latent endogenous variables are all estimated simultaneously

(Lavee, 1~)88). This slmultaneous analysis provides optimal weighting of the

measured variables which results In maximum explained variance In the

endogenous variables (Stage, 1989). However, In practice, one should test the

fit of the measurement model before the latent variable or structural model Is

examined. This Is because the testing of the structural model, that Is the

testing of the Inlt,lally specified theory may be meaningless unless It Is first

established that the measurement model holes. If the chosen Indicators for a

construct do not measure that construct, the specified theory must be modified

before It can be tested (Joreskog & S6rbom, 1993).

Parameters are estimated in such a way that a matrix of variances and

covarlances reproduced from the structural model correspond to the

relationships among the measured variables as closely as possible. A number

of goodness of fit tests are provided to osnmate how well the model fits the
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Table 6
§oodness~of·m for the .§.ttUctUI 81 models tested

,------------
Model x df p GFI AGFI RMSR CFI

45.4P 17 0.0002 0.96 0.92 0.05 0.96

Model2
Aftor QdJlJolmont by allowing error
c:oVllrlllncoo of polillcolllnd Goelal
chllr.oo to eorrcletc,

26.57 16 0.046 0.98 0.95 0.03 0.99

Model3
Aftor IldJuCllmclni by ~Klna thl)
error varlanco of throat to Job
rOlllurcG to zero.

27.07 17 0.057 0.98 0.95 0.03 0.9$1



TestlnJ] and revIsing the structuraj..!!!.Q.Q.g!

Overall goodness.'.JMit

Once LlSREL estimates the structural model, It Issues a number of goodness
of fit indices to evaluate how well the modal tlts the data and whether some
specifications are fundamentally wrong, These indicators are p"amlned before
the specific parameter coefficients are evaluated (Lavee, 1988).

The chi-square values, associated degrees of freedom, and probability levels
for the model are presented in Table 6, indicating the goodness-of-fit of the
model. Analyses of the model, as specified In Figure 3, indicated tha~It did not
fit the data sufficiently well. The chl-equare for the model' Is 45.48 wltl, 17 d.f.

which yields a p of 0.0002. Using an 0.05 level of statistical slgnlficanc~, the
model Is shown to deviate significantly from the data. However, the Chi-square
statistic should not be the sole criterion for model evaluation due to its
sensitivity to sample size and departures fr'0,:1multivariate normality (Bollen &

Long, 1993; Chen & Land, 1990; Jl5reskog & sorecm, 1993; Netemeyer et al.,
1990). As recommended by Bollen (1989), the fit of the model was evaluated
using several standard Indices, Appropriate Indices to assess the model's
goodness of fit such as the Goodness of Fit Index (GFI), the Adjusted GFI
(AGFI), the Root Mean Square Residual (RMSR) (J6reskog s serbom, 1993)
and the ccrnparatlve Fit Index (CFI) (Bentler, 1990) were examined. The
modet' Gxhiblted 1:1 GFI of 0.96, an AGFI of 0.92, a RMSR of 0.05 and a CFI
of 0.96. Without modification the model' does not plausibly represent the
relationships among the variables, Indicating a significant discrepancy between
the data (vertance-covertance matrix) and the relations specified In the model.
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:resting the measurement mogg_!

The measurement model was analysed separate from the structural model to
assess whether the chosen Indicators for each construct did measure the given
construct (Jbresl<og & sercom, 1993). The measurement model was tested by
a confirmatory factor analysis using L1SREL 8 (JClreskog & sercom, 1993).
Table 5 presents the results of the LISREL estimates of the relations of the
observed variables to the latent vartables. The parameters for the
measurement model are the lambdas (parameter estimates for the X and Y
variables), the epsilons (measurement errors in the x-varlabtes) and the deltas
uneasurernent errors in the Y-varlabies" which show how well the constructs
are measured by the observed variables (J6resl<og & serbom, 1993). As can
be seen in Table 5, all the loedings of the observed measures on latent
variables are significant (t>2) Indicating that the chosen Indicators measure the
constructs.

Tabla 5
EaralnmftL8stimates of the measur.einent model

----,-~~------
Parameter Maximum likelihood

estimates

t values Errors (8) . Errors (0) ,

XI (1.11) 7.20 9.56 61.43

X2 (~1) 4.15 8.67 29.13

X3 (A.aI) a.37 11.59 19.94

Y1 (1.11) 64.51 13.65 3862.74

Y2 (~1) '186.56 23.07 0.00

Y3 (A.a2) 9.09 8.14 23.77

Y 4 (1.42) 7.07 w11.87 32.59

ys (1.62) -2.96 -7.26 28.88
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Table 4
Covariance matrix of the manifest variables

1 2 3 4 5 6 7 8

1. Social chango

2. Political change

3. Organisational change

4. Threat to total Job
x powerlessness

113.24

55,65 46.38

60.05 35.04 89.99

164.e~ 85.25 92.08 8024.23

335.83 162.68 387.98 12034.78 34603.86

18.98 7.77 is.ea 119.29 346.87 33.3'1

-30.43 -16.36 ·37.05 -268.19 -707.39 -20.97 82.46

-6.56 -3.56 -8.34 -147.78 ·380.64 -S.70 22.25 37.66

5. Threat to Jobfaatures
x powerlessness

6. Psychological distress

7. Job satisfaction

6. Commltnlont

N>l 267

.....
oeo



Table 3
b1eans and standard devl!\ltlons of the manifest varlabl~

Variable Mean Standarddeviation
--

t. Political change 9.30 6.81
2. scclel change 16.65 10.61
3, Organisational change 8.45 9.49
4. Threat to total job 22.27 5.88

5. Threat to Job features 46.03 14.05
6. Powerlessness 9.14 2.98
7. Psychological distress 10.81 5.77
8. Job satisfaction 47.75 9.08

9. Organisational commitment 33.47 6.14

The actual analysis was executed with the use of an unstandardised variance-
covariance matrix computed by STAi'lSTICA (8tatsoft Inc" 1993) from the raw
data (see Table 4). The covariance matrix was used as an Input to several
structural analyses with the LISREL method. The LlSREL solution produced
two models I the measurement model and the structural model (Joreskog &

St;)rbom, 1993),
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Table 2
.Eearson correlation coefficients between manifest variables

2 3 4 5 6 7 8

1. Social change

2. Political change

3. Organisational change

4. Threat to total Job
)( powerlessness

8. Commitment

1.00

O.77··u 1.00

0.59 .... 0.54···· 1.00

0.17" 0.14" 0.11 1.00

0.17" 0.13' 0.22···· 0.72·" 1.00

0.31···· 0.20"· 0.29··.. 0.23···· 0.32···· 1.00

·0.31···· ·0.26···· ·0.43···· ·0.33···· ·0.42.. •• ·0.40.. •• 1.00

-0.10 -0.1" ·0.14" ·0.27·· ..• ·0.33.... ·o.?;·..• 0.40· .. • 1.00

5. 1'ft. ,t to Job teatures
x powerlessness

e. Psycholr 'al distress

7. Job sa\ lion

Nt:: 267

p<.05
p<.01
p<.001
p<.0001...'"



CHAPTER 8.

RESULTS

Preliminary to the LISREL analysis, the ccrrelancns, means and standard

deviations of the manifest variables of the present study are presented In Table

2 and Table 3. Examination of the correlation matrix Indicated that the

anticipated relationships were observed for the majority of vartabter, Hence,

the correspondence of the correlations with the meoretlcal model was well

demonstrated. Social change and political change were po!'.~"'~ 'v related to

perceived threat to total job x powerlessness. In addition, ~ ::dal change,

political change and organisational change were positively associated with

perceived threat to job features x powerlessness. Both measures of job

insecurity were significantly related to the stress reactions. Speolfically, they

wer...i positively associated with psychological distress, and negatively

assoctated with both job satisr8ctlon and organisational commltl1')~nt. There

was also a significant positive association between SO("" . ange and

psychological distress, and a significant negative association IJdlween social

change and Job satisfaction. POlitical chanqe was poslttvely associated with

p~ychologlcal distress, and negatively associated with job satisfaction.

Organisational change was significantly related to the stress reaotions, with a

positive association with psychological distress, and a negative association with

both JObsatisfaction and organisational commitment. Less consistent findings

that emerged were the non-slgnifioant relations~llp between organisational

change and perceived threat to total job x powerlessness; between political

change and organisational commitment; and between social change and

organisational commitment. The directions of all the relationships were

consistent with expectations. However, correlations do not provide evidence

for a complete Get of strl ictural relationships. Therefore, LISREL Is computed

to evaluate the causal model (Hodapp, Neuser & Weyer, 1988),
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the same data, thus, the relevant probability distributions no longer apply. One,

~herefare, must resist manipulating the model to fit the data in order to confirm

hypotheses (Mascn-Hawkes & Holm, 1987). Modifications have Important

exploratory value, provided they are not introducF'd for the mere purpose of

achieving a better model fit. To avoid manipulation of the model, modifications

should only be made that make theoretical sense and If they do not affect the

important parameters of interest (Lavee, 1988).

The aim of LlSREL may be to find a model that not only fits the data well from

a statistical point of view, but also has the property that every parameter of the

model can be given a substantively meaningful Interpretation. Since a model

may be tested multiple times, the approach of LlSREL Is model generating

rather then model testing (Joresl<og, 1993; Joreskog & Sorbom, 1993).
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Model fit and hypothesis testing

Once the model Is testable and fits the data sufficiently well, the model may be
evaluated against the hypotheses. There is no easy and simple Interpretable
criterion for assessing whether the hypotheses have been confirmed (Lavee,
1988). However, generally, two sets of criteria are used: goodness of fit of the
model as a whole, and statistical significance of the specific parameters (Lavee,
1988).

The chi-square of a model's fit is examined, yet it Is not a sufficient criterion
against which to confirm hypotheses. This statistic simply shows that the
models specifications descrtbe the structure of relationships among the
observeo variables against the alternative hypothesis that these relationships
are of no specific structure (Lavee, 1988). The hypotheses regarding the
causal relations between each construct, as well as the relationships between
constructs and their measured Indicators are tested by assessing the statistical
significance of each parameter (Lavee, 1988). Thus, evaluation of the
hypotheses rely on the test statistics and indices previously discussed In the
assessment of goodness-of-fit.

The initial model of the researcher need not be correct In terms of the
hypotheses or best for the data, but the number of alternative models should
be fairly limited (JClreskog& S6rbom, 1989). Each stage of LlSREL should be
repeated multiple times using the same data if the Initial model does not
suffiCiently fit the given data. Several models may be tested in this process.
The respecificatlon of each model may be theory driven or data driven
(J6reskog, 1993; J5reskog & sorecm, 1993). However, one must remember
that post hoc specifications violate a fundamental assumption underlying
statistical theory, namely, that hypotheses are formulated prior to the analysis
of the data (Lavee, 1988). When one begins to modify the model according to
the data, the model loses Its status as a hypothesis as the researcher has
already looked at the data and made some estimates of the parameters L1slng
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modification index (Cadwaltader, 1987). Each rnodlflcatlon Index measures

how much chi-square Is expected to decrease If a particular parameter Is set

free and the model Is reestimated. Thus, the 1i1t'Jrl!flcatlon Index Is

approximately equal to the difference In chi-square between two models In

which one parameter 1(' fixed or constrained In one model and free In another,

all other parameters being estimated In both models. The largest modification

Index shows the parameter that would Improve the most when set free

(Joreskog & serocrn, 1993). Better fitting models may be obtained by allowing

additional fixed parameters with non-zero derivatives to be freed one at a time.

L1SREL's coefficients are relative and depend on the user's decision of how far

to take the model fitting and which parameters car. be freed (Mason-Hawkes

& Holm, 1989). In addition, restrictions can be Imposed, whereby certain

structural elements are constrained to zero, or alternatively certain structural

parameters may be constrained to be equal to one another, or a parameter

may be fixed to a certain value (Brannlck, 1995; Lavee, 1988). Furthermore,

exogenous variables can be left to correlate (Cadwallader, 198;) and errors

between manifest variables that measure the same factors may be correlated

(Brenner at al., 1985; J6reskog & sorborn, 1993).

The fit of t~ I model can be Improved through respeclflcatlon, and once

respecttted, the steps of Identification, estimation, testing fit and reapecltlcatlon

may be repeated often multiple times until the most suitable fit of the model to

the data Is found (Bollen & Long, 1993). Yet, modifications to the model must

be theoretically valid (Stage, 1989).

102



Respecification and reestimation

After Initial estimation of a model, It is common to conclude that the fit of the

model Is Inadequate, and to respeolty the model in an attempt to Improve its fit

(Bollen & Long, 1993). The aim Is to determine what Is wrong with the model

and how the model should be modified to fit the data better (Joraakoq, 1993).

Modifications may be required if the model was unidentified, In order to make

It testable, or modifications may be suggested by the diagnostic information of

the initial analysis, in order to achieve a model that beUer fits the data (l.avee,

1988).

Improvements can be made and the model can be retested, Residual error,

modification Indices and t-values for parameters provided allow the researcher

to determine possible Improvements to the model through the Introduction of

new relationships among variables or the deletion of previously specified

rc·l:Jtionshlps that have been proven statistically Insignificant (Stage, 1989).

There are a number of ways to modify a model If It does not provide a good fit

to the data. Parameters whose estlmates are small compared to their standard

errors can be eliminated, thus Improving the overall fit by recovering degrees

of '''eedom (Bentler, 1980; Cadwallader, 1987), Parameters can be added to

or eliminated from the model by examining the residuals, that is the specitlc

patterns of lack of fit of the model to the data (Bentler, 1980). A large positive

residual Indicates that the model underestimates the covariance between the

two variables. Whereas, a large negative residual Indicates that the model

overestimates the covariance between the variables. In the first case, one

should modify the rnodel by adding paths which could account for the

ocverlance between the two vertables better. In the seccna case, one should

modify the model by eliminating paths that are aSSOCIE!tedwith the particular

c warlance (Joreskog & serbom, 1993). A modlftcaftcn Index Is used to assess

the IikeJly result of relaxing a particular constraint, and E: great improvement In

goodness-oMit can be achieved by freeing the parameter with the largest
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the size of the observed variances and covarlances (Netemeyer et aI., 1990),

but generally the lower the Index, the better the fit of the model to the data.

However, the RMSR Is a valuable index only when the mean data variance-

covariance is known, as it is harder to evaluate with an unstandardlsed

variance-covariance matrix (Lavee, 1988). The CFI estimates a population

measure of model fit, assesses practical differences In model fit and is less

influenced by sample size than is the chi-square statistic (Bentler, 1990;

Dunhern, Grube & Castaneda, 1994). The CFI ranges In values from 0 to 1

where values close to 1 are indicative of a good fit (Bentler, 1990).

Path coefficients. In addition to examining fit Ino~;;;es,one should examine the

fit of the components of a model, such as the R squares of equations, the

magnitude of coefficient estimates, whether the estimates are of the correct

sign, and for the presence of improper solutions. Since, even a model with

excellent overall fit indices can be unacceptable oecause of the components of

a model (Bollen & Long, 1993).

If the model Is testable, but does not fit the data sufficiently well, the

modification Indices provide a mean for assessing what changes In the models

specification would Improve its fit to the data. A modification index larger than

5.0, In either the measurement or the structural model, Indicates that. the

models fit to the data will improve significantly If the respective path Is allowed,

that Is if the constraint of the fixed parameter is relaxed (Lavee, 1988).

The standard error L each parameter estimate can be used to provide an

Indication of the importance of that parameter to the model as a whole. The

statistical significance of each parameter is determined by j t statistic, which

Is equal to the ratio of the coefficient and its standard error. If the l\ritlcal ratio

termed by dividing the estimate by Its standard error is large, the parameter is

essontlal to the model (Bentler, 1980). Coefficients that are twice as large as

their respectlve standard errors (that Is, t> 2.0) are considered $tatistlcally

significant (Lavee, 1988).
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CHAPTER 9.

DISCUSSION

Discussion of results

The purpose of the present study was to develop and evaluate a rnodellinking

stressful environmental change, perceived job insecurity and stress reactions.

Based on previous research and theory, a theoretical model was developed and

then tested. Significant causal relationships were reported between all tne

variables in the study. Results are discussed In terms of the research

questions governing the present study.

The effect of stressful environmental change on stress reactions

Results of this study Indicate a significant causal relatlcnshlp between stressful

environmental change and stress reactions. This Infers that the greater the

amount of stressful changes experienced by individuals, the higher their levels

of stress reactions. This finding ccrrcbcrates the theoretical propositions of the

literature of change, which states that It Is commonly held that change in

peoples' lives Is linked to stress (Jerusalem, 1993). Changes induce feelings

of uncertainty amongst individuals (Ashford, 1988; Callan, 1993) and demand

adaptation to unfamiliar situations which threatens individuals (Muller, 1992).

This uncertainty and threat of change creates negative cognitions and stress

reactions (Matteson & Ivancevlch, 1990). The present study provides support

for the theory t! .at change results In stress outcomes such as psychological

distress, Job dissatisfaction and reduced commitment (Cooper & Cartwright,

1994; Jamal, 1990; Rice, 199Z; Sullivan 11 Bhagat, 1992).
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9vervlew of I'esults

The aim of the model In the present study was to Investigate whether:
(1) stressful environmental change has a direct causal relationship with stress
reactions (2) stressful environmental change has a direct causal relationship
with percslved job insecurity (3) perceived job Insecurity has a direct causal
relationship with stress reactions, and (4) perceived job Insecurity mediates the
relationship between stressful environmental change and stress reactions.

LlSREL confirmed the causal model, demonstrating that the theoretical model
provided a good fit to the data. It was found that stressful environmental
change led to an Increase InJob Insecurity, and an Increase in stress reactions.
Job Insecurity In turn led to an Increase In stress reactions. The results
additionally showed niatlob Insecurity partly mediated the relationship between
stressful environmental ct1ange and stress reactions.
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by job Insecurity. This Is confirmed by the size of the residual variance of job
Insecurity (.94), indicating that stressful environmental change explains only 6%
of the variance of job Insecurity (1-.94; see Latack, 1984, p.312). Substantial
variance Is unexplained which suggests that other Important explanatory
variables have been omitted from the model, and confirms that only part of the
total effect of stressful environmental change on stress reactions Is due to
mediation by job insecurity. This demonstrates that job lnsecurl.y acts &:s a
partial mediator in the present study. Therefore, the model3 supper it:> lIla fourth
research question that perceived Jab Insecurity mediates part of the effects of
stressful environmental change on stress reactions.

In addition to testing the paths for significance, one should also examine the
magnitude of the paths or their relative Importance to the fit of the model (Lang
et 131" 1992). The most significant or strongest path in the model was from Job
Insecurity to stress reactions (P~1=.45, t.:::5.58), followed by the path from
stressful environmental change to stress reactions (a.12=.47, 1=4.89). The
residual variance of stress reactions was .47, demonstrating that stress
reactions explained 53% (1-.47; see Latack, 1984, p.312 ) of the variance of
the model. These paths, therefore, contribut.ed substantially to the overall fit of
the model. The weakest path was between stressful envlronmentalr.h£7lngeand
Job Insecur;ly (a.11=.25, t=3.56), which was conflrmed by the fact that stressful
environmental change explained only a small percentage of the variance In the
job Inseourity. This Infers that the path between stressful environmental change
and job Inseourlty had the least contribution to the overall model fit.
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indirect ~nd total relationships, the strength of the mediator (I.e., whether job
Insecurity Is operating as a total or partial mediator), and whether job Insecurity
accounts for most of the relationship between stressful environmental change
and stress reactions (1.8" whether the indirect effect is of a similar or larger
magnitude to that of the direct effect).

The direct effect of stressful environmental change on stress reactions Is .47.
The direct effect of stressful environmental change on job Insecurity Is .25 and
the direct effect of job Insecurity on stress reactions Is .45. Stressful
environmental change therefore has a basic Indirect effect on stress reactions
of .11 (from .25 x .45). It Is tho sum of tM direct and Indirect effects that
reflects the total causal effect. The total effect (indirect ... direct effe(;t) of
stressful environmental change on stress reactions Is .58 (from .47 ... [.25 x
.45]; see Bollen, 1989, p.376; Hayouk, 1987, p.247; Wheaton, 1985, p.356).
The total effect of stressful environmental change on stress reactlcns (.58) is
greater than Its direct effect (.47), Indicating that job Insecurity Is oparatlng as
a mediator rather than as til moderator. The indlr(=)cteffect of stressful
environmental change on stress reactions via job insecurity also operates In the
same direction as the overall causal effect of stresstul environmental change
on ~t·essreactions, which further confirms that job Insecurity operates as a
mediator. The significant path between stressful environmental change and
st,'(3SSreactions demonstrates that job Insecurity Is not a single dominant
mediator, but rattler a partial mediator or one of multiple mediator variables.

With dominant mediators, It Is common that the total effect Is mostly accounted
for by the; Indirect effect of the mediator variable (Wt1eaton, 1985). Yet, In the
present study, the direct effect Is greater than the Indirect effect (.47 and .11
respectively), Illustrating that the total effect Is mostly accounted for by the
direct effoct. This anomaly does not detract from job Insecurity being a
mediator. It rather Infers that an Increase In stress reactions Is only produced
by a srnan but significant Increase In job insecurity resulting from stressful
environmental change, and that the o'rect relationship Is not largely contro!ied
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effect stress reactions only indirectly through transmission of influence by the
mediator job Insecurity. Indirect transmlsstcn of Influence shows that all of the
effeot of stressful environmental change on stress reactions is transmitted by
job insecurIty (see James & Brett, 1984). If the path between stressful
environmental change and stress reactlons is still significant, that Is, not
reduced to zero, then job Insecurity would be operating as one 0f multiple
mediators (see Baron & Kenny, 1986) or a partial mediator, With sa partial
mediation model, otressful environmental change would have both a dIrect
affect on stress reactions and an indirect effect on stress reactions, the latter
being transmitted by job insecurity, This "uld Indicate that only part of thE:l
total effect (·f stressful envlronmental change on stress reactions Is due to
mediation by job Insecurity (see James & Brett, 1984),

Related to the strangtl1 of the mediator, is whether the Intervening variable
accounts for most of the relationship between the stressor end the stress
outcomes. In mediator models, the total effect is usually mostly accounted for
by the indirect effect of the intervening variable (Wheaton, 19EI5). Accordingly,
the Indirect effect would be of a similar or even larger magnitude to that of the
direct effect, showing that the direct effect of environmental change on stress
reactions Is offset by an Indirect effect of environmental change working
through Job insecurity to ultimately reach stress reactions (see Chan & Land,

1990; Lavee at aI" 1987).

From the above explanations, one may calculate that a variable operrtes as a
moderator when the direct effect Is greater than the t.otal effect, since the
intervening variable buffers or reduces the effect of the stressor on the stress
outcomes, In contrast, a variable operates as a mediator when the total effect
Is greater than the direct effect, since the Intervening variable Increases the
effect of the stressor on the stress outcomes, Therefore, if job Insecurity
operates as a mediator, the total effect of stressful environmental change on
stress reactions will be greater than the direct effect of stressful environmental
change on stress reactions, In addition, one must look at the direction of the
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The final research question to be answered Is whether Job insecurity mediates
the relauonshlp between stressful environmental change and stress reactions.
In order to assess whether Job Insecurity operates as a mediator. a number of
tssuea need to be analysed.

Because of the confusion surrounding the concept of a mediator and moderator
variable (Baron & Kenny, 1986; Wheaton, 1985), It Is necessary to distinguish
whether In the present study job insecurity operates as a mediator or a
moderator. Wheaton (1985) discusses the differences between the two variable
types. He proposeo that a variable operates as a moderator or a stress buffer
when the direct effect of the stressor increases (not decreases) when the effect
of the moderator variable is controlled. This occurs because the overall Impact
of the stressor has been attenuated by the operation of the moderator, in that
It buffers the relationship between the stressor and the outcome. Thus, when
the moderator variable Is controlled the result is a larger direct net effect of the
stressor. In tha case of a mediating variable, the variable does not reduce the
total effect of the stressor in the model, instead the positive total effect of the
stressor is reapportioned between a net direct effect of the stressor and an
Indlre{t effect through an intervening variable or mediator (Wheaton, 1985). In
addition, the direction of the relationships of the total and direct effects Is crucial
to the ceclslon as to whether the varlable operates as a mediator or moderator.
The Indirect effect through the moderator variable operates In a direction
opposlte to the total effect of the stressor on the stress outcomes. Whereas,
In a mediator model, the Indirect effE~ctof stressor on stress outcomes via the
mediator operates In the same dlreotlon as the total effect (Wheaton, 1985).

To further ascertain whether a variable operates as a mediator, one would
examine the direct path between stressful environmental change and stress
reactions. If the path between stressful environmental change and stress
reactions Is non-significant or reduced to zero, JobInsecurity would be operating
as a Single dominant mediator (see Baron & Kenny, 1986). This would be a
complete mediation model, In which stressful environmental change would
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Significance of the path coefflclents

The next step in the analysis was examining the paths to determine if the
model's predictions were correct, to answer the research questions, and to
identify each path's contribution to the overall fit of t.he model (Lang, Wlttig-
Berman & Rlzkalla, '1992).

The revised structural modef with its maximum-likelihood parameter estimates
is presented in Figure 4. The t-statlstlcs for each of the structural coefficients
were ~xamined to determine whether they differed significantly from zero. The
standard crltlcal value of 1.90 was used for the .05 level of significance (L.ang
et aI., 1992). All .lIe parameter coettlclents in the modef were statistically
significant at the .05 level.

Stressful environmental change was found to Influence stress reactions directly
(cx.21=.47, t=4.89) and indirectly through its positive effeot on job insecurity
(cx.11=.25, t=3.56) which in turn yielded Cl positive impact on stress reactions
(P21=.45, t=5.58). The significance of all the paths demonstrated that the
predictions for the present model were correct. With regard to the first three
research questions, thismodef shows that: stressful environmental change has
a direct causal effect on perceived job insecurity; perceived job tnseourlty has
a direct causal effect on stress reactions; and stressful environmental change
has a direct causal effect on stress reactions.
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A reestlmation of the model resulted In a mcdef with a chi-square of 27.07 with

17 d.f. and a p value of 0.057. A small chi-square compared to the degrees of

freedom and a chi-square that is statistically Insignificant indicates a good fit of

the model to the data (Joreskog, 199~; Lavee, 1988). Sines, the model's3 chl-

square value was non-significant, the rnodef was shown to fit the data at the

p..::0.05 level. The modsf had a GFI of 0.98, an AGFI of 0.95, a RMSR of

O.O~, and a OFI I)f 0.99 (see Table €:l). However, the detailed fit indices

Indicated that the observed data was not fully accounted for by the model. The

structural modification Indices suggested that adding a path from stressful

envtronrr.ental change to reduced organisational commitment would Improve the

fit of the mode by decreasing chi-square. It was decided not to make this

modification In the specification of the model, as there was no theoretical basis

for allowing the measure of reduced organisational convnltment to load on

more than one factor (see Lavee at aI., 'i985). A further weakness In the

model was evident In that the standardised residual for organisational chango

and reduced organisational commitment was stili large in magnltude

demonstrating that at this point the model did not fit the data well. Since this

residual was positive, It indicated that the model underestimated the covariance

between the two variables (Joreskog & sorcorn, 1993). Once the LlSREL

analysis has given a solution that fits the data, that Is, when the model

produces 'fitted values' which do not significantly deviate from the empirical

data, the model ts said to be confirmed (Brenner et al., 1985). The flnl.1l~i1Qdel3

in the present study exhibited 'fitted values', however, In order to ensure that

the model was confirmed, the statistical significance of each parameter

estimate was also assessed.
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multiple indicators sre specified. When a variable has three or more indicators,

It can be treated as an 'errorless' varlaole., but when there are only two

lndlcators a latent variable may be unidentified (Lavee, 1988). Accordingly, for

latent variables with three or more indicators, LlSREL estimates the error

varl ance by default (Jt)resl<ag & St)rbom, 1993). However, for a latent variable

with only one indicator, the error variance in the corresponding observed

indicators cannot be estimated (Lavee et aI., 1987), and as a result are fixed

to zero (e.g., Joreskoq & Sorbom, 1993; Lang, WittlgMBerman & Rizkalla, 1992).

For latent variables wit; I two Indicators, the error va rianee In the corresponding

observed Indicators may not be estimated adequately, and accordingly, may be

fixed to zero (e.g., Brenner et aI., 1985). It was, therefore, decided to fix the

error variance of the manifest variable, perceived threat to job features, equal

to zero on the basis that it was a psuedo-taotor, and because Its t value was

Insignificant when estimated by LlSREL.

Table 7

Error varianq,es of the manifest variables of the rnodef

Parameter Estimates t values

(01) Social change 61.38 6.96

(52) Political change 29.11 8.25

(03) Organisational change 20.01 2.10

(81) Threat to total job 35.37 6.41
x powerlessness

(82) Threat to job features 25.26 .1'6
x powerlessness

(83) Psychological distress 23.80 10.02

(84) Job satisfaction 32.53 5.48

(8a) Organisational commitment 28.88 10.40
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measure the same factor are p srmlned (Brenner et al., 1985; J6resl<og &

S6rbom, 1993). Since, pollti..:al change and social change were both

exogenous variables and manl' est variables of the same factor, it was decided

that it was reasonable to altov: their error terms to correlate. It also made

theoretical sense to allow these terms to correlate slnce it Is quite possible that

political and social change have common sources of variation that have been

lnadvertently omitted r.om the model, since they are closely linked in terms of

what they measure.

RelElXing the constraints on the covarlances between political change and social

change, that Is allowing the residuals t( covary, resulted In a marked

lrnprovernent in the model's fit. The reestimated model? resulted In a chi-

square value of 26.57 with 16 d.f. and a p value of 0.046. Using a 0.05 level

of statistical significance, the rnodef is shown to be relatively close to fitting the

data. The model exhibited a GPI of 0.98, an AGPI of 0.95, a RMSR of 0.03,

and a CPI of 0.99. The fit Indices demonstrated a marked improvement of the

fit of the revised model as compared to the initial model (see Table 4). There

were no modification Indices sug~ested by the LlSREL output. However, an

examination of the residuals, indicated that the residual for organisational

change and organisational commitment was quite large in magnitude (2.73)

implying that the model aid not fit the data well at this point.

The modef was thus reexamined. It was noticed that the error variances for

the manifest variables were significant (t>2) with the exception of perceived

threat to job features which had a t value of 0.76. Table 7 shows that the error

variances for the other Indicators were significantly !",'y :pr. The model being

tested was of the mixed kind, that is it consisted of a mixture of true factors (at

least three Indicators per construct) and pseudo-factors (less than three

Indicators per construct; (Brenner at aI., 1985). Since perceived threat to job

features was one of two indicators for the latent variable job insecurity, It was

a pseudo-factor in wl1ich the measurement error could not be properly

estimated. The error term of a measured variable can be measured only when
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Examination of the detailed indicators of the model fit showed that standardised

residuals of the relations between organisational change and job satisfaction,

between political change and social change, and between social change and

organisational commitment were;, unacceptably high (larger than 2 In

magnitude), suggesting that these relations were not adequately accounted for

by the model. None of the structural modification indices were significant

demonstrating that no modification in the structural specifications was needed

to achieve a better model fit to the data. The only significant modification

indices were in the theta-epsilon matrix (covariance among error terms of

measured variables), namely, between political change and social change, and

between organisational change and job satisfaction. These results suggested

that the model could be Improved by allowing certain residuals to correlate.

Specifically, It suggested that allowing the error variance of political change to

covary with the error variance of social change, and the error varla-os of

organisational change to covary with the error variance of job satisfaction,

would result in a decrease in Chi-square. This indicated that there were

correlations between the errors of the measured indicators. It Is normal

pracuce to assume zero correlation between the errors of measured indicators,

because if the error terms for two or more indicators correlate, It means that the

indicators measure something else or something in addition to the construct

they are supposed to measure. If this is the case, the meaning of the construct

and its dimensions may be different from what is Intended (Joreskog & Sorborn,

1993). As a result, researchers have been warned against correlating error

terms unless substantiated by theory, as allowing correlations between errors

works well In practice by Improving fit to data, but is likely to lead to an

improvement In the model fit based on chance associations in the data (Lavee

et al., 1985). Therefore, in the case of organisational change and job

satisfaction, it was decided not to allow the residuals between these variables

to correlate, since there was no theoretical basis for such modifications. There

are, however, certain situations where error terms may be correlated. For

example, it is com mo. I ist exogenous varlables may be left to correlate

(Cadwallader, 1987), and also correlated errors between manifest variables that
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The significance of the direct stressor-strain relationship indicated that job

Inp1curlty operated as a partial mediator. This finding Is not incongruent with

thsllry and research. Baron and Kenny (1986) noted that: because most

phenomena In psychology are considered to MVEI multiple causes, It is more

realistic to expect mediators to decrease the relationship between an

Independent variable and a dependent variable rather than to completely

eliminate It. Furthermoro, from a theoretical persi ectlve, a significant reduction

demonstrates that a given mediator Is Indeed a potent, though not both a

necessary and a sufficient condition for an effect to occur. In the present study,

since job insecurity did result In a significant reduction of the effects of

environmental change on stress reactions (l.e., the total effect was greater than

the direct effect), it in. i~ated that job Insecurity played a significant role in

mediating the relatlonshlp between stressful environmental change and stress

reactions. Other researchers have also found partial mediation effects in the
study of life events" For example, Ensel and Lin (1991) found that life events

exhibited both a direct effect and Indirect effect on psychological distress,

whereby social resources partially mediated the effect of life events on

psychological distress. Glickman at at, (1991) also found that life events

simultaneously affected outcomes both directly and Indirectly through a
mediator. Their results showed that life events increased work strain, and

through this Increase In strain, life events Influenced psychological distress.

Life events also exerted a significant direct effect on psycholoqlcal distress.

These studies together with the results of the present show that life events are
related to stress reactions, lncependently of other factors. Since the direct

relationship between life events and symptomatology is well established

(Pollock, 1988), it would be unlikely that Job insecurity would operate as a total

mediator in the relationship reducing the effect of life events on stress reactions

to zero.
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insecurity scale, showing that perceived threat to the total job and perceived

threat to job features should each be multiplied by perceived powerlessness to

measure job Insecurity effectively. This affirms thv contention of Ashford et al

(1989) and Greenhalgh and Rosenblatt (1984) that perceived powerlessness

is an essential component to the job insecurity construct.

Previous literature has demonstrated correlational associations between job

Insecurity and stress reactions (Ashford et aI., 1989; Orpen, 1993; Seguin &

Roskles, 1991), ya~ causal relationships between job Insecurity and

psychological outcomes are undetermined (Hartley et al., 1991). The present

study therefore contributes to theory by providing evidence that job insecurity

is causally related to stress reactions.

The role of Job Insecurity as a partial mediator

AI' important goal of the present study was to evaluate thA role of job Insecurity

as a mediator In the stressor-strain relationship. The results Indicated that job

Insecurity did mediate the relationship between stressful environmental change

and stress reactions. Yet, the mediation result was not as strong as expected.

Usually when a variable operates as a mediator the indirect path, In which the

mediator operates between the independent and dependent variable, is

stronger than the direct path between the Independent and dependent variable.

This reflects that the relationship between the Independent and dependent

variable Is largely controlled by the mediator variable (Lavee, McCubbin &

Olson, '1987), as the mediator Is the generutive mechanism through which the

Independent variable is able to Influence the dopendent variable (Baron &

Kenny, 1986). Yet, In the present stLldy, the direct effect of stressful

envlrcnmsnte' change on stress reactions was stronger than the indirect effect

through jot) Insecurity.
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By attes~ing that job insecurity operated as a determinant of stress reactions,
'.,e current research demonstrates that job Insecurity Is an important variable
to Include in an analysis of stress, Furthermore, this study provides empirical
support for theory that regards job Insecurity as a stressor variable (e,g" Bargal
et al. 1992; Heaney et al., 1994; Roskles & L.ouls-Guerln, 1990; Roskles et aI.,
1993), For example, job Insecurity has been related to Increased symptoms of
III"healthsuch as general psychological distress (Roskies & touls-ouerln, 1990;
Seguin & Roskles, 1991: van Vuuren at aI., 1991), anxlet~I,depression (Orpen,
1993) and somatic complaints (Khunert at al., 1989). Empirical associations
between job insecurity and a multitude of work-related attitudes have also been
established (Ashford et at, 1989; Greenhalgh & Sutton, 1991; Klandermans at
at, 1991), Both Ashford et al. ('1989), and Newman and Krzystofiak (1993)
reported lower levels of l.:>bsatisfaction as a result of declining job Insecurity,
Other researchers such as Davy et at, (1991) and van Vuure et at, (1991)
have also demonstrated empirical associations between job Insecurity and job
dissatisfaction, Studies have Indicated that perceived Job Insecurity Is
significantly related to decreased organisational commitment (van Vuuren at al,
1991), Greenhalgh (1982) found that employees who were insecure about their
job futures became less committed to the organisation, and Brockner (1988)
reported that perceptlons of severity of a layoff were negatively assocteted with
org,')nlsatlonal change, SeglJln and Roskles (1991) contlrmed In a follow-up
study of the psychological consequences of job Inseourlty, that employees
experiencing Job Insecurity evaluated their commitment to the organisation as

low.

The results of the present ~tLldycorroborates the theoretical models of Ashford
et at. (1989) and Greenhalgh and Rosenblatt (1984) by substantiating the
relation between perceived job Insecurity and employees reactions, It also
supplements the research of Astlford et 81. (1989) through the Inclusion of
additional macro-environmental factors related to job Insecurity, and by finding
a significant relation between Job insecurity and psychological distress, The
present research also supports the use of a multiplicative version of the job
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The effect of Job Insecurity on stress reactions

The finding of the present research supports the existence of a relationship
between perceived Job Insecurity and stress reactions. Hence, Individuals who
perceived greater job Insecurity, In terms of perceived threat to the total Job
multiplied by powerlessness and percelveo threat to job features multiplied by
powerlessness, experienced more Intensified stress reacnons manifested by
higher levels of psychological distress, job dissatisfaction and reduced
organisational commitment. Furthermoj(~, the results Indicated that this path
was the most significant In terms of the overall model.

The:!association between job Insecurity and stress reactions Is explained on the
basis that perceptions of job Insecurity are psychologically harmful to the
individual (Seguin s Rosl<les, 1991). Job Insecurity causes the individual
discomfort in terms of feelings of demoralisation, fear, anger (Jacobson, 1987),

helplessness, withdrawal and salf·doubt (Earnshaw at aI., '1990). Since job
insecurity Is related to individuals' feelings of competence and self-worth
(Khunert s Palmer, 1991), it follows that when individuals experience Job
insecurity their psychological well-being Is reduced (Dekl<er & Schaufell, 1995;

Khunart et aI., 1989; Klandermans et al., 1991). In addition, as a major
component of job Insecurity Is a threatened loss of Intrinsic aspects of the job
such as autonomy, career advancement and status (Sarnshaw at al., 1990),

and extrh1Jlc aspects such as security in the job (8rockner, 1986), then it Is
likely that job Insecurity will have a neqatlve effect on Job satisfaction as the
primary affective response to a job (Ashford at aI., 1989). =unnermcre, when
employees undergo problems, especially those that have employment-related
implications, they confront Increased insecurity and threats to belonging (Begley
& Czajka, 1993). Insecure employees also experience a loss of trust and a

betrayal of expectations by employers (Earnshaw at at., 1990). Consequently,
perceptions of Job Insecurity result in reduced commitment to the organisation
(Ashford at aI., 1989).
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insecurity (Ashford et al., 1989; Sargal at al., 1992; Dekker & Schaufell, 1995).
Accordingly, future research should adept multlvarlate research daslgns to
explore the role of possible mediator and moderator variables between stressful
environmental change and Job Insecurity.

A further possible explanation of the weak relationship between stressful
environmental change and Job Insecurity could be that there Is a lack of certain
chronic stressors In tid present study. Theorists such as Ashford at al. (1989)
and Roskies and Loi!Js..Guerln (1990) examined chronic stress with regard to
job insecurity. It Is noted that the operation of chronic stressors such as role
ambiguity leads to perceptions of job lnsecuruv because role ambiguity
engenders a feeling of lacl<of predictability and threatens an Individual's sense
of control (Ashford at aI., 1969). Job insecurity in turn Is characterised by
feelings of uncertainty and ambiguity (Del<l<er& Schaufsli, 1995; Heaney et aI.,
1994). A study by Bargal at al. (1992) Identified that feelings of Job Insecurity
are engendered by the operation of chronic stresscrs, such as the uncertainty
of continued employment, facing constant rumours, f1uctuEltlngdevelopments
over job changes and unpredictability about when and under what
circumstances changes will occur. Chronic stressors were not completely
absent in the present study, as life evant scales measure some events that
may be chronlc or Imduring in their nature, such as 'conflict with a colleague'
(Vingerhoats & Mamallssen, 1998), and Individuals tand to report many chronic
stresscrs In life event checklists (McQuaid et al., 1992). Yet, life event scales
do not measure certain cnronlc stressors such as role amb:gulty, and further
do not obtain detailed information about the chronic circumstances under which
events occur (Simons €It al., 1993). Future research should, therefore, examine
the role of these types of chronic etresscre with regard to job Insecurity, in
addition to the role of specific events at work.
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Insecurity could subside (Seguin & Rosklss, 1991). This was ascertained by
Earnshaw at 81. (1990), who found that Job Insecurity consisted of a process
Initially comprising feelings such as fear, powerlessness and anger, but finally
lead to the stage of adaptation In which Individuals came to terms with the loss
of job security. It therefore seems possible that In the present study, a time
lapse between stressful change and stress reactions could have effected the
slgnificancf) and strength of the relationship, particularly because the present
study measurea events that occurred within the past year, and current
perceptions of job Insecurity. The adoption of both retrospective and
prospective measures could have emphasised the effect of a time lapse on the
stressor-lob insecurity relationship. To ascertain the validity of tills proposition,
future research could employ longitudinal designs to assess effects of time on
those processes.

Baron and Kenny ('1986) argue that, In terms of mediational models, If the path
between the Independent variable and outcome variable is stili significant, then
the mediator variable Is operating as one of multiple mediators. Therefore, the
weak relationship between stressful environmental change and job Insecurity
coulc be due to the operation of various cognitions or emotions, not measured
In the present study, but which could lntrrvene as additional mediators, This
could well be the case, since stress thecnsts, such as Lazarus (1993) contend
that emotions such as anger, fear, anxiety, and hopefulness are subsets of
stress which mediate the stressor relation to strain outcomes. In addition, the
small amount of variance explained by stressful environmental change In
relation to Job Insecurity' could be due to other Intervening factors or modlatcrs
such as coping. This may be likely slnce one would expect that IndivldlJals
confronted by the stress of change would engage In coping efforts to manage
their feelings of job insecurity (Ashford, 1988; Callan, 1993). Moreover, various
moderator varlacles such as individual differences, Including sense of hardiness
and locus of control have been Identified as relevant to the stress process
(cejan, 1993). Availability of social support has also been recognised to
moderate stressflJI changes (Callan, 1993; Kessler at aI., 1985) and job
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organisations. It has been found that employees who are not at risk of losing
their jobs, are rather subject to pressures to modify their lobs and accept
different employment conditions (Jacobson & Hartley, 1991), or alt~rnatlvely
may be seriously concerned about their power to retain valued aspects of their
job (Rosl<leset al., 1993). Roskles and Lolus-Ouerln (1990) conducted their
study In a low-risk organisation and found that very few Individuals were
seriously worried about imminent job loss, instead they were substantially more
worried about a deterioration in working conditions. Perhaps, in the present
study, employees did not face serious threats from organisational changes and
consequently did not perceive a risk )f losing their jobs. This would explain the
lack of a significant correlation between organisational change and perceived
threat to the total job multiplied by powerlessness.

An alternative reason of the 18cl<of strength in the effect of the stressor on job
Insecurity could be due to time lags between events and perceptions of job
insecurity. Little is known about the length of time between event occurrences
and initial symptom formation, or the amount of time required for symptoms to
abate (Thoits, 1983). Nelson et al. (1995) confirmed this by finding a
considerable amount of variaollity in the measurements of stress at different
times. They concluded that one of the difficulties In Interpreting studies of the
streas-straln relationship Is that the period between the onset of potentially
stressful events and the manifestation of stress r;.Jactions is variable.
Consequently, It Is difficult to assess when to conduct measurement, as If
psychological measures are to be taken too soon or too late after event Impacts
have occurred, no relationship or a very modest retatlonshlp between events
ai.; symptoms will be found (Tholts, 1983). Empirical studies have
demonstrated that the disruptive effect of change on individuals decreases with
the elapsed time since the occurrence of the change (Amburgey et aI., 1993).
Mana at a!. \1990) found that during the change process, employees initially
perceived threat, and after a time lapse, employees attempted to adapt and
accepted the new possibilities of the change. With regard to Job insecurity, It
Is noticed that It is possible that as time lapses, Individuals' feelings of job
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the number of studies linking change to Job Insecurity, most of studies
assessed the Impact of a specific change upon Individuals, and consequently
the effect of general stressful life events on work-related attitudes has not been
sufficiently Investigated (Bhagat & Allie, 1989). In addition, relatively little
attention has been paid to the consequences of general organisational change
upon Individuals (Nelson at al., 1995) and to the combined effects of political,
social and organisational changes on perceptions of job Insecurity. Hence, It
seems as If a strong empirical path between stressful life events and job
Insec.:urityhas not yet been established. By ex: mining stressfuilifa . .snts, the
present study addresses this deficit In the literature by consIdering the
psychological consequences of change on Individuals and by verifying a
significant. albeit weak, causal association between stressful life events and
work-related outcomes, such as job insecurity.

The path between stressful change and Job Insecurity, even though significant,
was not as strong as may have been expected. In terms of the model, It was
the weakest path, contributing the least to the overall model fit. A number of
explanations for this finding are proposed.

A possible explanation of the weakness of the relation could be partly due to
the lacl< of a significant correlation between the manifest Indicators,
organisational change and perceived threat to total job multiplied by
powerlessness. Past theory and research has shown these variables to be
significantly associated, in that individuals' fear of losing their jobs have
tncreased following organisational change (Ashford at al., 1989; Davy et al.,
1991; Seguin & Roskles, 1991). Yet, the majority of these studies conducted
their research In hlghMrlsknrganlsatlons which had undergom~mass changas
such retrenchments (Brockner, 1988; Davy et aI., 1991), severe financial cuts
(Seguin & Roskles, 1991), mergers (Greenhalgh, 1982) and acquisitions
(Newman & Krzystofiak, 1993). The organisations In which the present study
was conducted, would not be classified as hlgh~rlsl<organisations, but rather
organisations undergoing changes that could be generalised to many types of
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individuals experience throughout their lives in modern society (Hartley et aI.,
1991). Earnshaw et al. (1990) found that their data marked the experlence of
job Insecurity as a process of transition in which loss and adaptation to change
are major elements. Theorists such as Greenhalgh and Rosenblatt (1984) and
Ashford et al. (1989) state that perceived severity of threat and a sense of
powerlessness are vital components C' .. the job Insecurity construct. TM
present study verifies that stressful environmental change engenders
perceptions of threat and a sense of powerlessness upon 1"Ir'lI/lduals. In
addition, the current research provided support for theoretical models of job
insecurity (e.g., Ashford et aI., 1989; Greenhalgh & Rosenblatt, 1984) by
ascertaining that perceived threat and powerlessness are manifest indicators
of Job insecurity construct.

The current research is in line with previous theory and empirical research
Indicating that changes produce feelings of Insecurity for employees concerning
the nature and continued existence of their jobs (Ashford et aI., 1989; Jlcl<,
1985; Schweiger & lvancevlch, 1985). Employees have attributed their feelings
Cf Job Insecurity to causes such as governmental policy, raised educational
demands and new technology (van Vuuren at aI., 1991). There Is also
evidence that times of economic hardship influence the perceived Intensity of
the threat of job insecurity (Bargal at al., 1992; Earnshaw at al., 1990).

Organisational restructuring and undesirable Job changes such as changes In
work procedures, layoffs, and reductions in resources, have also been shown
to result In increased perceptions of Job Insecurity (Jlck, 1985). Dooley et al.
(1987) established that undesirable job changes were positively associated with
perceived job insecurity, and Orpen (1993) reported that employees felt more
Insecure about their jobs with the onset of organisational change. This was
corroborated by Ashford et al. (1989), who found that the greater the amount
of organisational changes experienced by Individuals the higher their levels of
Job Insecurity. Additional significant associations have been demonstrated
between job Insecurity and orqan'satlonal changes such as retrenchmente
(Davy et aI., 1991) and acquisitions (Newman & Krzystofiak, 1993). Despite
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finding of the present study establishes that employees in organisations, even

stable organisations, are subject to feelings of job insecurity. The mean scores

of individuals for thE' job insecurity measures in the present study (see Table

3) are in accordance, and even sli~htly higher than the scores in a study such

as Ashford et 81. (1989) (perceived threat to total job: M=20.5, 80=5.2;

perceived threat to job features: M=40.8, 8D=10.8; powerlessness: M=9.0,

80=2.6), whose main focus was job insecurity. The current research lndlcates

that these levels of ! 'j insecurity are partly attributed to an accumulation of

stressful environmental change.

Due to the intense impact of change upon individuals, theory has reviewed a

variety of emotions commonly associated with change. Marris (1986) discusses

that change leaves individuals with a sense of lack of control over their

destinies and undermines their abilities to predict their futures. Since

individuals feel that they are not in control due to loss of the known, thay

experience a sense of powerlessness (Callan, 1993). Individuals are forced to

adapt to unfamiliar situations as a result of change, which result in perceptions

of threat (Muller, 1992). The fear and threat of the unknown situation conflicts

with Individuals sense of security (McKendall, 1993). In short, stressful change

has been shown to lead to negative evaluations (Valiant, 1993) such as

uncertainty, threat, fear (Coatsee, 1993), helplessness (Simpson, 1991) and a

sense of insecurity among lnotv'duels (Homer-Dixon et al., '1993). As changes

in the broader environment or macro-events are perceived as far removed from

individuals (Handy, 1988), it is liI<ely that individuals will feel out of control and

Insecure in terms of lhese changes. Valiant (1993) reported that neqatve life

events evoked feelings of being controlled by external circumstances, which in

turn manifested themselvsa : negative cognitions. On the other hand,

perceptions of job insecurity are conceptually linked to these forms of cognitive

appraisal. For example, Dekker and Schaufeli (1995) stated that the most

common experience of employees during organisational chance was

uncertainty about tile continuance of their jobs. It has also been pro:' .lse-:i thr.:t

Job insecurity is likely to be a manifestation of the gener;J1 uncertainty
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The current research Illustrates that a composite measure of stressful

environmental change involving political, social and organisational changes led

to stress reactions. This confirms previous theory that individuals do not

separate aspects of their lives. The work and non-work domains of Individuals

are linked, and there Is a consequential spillover of effects of stress from both

personal lives and work on stress reactions such as psychological distress, job

satisfaction and commitment (Barling, 1990; Shagat & Allie, 1989; Shagst et aI.,

1985; Odesnlk-Duke, 1990). Furthermore, the present study corroborates

previous research findings in terms of the scope of stressors found to be

stressful. Issues such as political '1l1certainty, economic factors, personal and

family life, ana f~ctors at work are all implicated as major contributors to stress

(Hendrix et aI., 1991). Hence, the present study found that Individuals

experience more stress when exposed to multiple sources of change.

The effect of stressful environmental change on job Insecurity

As the results indicate, stressful environmental change Influenced the amount

of job Insecurity perceived by individuals. Although stressful change only

accounted for 6% (1-.94:::0.06; see Lavee et aI., 19B7) of the variance of job

insecurity, these effects, nevertheless, are significant indicating that job

insecurity was intensified by anaocumulatlcn of stressful changes. This finding

illustrates that the more polltlcal, social and organisational changes experienced

by Individuals, the greater both their pel ceptions of threat to tile total job and

powerlessness, and perceptions of threat to job features and powerlessrr-

This finding is of particular relevance to theory and research. The lrnpr

environmental change on job insecurity is recognised as a matter of r

Importance due to the fact that large scale changes have occurred won

at a rapid rate and have changed the nature of jobs (Goffee & Scase, " ,:)92;

Khunert & Vance, 1992). Such changes. ilave proliferated organisations, even

healthy ones (Hartley et aI., 1991), making any Individual In any organisation

potentially vulnerable to job insecurity (Roskies & t.olus-Ouertn, 1990). The
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Life event research has dealt specifically with the Issue of change, basing itself

on the premise that stressful changes lead to an increase in symptomatology

(Pollock, 1988). Stress is attributed largely to the frequency with which

stressful events occur to an individual and their intensity of strosstulneso for the

Individual (Motowidlo et aI., 1986). Studies have provldeu much empirical

support for the relationship between life event stress and stress-related

outcomes (Russell & Davey, i993). Significant associations have been

established between stresstul events and general psychological distress

(Glickman et aI., 1991; Shrout et aI., 1989; Steffy et al., 1990), depression

(Brown et al., 1994; Hammon, 1992; Shrout et aI., 1989; Valiant, 1993), end

anxiety (Chamberlain & Zlka, 1990; Miller, 1989; Russell 8, Davey, 1993).

Moreover, Shiu et al. (1993) demonstrated an empirical link between negative

stressful events and behavioural outcomes of stress. Empirical relations have

also been illustrated between stressful events and work-related attitudes

(Hendrix at to', 19~~: Keenan & Newton, 1985; Motowidlo et al., 1986).

Empirical aSSuvlchlonsbetween life events and stress reactions were upheld In

the present study, clarifying that events perceived as me:e frequent and intense

produced a greater amount of stress In individuals.

Despite the abundance of empirical studies illustrating significant associations

between life events and outcomes, life events research has been criticised on

the basis that studies have exhibited vary modest correlations between events

and symptomatology, and that life events have not accounted for a substantial

portion of the variance In the dependent variables (Kessler at al., 1985; Russell

& Davey, 1993; Shrout et al., 1989; Vossel, 1988). The significance of the

relationship between stressful environmental change and stress reactions In the

present study tends to counteract this criticism against life events research.

The present study demonstrates, firstly, that stressful change and stress

reactions are causally related, and secondly, the strength of the path from

stressful environmental change to stress reactions indicated that life events

made a significant contribution to tre overall fit of the model by accounting for

a substantial amount of the explained variance In stress reactions.

124



As the current research identified that employees were experiencing a

signitlcant amount of lob Insecurity, and especlally since job insecurity 15 such

a crucial issue in South Africa, organisations should be very careful in

implementing changes and taking care not to breach the psychological contract

of employment. Robinson ard Rousseau (1994) state that a challenoe for

contemporary management facing economic and organisational chslnges, Is to

keep the changes In employment conditions from becoming violations to

employees. If this Is achieved, negative outcomes such as Job dissatisfaction

and reductions In company loyalty can be avoided. Wolmarans (1995) outlines

some guidelines for South African organisations to facilitate change process

and to minimise negative outcomes. She maintains that organisations should

clarify the plans of change with employees, integrate the changes, provide

education of changes, foster ownership by Involving employees In the changes,

and provide employees with continuous feedback. Th13 literature on job

insecurity also recognises that communication and Information sharing Is a

relevant factor In reducing job Insecurity. Experts state that employees facing

Job Insecurity often have no clear cues within the workplace to help In

evaluating In the stresses (Bargal et al., 1992), thus cornmunlcctlon regarding

the extent, targets and timing of changes could potentially minimise some of the

stress by reestablishing an individual's sense of control and predictability

(Ashford at aI., 1989). South African organisations should take cognisance of

this, as their management style has for years been authoritarian discouraging

Information sharing (Horwitz &. Townshend, 1993; Gxwala, 1995). Consistent

communication and feedback to employees, could go a long way toward

r.reating a climate for a secure workplace (Khunert s Palmer, 1991).

Understanding some of the effects of stressful change and job insecurity upon

Individuals as Illustrated by the present research, can be used as a basis for

diagnosing problem areas In organisations and developing approprlatd

response strategies (Cartwright & Cooper, 1994). The current research can

help in the diagnosis of some aspects of the suuanon leading to stress, as the

identification of stress ...o1dstress-reteted factors are central to health-promotion
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Control Is also recognlsl1d to be an Important variable In the stress process
(Cartwright & Cooper, 1994). Karasek (1990) found that the already stressful
experience of job reorqanlsatlon can be much worse for employees when they
are denied Influence over the process or when changes lead to reduced control.
Thus empowerment would not only aid in the reduction of job Insecurity, but
also In ameliorating stress. This was confirmed by Nelson at 01. (1995), In that
their results suggested that those In pcsltlcns of less control suffer the greatest
negative effects of organisational change, particularly when change Is one that
is outside their control, and the implications and consequences of change Is
less clear. By Introducing employee participation and empowerment,
organisations may G 1rnte cultures conducive to change, feed more Information
to workers, allow employees to feel as If some changes are under their control,
and this Is likely to reduce the stress associated with change.

Conslderin~l that the present study demonstrated a IInl<between environmental
change and reduced levels of organisational commitment, and since it is
generally recognised that a demise In employee loyalty to companies Is a sign
of the difficult econornlc times (Robinson & Rousseau, 1994), it Is Important that
organisations address this Issue. One of the tasks of organlsatlonal leaders
should be to create a company In which employees want to belong. EmploYI~e
partlclpadon and empowerment can create an environment in which ernployees
have a stake in the company and feel wanted and worthy. Mallmela (1994)

contends that South African organisations must develop new visions for the
future by creatlng a culture of ownership and pride, and by Investing socially in
employees. Mdongo (1995) states that South African organisations should
empower employees by respecting, recognising and rewarding employees'
potential, and If empowerment Is successful, it should result in vlsabte changes
such as employee satisfaction, motivation and commitment to the goals and
objectives of the organisation.
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Results from the present study, which Indicate that social, political and
organisational change In the country has Impacted upon Individuals, should act
as a catalyst for changes in organisational cultures. It has been suggested that
South African orqanlsatlrms realign themselves according to the new culture
and climate in the country (du Tolt, 1993; Mdongo, 1995; Werth, 1994). South
African organlsa Ions need to awaken to the realisation that everything has
changed, and Invest In developing the capability through the sklns of thelr
managers to effectively manage chanqe and Its disrupting Impact (Werth,
1994). Furthermore, as employees' perceptions of the culture type of the
organisation Is a strong predictor of job satisfaction and organisational
commitment (Cooper & Cartwright, 1994), a positive culture change In South
African organisations should have a beneflclal Impact on employees' [ob
satisfaction and commitment.

The present research Identified that employees' sense of powerlessness Wl3S

a significant component of Job Insecurity, which Implies that If organisatlOl1S
Intend to tackle the problem of job Insecurity, they need to confront the Issue
of powerlessness or control. Since the concept of empowerment Is at odds
with a sense of powerlessness, It follows that a sense of empowerment can
reduce job Insecurity. Horwitz and Townshend (1993) state that the
Intrclductionof partlc!pative schemes In South Africa reflect a move towards Job
security. Experts agree that successful organisations empower employees to
recommend ways to restructure their jobs, analyse operations, identify
inefficiencies In the ways jobs are structured and tasks performed, and to
recommend change strategies (Newman & Krzystoflak, 1993). Particularly with
crqanlsattonal change, employee empowerment may allow employees to feel
more In control In ueallng with solutions to problem} with procedures, work
practices and relationships that emerge with changes to the organisation
(ceusn, 1993).
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Practical implications

In addition to the theoretical implications, there are certain practical implications
following the present research.

The results of the present study suggest that attitudinal and affective reactions

which are Important to both individuals and organisations accompany stressful

changes. More specifically, It indicates that changes have led to a work

environment In which individuals are experiencing stress evidenced by

increased levels of psychological distress, and lower levels of job satisfaction

and organisational commitment. This represents a real and relevant problem

for both Individuals and organisations. The heavy cost of stress-related

Illnesses to organisations (Cooper & Bramwell, 1992), Is apparent In the

considerable losses organisations have experienced from the effects of stress

on Important organisationally valued outcomes such as job satisfaction and job

performance (Sullivan & Bhagat, 1992).

The significant result of the present study between change and job insec.l~rity

also has important ramifications for compantes. ThE! more prolonged the threat

to job insecurity, the higher the psychological costs to the individual, and the

greater the potential for organisational decline (Bargal et aI., 1992). Firstly,

since the majority of South African organisations are llndergolng change

programmes (du Tolt, 1983; Werth, 1994; Wolmarans, 1995), and secondly,

becaus> poverty and unemployment are pressing aoclel lssues In South Africa

(SAIRR, 1995), it follows that job Insecurity is a fundamental issue to tackle.

As demonstrated by the present study, If Job Insecurity Is not dealt with,

negative attitudes such as job dissatisfaction and reduced commitment will

proliferate the organisational environment. Additional costs of job insecurity

Involve a threat to organisational productivity and long-term offectlveness, as

Job Insecurity raises issues of trust and talrness In dally labour-management

Interactions (Bargai et al., 1992). Organisations shculc therefore realise that

dealing with employees' job Insecurity Is vltal since it is an essential

maintenance need of the orqanlsatlon ~ . its survival.
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organisational effectiveness (Robertson et aI., 1993), the present study affirms
that changes also have significant Indirect costs on organisations through their
effects on employees, especially In terms of job Insecurity and stress reactions.
This flntllng contributes to theory by addressing the paucity of research
focusing on negative outcomes of change.

A final theoretical Implication of the present study Is that It acknowledges soma
criticisms of previous stress research. It has been stated that stress research
has been limited due to the lack of multivariate studies, as the complexity of the
stress process Is best understood by casting an array of variables In a
multivariate framework (Levi, 1992; ;,ullivan & Bhagat, 1992). The present
study examined a multivariate model, empirically testing stressors, perceived
job insecurity and stress reactions as a whole within a common model
structure. A varif.:'ltyof variables were examined In relation to job Insecurity to
determine U1eordering of the variables and causality. The use of covariance
structure unalyees made It possible to test all parameters In the model
alrnultaneously (Dlilvy et aL, 1991). Thus, lnstead of testing hypothesised
relationships between pairs of variables, the present study simultaneously
tested the relationships between all variables. The application of a structural
equation model was bemeficlal to advancing theory, as the present research
demonstrated the .:appl!cabilityof structural equation mcdels such as LISREL
to theory testing. Because complex variables such as environmental change
are not likely to be captured by one indicator alone the use of multlpie
Indicators to define the constructs was Important.
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construct adequate theoretical or empirical attention. Instead many researchers
have often treated Job insecurity in an ad hoc manner Including it In many
studies as a secondary or incidental focus (Ashford at al., 1989). Past research
has also not addresseo whether stressful changes directly affect job Insecurity
and stress reactions, or if perceived Job Insecurity mediates the effect of such
change on outcomes. Since causal relationships between change, job
Insecurity and work attitudes are undetermined (Hartley et el., 1991), the
present study advances theory by establishing the r "'ture of some of these
causal relations. The findings of the present study promote the theory of job
insecurity, Insofar as it Is a relatively recent field In which extensive research
has not yet been conducted (Earnshaw et el., 1990; Kuhnert s Palmer, 1991;

Kuhnert & Vance, 1992; orpen, 1993). No documented research could be
found that measured job Insecurity as a possible mediator between change and
stress reactions. This represents a gap In the literature since feelings of threat,
uncertainty and powerlessness are essential components of the Job Insecurity
construct (Greenhalgh & Rosonblatt, 1984; Ashford et aI., 1989) and are
additionally relevant to the appraisal of stress (Baum et aI., 1981). The results
of the present study address this neglect in the literature, and depleted job
Insecurity as an Independent variable in that It was causally related to stress
reecticns, a dependent variable In that it was an outcome of stressful change,
and as a mediator variable In that It partially mediated the relationship between
change and stl ass reactions. These findings are likely to advance theory on
job Insecurity by providing Information on the nature of the construct.

The results of the present study r.ray enhance the theory on organisational
change, by determining some of the psychological consequences of change
upon individuals. Past literature has been curiously silent about employees'
reactions to organisational change (Nelson et aI., 1995). Both Collan (1993)

and McKendali (1993) state that visionaries on change focus on the positive
outcomes of change, and ignore the negative outcomes commonly associated
with oh81lge. While it Is recognised that organisational changes are
Implemented with the intention of positive outcomes, specifically to Improve
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organisational sphere. This study also provides strong evidence that research
on Individuals In organisations should be placed within the larger context of the
maoro-envlronment. An understanding of the factors that Influence the
Individual's psychological state would be substantially reduced if the impact of
the rnaoro-envlronrnent (social and political change) had not been Included In
the present study.

The present research focuses on the experience of individuals working In jobs
In a changing environment. The existence of job insecurity points to the fact
that the nature of job Insecurity may be ongoing for workers In times of
environmental change, characterised in South Africa by an economic recession,
political and social turbulence and organisational restructuring. The present
study thus reinforces the role of job Insecurity as an outcome variable of
change, and as an Important organisational stressor wh;ch may have adverse
consequences for employees. Furthermore, although the organisations In the
present study were operating within a changing macro-environment, the results
are particularly compelling because they were obtained in organisations that
wera not experiencing Intense organisational events such as mergers,
acquisitions, or other obvious threats. The mean scores of individuals for the
job Insecurity measures (see Table 3) were In accordance, and even slightly
higher, with the scores of studies like those of Ashford et al, (1989), whose
main focus was job Insecurity. Beca'lse perceptions of job Insecurity were
related to stress outcomes in organisations not characterised as high risk, this
study shows that job lnsacurlty Is a real and relevant fear of the potential loss
of what employees have, and the fear of being transferred to an unwanted and
undesirable situation. The results tnererore imply that the study of job
insecurity and its Impact is fundamental to a comprehensive understanding of
the sources of stress In organisations.

The effect of the environment is clear, in that Individuals are experiencing
stress and job Insecurity. Yet, despite the importance of Job insecurity to both
employees and employers, researchers in the field have not yet given the
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Theoretical implicatlQ.!J.§

Previous research has focused on stressors experienced primarily on an

individual level and has largely ignored social circumstances (Barley & Knight,

i992; Handy, 1988). Little attention had been paid to the specific social

contexts In which people live and how these contexts generate stress (Dresser,

1991). As a result, It has been identified that there is a need to consider

macrc-envlronmental stressors (Handy, 1988; Levi, 1992; Martin, 1989). The

present study addresses this deficit by concentrating on the South African

context and the social and political circumstances In the country together with

organisational factors which generate stress. Past research on stress

concerned with the South African context, has focused on the stressors of dally

township life (Bluen & Odesnlk, 1988; Odesntk-Duke, 1990) and the

relationships between social and economic disadvantage and distress

experienced by urban Africans (Turton & Chalmers, 1990). The present study

however focuses upon the experience of more general stressful life events

applicable to all south Africans, arid further demonstrates that these changes

are relevant to the Individual's experience. The current research has

contributed to theory by illustrating an empirical link between macro-

psychosocial processes and Individual psychological functioning.

There is some empirical evidence that stressful macro-eventa in South Africa

are related to strain measures such as psychological well-being, phyelcal health

and life satisfaction (Bluen & Ribeiro, 1992). The present study Investigated

the relationship of further variables, such as Job Insecurity and stress reactions

comprising Job dissatisfaction and reduced organisational commitment.

Significant relationships between the variables were found, making this the only

empirical evidence between South African macro-events and organisational

practice. The present stlldy also contributes to theory by confirming the use of

a multiple stressor model where the combined effects of several simultaneous

streesora in both the work and non-work domains were Investigated, Hence,

the current research captured additional sources of stress beyond the
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(Ensel & Lin, 1991; steptce, 1991). The present study, while demonstrating the

existence of a direct relationship between life events and stress reactions,

Indicates that the inclusion of a mediator does aid in the understanding of the

mechanism through which stressors lead to stress reactions. This counteracts

the criticism that life event research does give sufficient focus to the meaning

of events for Individuals and portrays Individuals as being out of control rather

than being capable of reaction (Pollock, 1988). Hence, the finding that job

Insecurity operated as a mediator In tho present study, extends life event

research by illustrating that the individual engages In a process of Interpreting

and reacting to the situation, which In turn leads to stress reactions.
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evaluation of the event as threatening and it is the perception of threat rather

than the characteristics of the situation per sa that determines whether or not

the circumstances are appraised as stressful (Rosktes & t.olus- Guerin, 1990).

The present study's finding that job insecurity operated as a partial mediator

confirms the position that Job insecurity is a form of cognitive appraisal that

partly mediates the relation between stressful environmental change and

individuals' stress reactions. This may be explained In the context of the

present study, that when individuals experience the Impact of undesirable

changes, they perceive a sense of threat and powerlessness, which is

translated into a perception ot job insecurity, which in turn leads to stress

reactions. This relates to the process of appraisal In that the individual

evaluates the meaning of the stressor in terms of personal threat which

determines whether the stressor will result in stress reactions. From an

extensive review of the available literature, it would seem as if this finding is

original in providing empirical support for the use of job insecurity as a mediator

variable In the stressor-strain relationship.

In conclusion, the significant finding of the present study that job Insecurity

functioned as a mediator In the stressor-strain relationship has certain

implications. Firstly, as the direct effect of stressful environmental change on

stress reactions was stronger than the indirect effect through job Insecurity, the

dlract association between stressful change and stress outcomes in life event

research is certified, illustrating that change per se is relevant to stress

outcomes. Secondly, since job Insecurity contributed to the significance of the

model as a mediator, it suggests that understanding Individuals' reactions to

stressful changes requires researchers to not only focus on the change itself,

but also on how individuals evaluate the change. Hence, it is evident that it is

both the perception of job insecurity that results In stress reactions as well as

change per se which is consequential for stress reactions. This is In

accordance with the realisation of the Importance of mediators in aiding In the

understanding of the mechanism through which stress may lead to outcomes
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such as personal resources may have functioned as moderators in buffering the

effect of stressful change on stress reactions. The present study has therefore

offered a partial modal of stressful change and job insecurity. Future research

should explore the possibility of Incorporating additional factors, such as coping

and personal resources, in a model of stressful change and job insecurity.

Since, mediators or intervening variables are conceived as forms of cognitive

appraisal (Hodapp et aI., 1988), the finding that job insecurity functioned as a

mediator in the present study was of particular lmporta-ice, as it inferred that

job Insecurity operated as a form of cognitive appraisal In the stress process.

Thus, In the current research, job insecurity tunct.oned as an appraisal of the

stress situation which in turn led to stress reactions. Specifically, job insecurity

Illustrated that Individuals evaluated stressors in terms of perceived threat and

a sense of powerlessness. Empirical relations between stressors and cognitive

appraisal processes have been established. For example, Seguin and Rosldes

(1991) postulated that It is the subjective perception CJf risk that is the link

between the stressful situation an+ths resulting distress, whereas, Cr-oper and

Cartwright (1994) stated that it Is well recognised that feelings of powerlessness

and lack of control act as mediators in stress, In addition, Jerusalem (1993)

found that stress appraisals involving individuals' perceptions of threat and loss

were found to be the deCisive mediator of stressor variables on outcome

variables. Other authors such as Fleming at at. (1991) reported that feelings

of helplessness and uncertainty mediated the relationship between stressors

and symptom distress. Saurn et at. (1981) describes the appraisal of a stress

situation as com;Jrislng aspects such as perception of threat, uncertainty and

lack of control. It has also bp,;,.., demonstrated that the experience of job

Insecurity involves C'ogllitlvt) a, tlve responses such as a sense of threat,

disruption, uncertainty, helplessness, 105S and reduced control (Earnshaw et aI.,

1990; Jacobson, 1987), Job insecurity can therefore be viewed as a form of

cognitive appraisal, in that it relies on the individual's Interpretation and

evaluations of events in the environment (Jacobson, 1991 a). It Is thus

recognised that the experience of job Insecurity depends upon the individual's
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The finding that job insecurity functioned as a mediator is consistent with the

literature on stress and job insecurity. Both theory and research have

ascertained that stressful changes influence JobInsecurity (Ashford et aI., 1989;

Greenhalgh, 1982; Jick, 1985), and that job Insecurity is considered to be an

important determinant of stress reactions (Ashford et aI., 1989; Bargal et aI.,

1992; Greenhalgh & Sutton, 1991; Klandermans et aI., 1991). Greenhalgh

(1982) postulated that job insecurity appears to be an important intervening

variable between employees' beliefs about changes and tt . 'Itudlnal

responses. It has also been proposed that job insecurity has I •. .,,\....tlat to

operate as a mediator variable between change and individuals' attitudinal

outcomes (Brockner, 1988). Furthermore, the results of the study by Davy et

al. (1991) suggested that perceptions of job lnsecurlty, rE>sultingfrom

organisational restructuring, may provide relevant input to employees' job

satisfaction and organisational commitment. These postulations were

confirmed in the present research, by showing that job Insecurity provided

relevant input to employees' attitudes by mediating thu relationship between

stressful environmental change and stress reactions. Consequently, when

Individuals experienced stressful changes It led to greater perceptions of job

insecurity, which in turn led to increased stress reactions. Job insecurity was

tnus clearly identified as an Intervening or mediator variable, and functioned

further In the current research by accounting for some of the unexplained

variance in stress reactions.

Some of the variance in stress reactions, Is llkely to be explained by additional

variables not measured In the present study. Since the coexistence of both

direct and indirect effects implies the. b insecurity explains only part of the

effects of stressful environmental change and stress reactions, there may be

variables not measured In the present study, that could have intervened as

possible rnedlators between stressful change and stress reactions. These

factors could account for part of the direct effects of stressful environmental

change on stress reactions. For example, the direct effect may be transmitted

through some attitudes related to stress such as coping. Additional variables
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practically useful, yet support for t'1e model in the present study does not
preclude the pOHslbllity that other models are equally plausible. Clearly
additional factors not Included in the model of the present research have been
shown to be related to job Insecurity and stress. Hence, future research that
considers alternative models would further our understanding of the causes and
consequences 011 the variables assessed. The theoretical sense and the
statistical significance of the model in the present study has, however,
produced sufficient credibility upon which future research can be btlilt.
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responses namely, shock, defanslva retreat, acknowledgement and adaptation

(Bargal at at., 1992). Jacobson (1987), in turn, found that employees

underwent stages including feelings of oemorallsation, helptessness. hope and

s~'3lf-blame. In addition, Earnshaw at 01. (,1990) reported that the process of job

insecurity included the experience of emotional stages such as enthusiasm,

disillusionment, remission, rea'lsatlcn and adaptation. Future research could

examine these variables as cognitive mediating processes, to further assess

whether individuals' evaluations of events are powerful predictors of affect.

Finally, since the present study identified significant linkages between change

and stress-related attitudes and feelings, it demonstrates that illdividual

attitudes deserve more frequent and explicit attention as dependent variables

In ohanqe evaluations. However, since the present research only examined

attitudinal or psychological consequences of stress, future research may also

assess behavlc ..mal manifestations of stress such as withdrawal, absenteeism

and turnover. In parucular, the relations between job insecurity and other work-

related constructs need furtrler clarification if we are to fully understand the role

of job Insecurity within the organisation. Furthermc)re, in order to understand

employee well-being, the relationship between varlables and stress outcomes

needs further clarification. Future research could benefit from utilising the

findings of tile present study, having identified some causes of stress, and

extend research by exploring possible solutions to develop models for mental

health promotion and distress prevention.

Conclusion

Based 0:', previous theory I;lnd exploration, a rnultl-variate causal model of

stressful envlrcnmental chanqe, lob Insecurity and stress reactions of

Individuals within organisations was developed and empirically validated in the

present study. The model represents an initial and exploratory step In

examining relationships between stressors, jol) insecurity and stress reactions.

The findings succeeded in drawing conclusions that are theoretlcally and
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than others, then It becomes vital to Identify the factors producing this
increased resilience (Rosldes et aI., 1993). Stress research has repeatably
shown that certain dispositional factors can moderate Individual's susceptibility
to stress reactions (Nelson at 131.,1995; Roskles et aI., 1993). Personality traits
such as neuroticism, self-esteem (Bargal et al., 1992), feelings of competence
(Bhagat & Allie, 1989), and Type A or Type B (Newton & Keenan, 1990)

Influence whether or not the Individual will respond with adaptatlve or
maladaptive behaviour. Ashford (1988) found that various coping resources
such as feelings of personal control and tolerance of ambiguity, and responses
such as sharing concerns and worries, moderated the stressor-strain
relationship, Social support has also been regarded as a strong moderator
variable that buffers the negative Impact of strssscrs (Callan, 1993; Dekker &

Schaufell, 1995; Kessler et aI., 1985). In addition, differential reactions to
stressful events at work and job insecurity have been shown to be a function
of the job level employees hold within U1e organisation (Cooper & Bramwell,
1992; Khunert & Vance, 1992; Orpen, 1993a), Research has thus shown that
employees utilise a variety of resources and strategies In reacting to change
and Job insecurity. Accordingly, future research should be concerned with
understanding the role of various potential moderators In mitigating the effects
of stressful experiences and job insecurity on indicators of strain.

Research has rarely concentrated on characteristics of Individuals which
mediate reactions to stressful change (Nelson at al., 1995). Lazarus (191~3)

states that coping operates as a powerful mediator of emotional outcomes by
changing the individual's relationship with the environment or by changing the
ways Individuals attend to or interpret what Is happening. Israel at al.(19169)
'found that the ways In which workers cope wit~\job etressore have significant
associations with stress reactions. Dews at al. (1993) stated that coping
methods, whereby U1e Individual refers to what Is at stake and what can be
done, are I<eyelements of understanding what individuals actually thlnl<and do
in a stressful encounter. Other authors have fount;) that emplvY98!J facing a
stressful situation suet' as Job Insecurity go through a common sequence of
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as psychological distress, job satisfaction and organisational commitment have
been found to yield different effects In terms of causal ordering (Davy et al.,
1991; Hendrix at aI., 1991; Vandenberg & Lance, 1992), It would be interesting
for future research to address the location of each indicator In terms of a stress
model.

The model In the current research served as an Initial attempt in the
development and testing of a theoretical framework outlining some
psychological responses of Individuals to stressful change and job insecurity.
The present study may thus operate as a starting point for future research.
Previous studies of stress have reflected both the diversity and the complexity
of factors that may contribute to =mployees' perceptions of stress (Decker &

Borgen, 1993). It is therefore clear that the understanding of the nature of the
stress process may have to await the inclusion of a broader range of variables
and Influences. When a wide array of varlaoles are studied, it may be
ascertalneo which stressors are most often assoclatad with stress outcomes,
the relationship between objective stressors and cognitive appraisals, and the
manifestations of strain responses most likeiy to emerge under conditions of
stressful Changes. The present study did not test all potential outcomes of
etressors and job lnsecunty. Although the present study demonstrated that
stressful environmental change and Job Insecurity play a role in generating
stress reactions, such factors cannot account for or explain away the impact of
other variables. Future research thus has a plethora of variables to explore
within the context of stressful change and Job insecurity.

Unexplained variance in Ihe model of the present study infers that explanatory
variables have beer I omitted from the study tnat could further explain the stress
and job Insecurity process. The present study demonstrated that the
envlrcnrnent produces a host of stressors. Future research could examine
potential moderators such as the impact C)f Individual diffArEmCeSon the
stressor-strain relatlonehlp. Since, stressors are difficult for any Individual and
organisation to aVOid,if selmaIndividuals can wltl1stand these pressures better
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An additional limitation of the present study relates to the nature of the

constructs measured. A limitation was identified in terms of one of the

dimensions of stressful environmental change. Political and social change was

measured by the Social Change Index which was specifically designed to

measure the South African socio~polltical climate and for use on South African

samples (Biuen & Ribeiro, 1992). On the other hand, organisational change

was assessed by the Organizational Change Inventory (OCI) which was

developed on an overseas sample, and focuses on general types of job

changes occurring within any organisation (Sarason & Johnson, 1979). Even

though the OCI was found to be psychometrically sound In the present research

and has exhibited validity In other South Afrlcan samples (e.g., Kruger, 1987;

Marks, 1986), Its shortcoming was that It did not include specific Issues

pertaining to the South African climate. Changes such as affirmative action

were identified by some subjects in the open-ended question of the OCI

referring to the occurrence of additional work-related events. Since it was

r£ .sed by respondents, and because affirmative action hat; become one of the

mechanisms to change South African organisations (Venter, 1994), It should

have been measured in the present study. Future research on organisational

change should thersfcre attempt to develop and utilise a measure which

addresses lssues specific to the South African Situation, which would In turn

enable researchers to assess more accurately the potential stress associated

with cllsng9 In South African organisations.

A further possible limitation in terms of the nature of the constructs measured,

related to stress reactions. In the present study, stress reactions was treated

as a compcs'te Index. Although the literature and research has commonly cited

tbat the construct stress reactions is comprised of outcomes EI:.Jchas

I'w~·.;t'lOII~~~K~&1dl~trass, lower job saustacticn and reduced organisational

COli "l1lttMnt (Cooper & Cartwright, 1994; Jamal, 1990; Rice, '1992), InforMation

COl id have been lost in the present study when stress reactions was treated as

one construct. instead, by measuring each indicator as a unique construct, ti1e
differential effects of each indicator could b~ aseessed. Since, variables such

154



measures when one Is measuring cognitions which require to report on what
may have been ephemeral thoughts (Ashford, 1988). Thus, despite the
weaknesses of a cross-sectional self-report methodology, this design can be
useful In providing a picture of how people feel abcut and view their jobs
(Spector, 1994).

Sullivan and 8hagat (1992) proposed that It Is important that researchers
should employ maximally dissimilar methods in collecting data on both
Independent measures of stress and affective responses, as this will reduce the
likelihood of common method variance. The currant research, In addition to
utilising subjective forms of measurement for dependent variables, employed
a more objective form of stressor measurement in the use of life event scales,
as they include objective measures of event occurrence (Shrout et aI., 1989).
Newton (1989) refers to the need for reaearch employing more qualitative
approaches to investigating stress. Researc;i1erssuch as Gorman (1993) and
Simons at at. (1993), have already expressed their preference for Interview-
based met: ures of life events on the basis that they are sensitive to the
subtleties et life events, provide Information about the personal meaning of
events, and the stressfumess of events by assessing the circumstances under
which the event occurred and the reason of the significance of the event.
Using multiple methods of sources of data can expand the confidence with
which conclusions can be drawn from a set of data (Spector, 1994). Thus,
subsequent studies may benefit greatly from the use of alternative
measurement strategies, such as qualitative data collection techniques
including Interviews, focus groups or participant observation. In addition,
qualitative data could assess more detail on the meaning of events and the
circumstances under which events occurred In the context of the South African
macro-environment.
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A further limitation of the present study pertains to tl1e means of data collection.

One source of data was utilised, namely self-report, paper-and-pencil

measures. Although all the Instruments used in the present research were

psychometrically sound, certain problems with this overall strategy exist. The

use of one source of data, the self report has become the target of criticism by

researchers (Spector, 1994). Scepticism Is reflected In other researchers'

comments that interpretations of results are complicated by common method

variance, in that reliance on subjective measures tends to overestimate the

magnitudes of correlations (Sullivan & 8hagst, 1992). This is Inflated with

cross-sectional designs because measures are taken simultaneously at one

point In time. This may lead to spurious associations between negative events

and affective reactions, as individuals with a consistently negative response

bias may Inflate the correlation between the two (Nelson et al., 1995). In

addition, cognitive factors have been found to influence self-report measures.

Decker and Borgen (1993) stater.! that negative affectivity Is a potent Individual

difference variable that Influences self-reports of both stressors and subsequent

perceptions of strain. h ',ivlduals high in negative affectivity tend to focus on

negative aspects of themselves, which influeMes the perception and reporting

of strain. In addition, Simons et al, (1993) demonstrated that dysfunctional

attltudes and attribution style, are related to the definition and severity ratings

of self-report measures. Anastasi (1988) also cautioned that due to response

biases, such as social desirability, subjects' moods, as well as distortions of

memory, not all respondents will answer the questions accurately.

Spector (1994) stated there are good reasons to be cautious in the use of self-

report questionnaires, but reasons of caution are as important for other

methodologies as well. Furthermore, the effects of common method variance

may not be as great as has sometimes been assumed In the past, and that

research that depends on well-validated measures with reasonably sound

psychometric properties may not be distorted by method variance (Spector,

1987). In the prr p ".... study all measures were well-validated and

psychometrically sound. Moreover, It Is often necessary to utilise self-report
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collection than upon data analysis. When data relies on cross-sectional
evtdence, It precludes the possibility of control of prior levels of stress. The
major weakness of a cross-sectional design Is that It may fall to consider the
irldlvldual baseline levels of outcome variables, Whereas, the advantage of the
use of longitudinal studies is that subjects Initial scores on the measures attain
the status of control or baseline measures (Nel&vrl et aI., 1995). Thus, even
though the present study speclfled causal relations with the use of LlSREL, a
longitudinal study would be able to determine more adequately the causal
priorities in the relationships amongst stress processes.

The cross-sectional nature of the present study was limiting in that the strength
and duration of trt affects of stressors and job insecurity on stress reactions
could not be assessed over time. Seguin and Roskies (1991) proposed that
althougt, Job Insecurity has been shown to be psychologically harmful in the
short run, It Is possible that these negative effects are time limited, with
individuals eventually learning to live with the uncertainty. However, they found
In their follow-up study that the negative effects of job insecurity persisted over
time, In that six months later Individuals had not habituated to JobInsecurity, but
continued to show multiple signs of distress. In addition, longitudinal research
designs enable the researcher to consider the differqnt phases of potentially
stressful life events, Since It Is likely that during the course cfa stressful
encounter personal meanings and appraisals change (Vassel, 1987). In order
to assess the pattern of change, Nelson et al. (1995) studied the Impact of
change over three periods of organisational transition; prior, during and after the
organisational change. They found that there was much variance In the
variables between the stages. Future research should therefore adopt
longitudinal studies to obtain more detailed information on strength and duration
of the effects of stressors and job lr.securlty on stress reactions.
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The present study was conducted in relatively stable organisations, These

organisations could be classified as low-risk organisations in that they were not

subject to intense organisational changes that would induce a high perceived

threat of total job loss, In terms of manipulation of the independent variable,

stronger results could have been obtained if the stud~f had been conducted

within high risk organisations, that is in organisations subject to Intense

organisational changes, In the present study Individuals did experience a

significant amount of job Insecurity, which confirmed that even changes in

stable organisations can lead to perceived job insecurity among Individuals

(Greenhalgh, 1982), Yet, It is also recognised tha~ if such relationships are

evident in relatively stable organisations, negative reactions in more acutely

distressed organisations may be even more severe tKhunert & Vance, 1992),

Since Individuals who work for organisations at risk will be more prone to

considerable stress (Jlck, 1985) and are more likely to perceive a significant

amount of job Insecurity (Roskies and Lolus-Guerin, 1990; Seguin & Roskies,

1991), future research would benefit greatly from replication studies conducted

In other organisational settings facing greater risk,

The current research was cross-sectional study as it represented an attempt to

capture some affective and attitudinal responses of individuals during the period

of elections, at a time where stress levels of the population were elevated, It

would, however, be Interesting to assess how levels of stress would differ in

longitudinal studies, Thus, future research In this field within the South African

context Is warranted,

Cross-sectional data undermines the strength of causal inferences, Even

though, LISREL has allowed for significant Improvements In analytical

techniques In discerning causal relations (Chen & Land, 1990), the use of

structural equation modeling cannot overcome the limitation of having all data

collected concurrently (spector, 1994), Bral1nlck (1995) remarked that L1SREL

does no: establish proof of causality, Instead causality Is an assumption, This

is because causal tnterences are much more heavily dependent upon data
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Limitations and directions of future research

To enhance the credibility of the present findings, certain methodological

criticisms of research were considered. It is recognised that generalisations

from research in orqantsetlonal settings are limited when only one setting ilii
sampled (Cook & Campbell, 1979). Iii the current research, the sample was

selected from three sectors of the economy; retail, service, and the public

sector. It has also been found that sample size may limit the power of

statisucel testing (Dekker & schautell, 1995), in that small samples can result

in incorrect interpretations of the data and unstable parameter estimates (Davy

et aI., 1991). With regard to LlSREL, it has been suggested that it is not

advlsante to use a sample size of less than 100 (Cadwallader, 1987). A

generalised guideline Is that when researchers want to reduce the risk of

drawing erroneous conclusions, they should not use a sample size of less than

200 (Lavee, 1988). The present study sample consisted of 267 subjects. The

present research also heeded the criticism that stress research is limited by the

abundance of two-variable designs and lack of multivariate research deSigns

(Jex et aI., 1991; Sullivan & 8hagat, 1992). Accordingly, it tested a multi-

variate model, and powerful statistics were utilised to complement the research

design. LlSREL has been evaluated as the best available systematic

development of statistical procedures to handle the dual Inferential problems of

simultaneously assesalnp measurement and theoretical models (Lavee et aI.,

1985).

The present study thus addressed a number of methodological issues in

conducting an exploratory study, and obtained significant results for th':)whole

model. Yet, despite addresslnq these methodological issues, a number of

limitations can be Identified, and indicate directions for future research.
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models and a crucial aspect of Intervention efforts to Improve employee health

(Hendrix et al., 1991). Organisations may Introduce stress management

programmes with the aim to help managers and employees cope with tne

effects of change and job illsecurity (Bargal et aI., 1992). However, the results

of the present st.udyemphasise the need for work stress Interventions that go

beyond organisational dimensions and to Include broader environmental

dimensions. The current research provides evidence that continued exposure

to stressful changes assoc.:iatedwith living in South Africa Is related to

increased psychological distress. This has important practical lmpllcatlcns for

both organisations and individuals, as the majority of the SOLlth African

work '..Irceare subject to stressful life conditions, such as violence, crime,

fatigue due to lack of sleep and noise, squatting and disease which adversely

affect performance In the workplace (Odesnik- Duke, 1990). Authors such as

Gxwala (1995), Mallrnela (1994) and Werth (1994) recognise that South African

organisations are going to have to accommodate and cope with the widespread

changes occurring within the macro-environment. These rapidly changing

circumstances generate high leveis of uncertainty which must be confronted

effectively If companies hope to ourvlve (Wolmarans, 1995). Psychologists

such as Gluckman (1egO) have noted the need for groater corporate

responsibility to provide employees with the opportunity to deal with change

successfully and not to succumb to stress. This may be achieved by providing

members (:>f the organisation with professional support and guidance in the form

of counselling and Employee Assistant Programmes. Organisations also need

to ascertain the nature of stressors relevant to their employees, before

ernbarkmq on corrective programmes involving social Issues such as education,

housing and health (Odesnll<-Duke, 1990), and before they develop stress

management prcqrarnrnes (Cooper ,~ Cartwright, 1994). The findings of the

current research may aid in the Identification of the stressful circumstances in

both the macro-environment and organisation which impact upon employees.
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IF[=========EV=E=N=T .=*I=§~]="3~=.2=9=.1=*=O=*=+1=*=~=*r=+3~1
36. Installed addltronal seourlty In your

home.

37. A family member or friend died due
to political violence.

38. Children receive inadequate or
Inferior sohoollng.

39. Fear of change.

40. Dealing with people who have
different beliefs to you.

41. Purchased a gun.

42. Victim of reverse discrimination.

43. MQde use of Integrated public
transport facilities.1~·------~--------------------+--1~--4---·~--~--~--~---+--41

44. Affected by buses wnloh stopped
running.

45. Involved In an aceldent with a combl
taxi.

46. Experienced a lack of faith In the
govJrnmant.~'--------'------------------------~~~--~--~--~----~--~--1--'--

47. Not doing things that you are used
to for fear of danger.

48. Being victimised.~. -------1-~~--+---+_---+_--~---~--_r-...~1
49. Increased alcohol problems In your

family.,r-------------------------------~--4~--_1_--_+--·_+--_+_---~-...~~1
SO. Increase In cost of living.

Any additional soclo-pclltlcal events
which have affected you?
List and rate.I~----~"----------+-·-i~~_I--_r·-_+_-_+-_+--_+,-~I

51. Experlf'rtced problems with your
acccrnodatlon.

11-'---
52. Locking your car when you drive.

1.

2.~=============_==============b=~======~==±==-=-====k==~==_~
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I
L =nJ

_.
EVENT -3 -2 ·1 0

~

21. Being forced to accept an
undesirable job.

22. Disagreeing with the acclo-pofltlcal
ohanges taking place.

23. Being conoerned about the
education of your children.

+1 +2 EJ
"II--1'

16. Experlenoed feelings of uncertainty
about the future of South Afrloa.----·....---------------------------------------+-~~--------~----~----~--+---+---+--_,I

17. Heard about violent crime In your
oommunlty.

r---------~----------------------_+--,I---~--_r--_+--~--·__,.---_+--__,I
18. Changed your political views.1~-------~--~~--------------+_~~----~,--4_--~--~----~--~1
19. Being sexually assaulted.

20. Being Involved In a physical fight.

15. Changes In policies and practlces
occurred In your church.

24. Experienced Increased family
Violence.-----------------'------i-~~--~--__~ __r_--r_--t---+___,I

25. Being abused by your spouse.

00. Experienced security force brutallty.:.-+_.u_._-l-_~-~-_+-~-_+-_,I

S'I. Living In Inadequate housing.

26.

27.

28. Racial Integration In the workplace,

32. Being foroed to stay away from
work.

33. Know of AIDS related Inoldents.

34. sorappl~fJ of apartheid laws.

36. Being Intimidated.

Having your property wilfully
damaged.

1~-.....------~------------------~--~~--.,..-__+_--_+_-,-~----~---~--41
Exposed to racially Integrated
hcllday and recreation facilitias.

29. Experlen(.;ed violence on public
transport.

I~---...;._-----,·-·--_+--'r·-.,'---,__,~__,~·__,r____,r__~I

182



Lletod below are a number of events that may have affected your life. Please Indicate which
I)f these events YOU have e",.lerlenced during the last year.

Please place an "X" In the "occurred" column If you have experienced that event. If you did
not experience the event, then leave the column blank and go to the next Item. Also for those
events which you have experlonced, please lndlcate the extent to whlch you viewed the event
as havIng a positive (good) or negative (bad) effect on you at the time ot occurrence.

-3 = extremely negative effect
-2 = moderately negative effect
-1 = slightly negative effect
0 = no effect
+1 = slightly positive effect
+2 = moderately positive effect
+3 = extremely positive eff~ct

1,2 1'1}2 1+
3

1
I EVeNT J1J -3

1-
1

1°
I

. --- L_
1. Experienced Interracial conflict.

2. Interpersonal relationships changed.

3. Had to change your standard of
living.

4. Experienced political violence.

6. Experienced changes In sport and
recreational facilities.-

6. Family members/friends emigrated.

7. Changed r~atlon activities.

B. Called up for National
Service/Camp. -

9. Being exposed for the first time, to
radically different political views to
yours,

10. Felt Insecure/unsafe In your home.

11. Being In a life threatening situation.-
'12. F(;)~r of violence.

13. Rapid scolo-polltlcal changes In the
country. -

14. E)(perlenced difficulty In planning for
the future. _- -
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CONFIDENTIAL SIOGRAP~ INi-ORMATION

Please answer all the questions. Place an "X" in the relevant boxes.

1. Date of birth

y y m m d d

2. Gender

Male Female

3.Homelanguage ,"_,,,_,'o,""'_"'_'_

4. Job title -~,""~,,,~, "'-~-"'-""-"""-~""""'~

6. Town/suburb In Which you presently IIva

6. Are you a member of a trade union?

[-.----r--.-J. _j_-,~",
Yes No

7. Highest educatlcn obtained?

~ = Balow Std.8
13= Std.El or Std.9
C::: Metric
o :::Poet-matric

A B C o

S. Any serious Illnessos In the past five yoars?

Yes No

It yes, please give d&talls
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Department of Psycllo/D!LY

Dear Sir/Madam

I am conducting research for a Masters degree In Industrial Psychology at the
University of the Witwatersrand, The purpose of the research is to assess whether
the social, political and economic changes occurring In South Africa, and the changes
occurring \N;ihh I business organisations ul t:: affecting people,

I would appreciate your aselstence In this research by answering the attached
questlonnalre which should take approximately fifteen minutes to complete,

Your participation in this research is voluntary and you may withdraw at any time,
Anonymity is guaranteed as you do not need to put your name on the questionnaire,
Your answers will be treated with the strictest confidence, No-one in your company
will see your answers, only I will have access to the completed questlonnalres.

Thank YOLl for your cooperation,

Yours sincerely,

~~.

Beverley carr (B,A, Honours)
Department of Psychology
University of the Witwatersrand
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APPENDIX 1

Covering letter, demographic cheekllet and rneasurlnq instruments
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Please Indicate how satisfied or dlssatlsfled you feol about tho following aapects of your Job at the
present moment.

r .: -- -- ,....... - ..... , . .._

0 0

~~
w ~lu: 0UJ(/) en LU ui UJ@

~r:. ~ a: u: ifiu:
ttc:3 ;:) (/) 8~en en i=
~~

en :z <.::(
Ci ::;l en

~ - - _ _...._ ~ -~-
1. Tho physical work conditions.--2. The treodcm to ehoose your own method of worldng.__. - -3. Your fellow workere.

4. The rooognltlon you get for good work.- -5. Your lmmedteto bees,- -6. Tho amount of rosponslbility you are glvan.- - -7. Your rate of pay. --
u. Your cpportunltlas to UM your abilities. -9. Industrial relatlcns between manaqernent and worker

In your company. -10. Your chance of promotion.----
11. The way your company Is manaqod,

12. The attontlon paid to suggostlons you make.

13. Your hours of work.

14. The smcunt of variety In your Job.
";'__' -- - ,. .- - _::::'""'-- - --
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Listed below are a series of statements that represent possible feelings that people might have
about the company/organisation for which they work, With respect to your own feelings about the
partloular organisation for which you are now working, please Indicate th~ degree of your agreement
01' dlsagreement wltll each statement by checking one of tho alternatives next to each statement.

~J -- =n
WwWw
0:0:

W (!)(!)
~-lw w ««

(!)o: a:: CC(J) (!)
z(!) (!) w- w zw
0« ::cO w OW
rt:(J) « Eo: cr: a.: 0:(J)t-- (5 UJ 0 (!)

~~000 Z:Z <C

-- -- ---t. I am willing to put In a groat deal of offort beyond that
normally expected In order to help this organisation be
successful.

2. I talk about this organisation to my friends as a great
organisation to work for. .

3. I would accept almost MY type of Job assignment In
order to keep workIng tor this organisation.

4. I find that my values and tho organlsal' :ms are very
similar. - -

6. I am proud to tell others that I am part of this
organisation. --,.

e. This organisation really Inspires the very best In me In
the way of Job performance.

7. t arn I.lxtremely glad that I chose this organisation to
work for rather than others I was consld~rlng at the
time 1Joined. -

8. 1roally care about the fate of this organisation.
-,

9. For mo this Is the boot of all possible organisations for
which to work.===--- - =
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The following Items focus on how you have been feeling recently. Please place an "X" In the
appropriate block,

-

..J ill ~..J
~Recently, have you ..... « :2 (f)

t;;: ~
w ~:J

I- ~ 0 ~0 0 w
Z 0: «tIJ LI.

-
1. Been able to concentrate on whatever you are doing?

2. Lost much sleep over worry?

3. Felt you are playing a useful part In thlngl~?-4. Felt capable of ma!<lngdecisions about things?

5. Felt constantly under strain?

6. Felt that you could not overcome your difficulties?

7. Been able to enjoy your normal day-to-day activities?

a. Been able to tace up to your problems?

9. Been feeling unhappy and depressed?

10. Been losir)9 confidence In yourself?-
11. Been thinking of yourself as a worthless person?

12. Been feeling reasonably happy, all things considered?
- -- ~ =
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* Looking to the future, what Is the pr'obabUity that changes could occur, changes you
don't want or might disagree with, that would negatlvely affect each of these features?-

UJ UJ UJ UJ UJe e 0 o oz).. z
~~

z z«....J « « «:r:UJ :r: :t:W~ :t: :t:)..(.)~ o (.)~UJ o (')....J
w:::J w).. UJ:::J~ w wUJ>2: ;?;...I >0:....J > >~j::=>

~~
-UJZ

~~
j::...1«).. ~:r:=> «>-(!la: {!):::J (.~!:: a: {!)W {!)a:,,:,1 UJ UJZ UJUJO UJ~ U.IUJz .... z=> zzz z::J z>

t. Your geographic location?

2. Your potential to get ahead In the organisation?

3. Your potential to maintain your current pay?

4. Your potential to attain pay Increases?

5. The status that comes with your position In the
company?

6. Your current freedom to schedule your own work? -
7. Your current freedom to perform your work In a

manner you see fit?

8. Your current access to resourcea (people,
materials, Information) In the organisation?

9. Your current sense of community In working with
good coworkers? -

10. The amount of feedback you currently receive
from your supervisor?

11. The supervision you receive'?

12. The physical demands your job places on you?

13. Tho opportunity to mteraot with the public? r---
14. The variety of tasks you perform?

15. The opportunity to do an entire piece of work
from start to finish? ._ -

16. The slgnlflc_anceof your job?

17. The extent to which you can tell how well you
are doing your job as you do It? -=-
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The following questions concern your attitude towards, and perceptions of Job insecurity. Please
place an "X" In the appropriate block. (For each question mark one block only).

=
* Thinking about the future how IU<elyIs It that each of the following events might OCC'Jr to you In I
your current Job?r----- -

~
>.
iIl~ ~ill~ ~
::.:::w-~ U.l::::i -'- ::,¢:

Z ill a:;-' :J:::> ~ LUZ ~
~

::::i :t::::> ill fEZ f-~ ~:> wO illill ::::i > .'> ZZ

1. Lose your job and be moved to a lower level job within
the organisation?

2. Lose your Job and be moved to another Jobat the same
level within the organisation?

3. Find that the number of hours the company can offer
you to work, may fluctuate from day to day?

4. Be moved to a higher position within your company?

5. Be moved to a higher position In another geographic
location?

6. Lose your Job and be iald off for a short While?

7. Lose your Job and be laid .)ff permanently?

8. Find your department or division's future uncertain?

9. Lose your Job by getting fired?

10. Lose your job by being pressured to accept early
retirement?

* Indicate how much you agree or disagree with the following statements. (Place an "X" In the
appropriate block).

ttl
~~w ill rr: a:

C!)ill ill UJ ill (!J (!Jilla: i!: ill « w ZillzO: 0: en
oC!) ~ - (!Jl5 ill 00::
er« ~ «~

rr: a:;(!)

I-~ en (!J m«enD 5 0 «z
1. I have enough power In this organisation to control

events that might affect my job.

2. In this organisation, I can prevent negative things from
affecting my work situation.

S. I understand this organisation well enough to be able to
control things that affect me.
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EVENT IIJ ·3 ·2 ·1 () +1 +2 +3

-

18. Failure to get expected promotion.

19. Change to new type of work.

20. Failure to gat expected pay raise.

21. Dismissal of coworker.

22. Injury to coworker,

23. Worl<-related personal InJury.

24. Transfer.

25. Strike.

26. Conflict with subordinates.

27. Change In work rules or
regulations.

28. Worl<-related death of coworker.

29. Negotiations.

30. Citation for outstanding work
performance.

Other work-related events which
have affected YC)u?
List and rate.

1._.
2.

3. ----4. - -
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LIsted below are a number of events sometimes experienced by individuals employed In
various occupations which bring about change In the work sltuatlon and which require some
degree of readjustment. Please mark those events which you have experienced In the past
year. Also, for each Item which has occurred below, please Indicate the extent to whloh you
viewed the event as having either a positive (good) or negatlve (bad) effect on you at the time
of occurrence.

·3 = extremely negative
·2 = moderately negative
·1 = slightly negative
0 = no effect
+1 = slightly posltlve
+2 = moderately positive
+3 = extremely positive

I
-

IIJEVENT -3 ·2 ·1 0 +1 +2 +3

.-
1. New supervisor/management.

-·11-
2. Promotion. ,

3. Conflict with co-worker.

4. Newoffice.

6, Change In work responsibilities.

6. More employees under your
supervision.

7. Being demoted.

8. Change, In close work assoclate(s).

9. Conflict with
supervisor/management.

10. Suspended from Job.

11. Fewer employees under your
superv.slon,

12. Being put on probation.

13. Salary Increase.

14. More dangerous working conditions. !

15. Reduction In pay.

16. Job training or development ljprogramme.

17. Change In wurklng hours,- -
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