CHAPTER 2.

STRESS THEORY

A conceptualisation of 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 hava taken place in soclety, but also largely to the success of the
diffusion of the varlous themes of stress conveyed by resesarch, Accordingly,
the assoclation between stress and illhass now has an estabiishad position
within both the popular and sclentific imaginations {Pollock, 1988).

The omnipresence of siress In the lives of people has necessiiated an
understanding of the construct In a more rigorous sclentific sense (Monroe &
Roberts, 1990). Howaver, this is yet to be achieved. Review articlas of stress
tracitionally hegin with pointing to the existing controversy over the concept of
stress (Vingerhoets & Marcelissen, 1983). Strass research has been hindered
by prablems In defining and measuring the construct (Kasl, 1887; Newten,
1989), iv the extent that the study of siress has been plagued by an
Inconsistent and potentlally confusing use of tarms to denote variables in the
stress process (L.azarus, 1993),

Even though there are a multitude of ways in which stress may be defined,
most ciefinitlons of stress fall into one of three categories: a response definition,
stimulus definition, and an interactionist definition. These categories reflect
contact with different domains of stress (Edwards, 1992; Rice, 1992), yet each
should be considered to gain an adaquate understanding of the stress concept
{McGrath, 1970).



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 prasented with its relevance to South Afrlca, and the
link between strass and change is demonstrated. The fourth chapter introduces
the importance of perceived job insecurity {o the study of stress and change,
and [llustrates iis potential as 2 mediator, In Chapter §, some strass reactions
comman to the process of stressful change and job insecurity are reviewed.
The aim and ratlonale of the ¢urcent research, as well as a proposed modet to
. be tested, are presemed in Chapter 6. The method and statistical analysis are
discussed In Chapter 7, and in Chapter 8, the resuits of the present study are
presented. Finally, In Chapter 8, the results and theoretical and practical
implications are addressed, limitations acknowledged and arsas for future
rasearch in the field of stressful change and job Insecurity are suggested.



CHAPTER 1.

INTRODUCTION

Change has been an issue to rackon with since early times. At the beginning
of the seventies, author Alvin Toffler {1870) popularised a term that describea
the potentiaily debllitating effects of major change. He wrote about a state of
future shock which has anveloped people as they move through & time
characterised by adapling to changes occurring at an ever-accelerating speed
and unprecedented impact. He saw changes 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 withessed the
reemergence of the importance of the relation batween chang . and stress for
Individuals, Stress has surfaced as a major feature and problem of everyday
fifs, threatening Individuel, organisational and socletal health (Cooper &
Cartwright, 1894). This reemphasis on stress and change comes at a time
whare soclety Is undergoing mass changes oceurring at an unpreceterited pace
(Conner, 1993). This is of particular relevance to South Africa, since It s
prasently subject to drastic changes on the political, soclal 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; Coslses, 1883; Nelson, Cooper &
Jackson, 1895), Secondly, changes are seen as comprising threat and
uncertainty, leading to percaptiung of job Insecurity (Ashford, Lee & Bobko,
1689; Dekker & Schaufell, 1996; Earnshaw, Amundson & Borgen, 1980), Job
Insecurity in turn has a potent effect as a strassor, Increasing individuals’ stress
reactions (Bargal, Back & Arlay, 1992; Roskies & Lolus-Guerin, 1980; Roskies,
Louls-Guerin & Fournier, 1993). These acknowledgements of theory have lad
to the development of the causal mods! in the present study, which explores
the relationships bstween stressful environmental change, job Insecurity and
stress reactions,
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ABSTRACT

The aim of the present study was to develop and evaluate a process moadel linking
stressful anvironmental change, perceived job insecurity and stress reactions, A
review of the literalure revealed that siressful changes in the environment are
linked to individual stress reactions. Siress theory has also recognised that
appra.zal of a stressful situation leads to stress reactions. Mareover, the lterature
has identified job Insecurity as a form of appraisal in that it {s an internal event
reflecting 1 transformation of beliefs about what s happening in the organisation
and environment. Jab insecurity In turn has been shown to result in various stress
reactions in Individuals. Based on such research and theorising, a causal modsl
was devsloped and tested using structural equation modeling technigues. It was
assessed whether: str 3sful environmental change impacted upon stress reactions
and job insacurity; job insecurity impacted upon stress reactions; and whether Job
insecurity operated as a farm of appraisal in madiating the reladonship between
stressful environmental change and sfress reactions., The independent varlable,
strassful environmental change, was specified as a common faclor of the measured
variables, political change, soclal change and organisational ¢hange., The
proposed mediator variable, Job ingacurity, was specified as a common factor ofthe
measurad variables perceived thraat to total job multiplied by powerlessness, and
percelved threat to job features multiplied by powerleseness. The dependent
variable, stress reactions, was speclfied as a common factor of the measured
variables psychologlcal distress, job dissatlsfaction and reduced organisational
commitrr;ent. The model was tested empirically using a combined sample of 267
subjects from three organisations. Results indicated that all relationships In the
propesed model were confirmed, and that a reasonable fit was demonstrated
between the empirlcal data and the theorstical model, Stressful envirenmental
change was causally related to both stress reactions and job insecurity. Job
Insecurlty was causaliy related to stress reactlons, and in additlon operated as a
partial mediator between stressful environmental shange and stress reacilons,
Conceptual and methodelogical reasons for the findings are discussed, as well us
some theoretical and practical implications. Limitations in the methodology are
identifled and future considerations of research are suggssted.
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Individuals (Vossel, 1887). In addition, it haz been stated that conventional iife
event studies assume that there is a diract cause and effect relationship
between life avents and liiness. This also disragards appralsal as it views the
person as being essentially out o control of what happens, rather than being
an agent capable of actlon and reastion (Pollock, 1988),

Even though It s ackhowledged 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 nformation such as circumstances under which the event
ocourred, reasons why event is significant ets.), it is also recognised that this
can only be obtainad by an in-depth examination of the personal experience of
IIfe events which can only be dane on an individual basis using, for exampie,
interviews (Vossal, 1887), Howsver, separate ass ssment of poslilve and
negative life events and Individualised ratings of the impact of events, infers
that life svent stress considers that the same event can be interpreted
differently by different individuals, and that it s not assumed that any event
reprasents an eg. 4l amount of stress for different individuals., Hence, the
stressfulness of life events does dapend not on the ocourrence of an event and
the resulting life changes, but also on the subjective evaluation of the events
impact on an Indlvidual's life, This differentiation of events according ta their
psychological meaning, I8 similar to the stress model of Lazarus, In that the role
of psychological processas in medlating between the environmental stimulus
and siress reactions Is emphasised {Aro & Hénninen, 1984).

Dissatisfactlon has been expressad at the fallure of the tralt paradigm in life
event research (L ~arus & Folkman, 1984), Yet, as Emmons (1891) notes,
thare has baen an abundance of evidence pointing to the usefulness of tralts
as moderators in life events research, Recent life event research has
acknowladged the differential impact of life events on individuals (Perkins,
1882), and recognised that the impact of most environmental events will vary
with factors such as Individual clirferences in vulnerabliity and resources
(Dohrenwend & Shrout, 1985). Life event researchers have demonstrated that
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Howsver, the duration and intenslfy of change was emphasised as the critical
variable regardiess of whether it was caused by desirable or undesirable events
(Vossel, 1887). This generailsablilty of objective ratings assigned to each life
event and the assumption that change Is stressful regardless of desirabliity has
bean goriticised (Zimmerman, 1983). This is because [ife change was
conceptualised as a unidimensional concapt referring only to the quantity of life
change requirad by an avent, and nof {o the quaiitative nature of an event.
Thus, the adverse consequences involving stress depend not only on the
number of events and the magnitude of changes they entall, but on the quality
of eventful change as well (Vinokur & Seizer, 1975).

Sarason, Johnson and Slegal (1978) made further developments and produced
the Life Experience Survey (LES) which allowed for separate assassment of
positive and negativa life experlancas and individualised ratings of the impact
of events, The utilisation of this measuring Instrument rendered results that
support that negative or undesirable life gvents have a more detrimental effect
on individuals than do deslrable events In terms of the degrae of stress created
(Sarason et al., 1978). Subsequent studies have consistently shown that
undesirable or negative, but not posiilve, events are related to a variety of
siress reacticns (Aro & Hanninen, 1984, Bhagat & Allle,. 1989, Bhagat,
McQuald, Lindholm & Segovis, 1988; Glllis, 1992),

Criticlsms of the life avent approach

Life avent theory has been criticised on the basis that it does not focus enough
on the meaning of events for Individuals (Pollock, 1988), as it only measures
the extent to which the demand {8 present and not how the demand Is
evaluated, By doing this it over-simpiifies stressor measurament by ignoring
the process of appraisal which s conceptually at the core of stress research
(Dews, 1982). Furthermore, the a priorl categorisation of life events (e.g.,
deslrable or undesirable) Is rejectad as the measurement of strass must take
into account that the same event can be exparienced differantly by different
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economic news of threat of war. Some of these life events are 'negative' in a
sense that they are typically socially undusired, while othars are soclally deslred
and therefore ‘positive’, In elther case, they raquire adaptation and change on
the part of the individual experiencing them (Miller, 1988). The impact of life
events is presumed to be addltive, In that the more events the Individual
experiences, the greater the amount of adaptive behaviour required, and the
greater the effect un the Individuai (Latack, 1984; Rabkin & Streuning, 19786).
Excasslve changes ara said to hamper individual adjustment efforts, and result
In strain manifested In disturbed physlological and psychological reactions
(Tholts, 1983).

Researchers have assessed how life events are experiencad by measuring the
amount of stress associated with different events by asking Individuals o rate
lists of life events (Miller, 1889). The widely used Soclal Readjustment Rating
Scale (SRRS) developed hy Holmes and Rahe (1967) s illustrative of this
approach, in that it is able to quantify the amount of readjustment required by
individuals to cope with life events, by allowing [ndividuals to respond by rating
a serles of events according to the relative degree of adjustment required.
Hoimes and Rahe (1967) define social readjustment as the amount and
duration of change in an individual's accustomed pattern of Iife resulting from
varlous life eents. Thus, soclal readjustment measures the infensity and
langth of time necessary to accommodate to a life event.

Holmes and Rahe's {1987) premise made no raference to individuals'
percaptions of the deslrability of events, and viewed Individuals as passive
homogenious victims to life, without any volltion to act on the environment which
causes such -ardships (Nefson et af,, 1885). Consegquently, Holmes and
Masuda (1974) construcied the Schedule of Recent Experiences (SRE) which
not only asked whether subjects hade experlenced a specific event, but also
asked on how many occasions that event was experlenced. it was assumaed
that life avents provoke a change in an indlvidual's habits that require
adaptation that usually Is not part of the individual's everyday life repertolre.
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strassor and the perceptual apprailsal of the matrix (Schafer & Fals-Btewart,
1991), and thus segregates environmental input and perception (Monroe &
Robaerts, 1990).

Life event stress

Some researchers In the field of stress have concentrated on an aspect of the
area known as life events (Dohrenwend & Dohrenwend, 1974}, These
rasearchers share two sets of concerns that give thelr work unity. Firstly, they
focus on a class of strassful stimull or sltuations called life events, Life avents
are a cluster of soclal events or any sst of ciroumstances whose advent
requires substantive change in an individual's ongoling fife pattern (Hoimes &
Rahe, 1867). These life events &re a class of stressful stimull or sltuations to
which nearly everyone is exposed, to a greater or lesser exient, In the course
of life (Dohrenwend & Dohranwend, 1974), and of which are of some major
sighificance to the Individual (Russell & Davey, 1983). They include
experiences such as marrlage, birth of a child, death of a loved one, major
change in financlal status, change of residence, change of jok and o on
(Steffy, Jonas & Noe, 1991). The sacond focus shared by researshers in this
field 1s the general hypothesls that- stressful life events play a role In the
astiology of physiological and psychological disorders (Dohrenwend &
Dohrenwend, 1974; kabkin & Streuning, 1978; Russell & Davey, 1993).

Theoretical Issues In the field

According to Russell and Davey (1893), life evants can be concaptualised at
three basle levels. At the micro-level, the focus s on the day-lo-day minor
stressors that people experlence such as arguments ur trafficjams. Life events
are also understood In terms of life changes of some major significance o the
individual such as events like marriage and serlous financlal problems. Life
events may also ba conceptualised at the macro-level In tarms af events that
have thelr Impact on society at large and then on the individual, such as bad

12



or outside the contral of the individual). By measuring the important objective
characteristics of the svents and sogial situation, the individual's perceptions of
these events and situations, and the relevant parsonality variablaes, oneg may
ascertain whether these perceptions are determined by the objective
characteristics of the event as opposed to perscnal dispositions, or by an
interaction of the two, Howoev 1, since Lazarus et al. (1985) do not separate
events and reactions to events in their stress measure, this aim cannot be
achieved (Dohrenwand 8 Shrout, 1985),

Other rasearchers have also argued 1 faveur of the use of objective
measurements. It has been proposad that evan though the importance of an
individual's perceptual appraisal of the siress process I8 intultively appealing.
the interactional madel poorly defines consfructs and allows for overlapping
measurement.  When terms overlap in gperationalisation, such that the
measures of each defined variable are corralated at a leve! precluding clear
distinction, validity i3 violated and the ralationsiyip between the Independent and
dspendent variables are both statistically and conceptually uninterpratable
(Schafer & Fals-Stewart, 1991). In addltion, In order to address important
theorstical and practical issues about how environmental events contribute to
putcoma measuras, their measuramant musl bae as independent as possible
(Ganster & Schaubrogk, 1891, Groen, 1988). This is because it has been
diffleult to identify and agrae upon a criterion for Identifying the presence of the
state of Stress and then calibrating its intensity and duration, Cne should thus
try to Improve on exising methods by ldentifying linkages between
enviranmsntal expasurz and heaith outcomes as clearly as possible by using
objective paramaters. This may aid in [ncreasing our chances ¢f demonstrating
that such linkages represent cause-effect relationships (Kasl, 1987).

Progress on the understanding of stress may be made from being precise
about the extent to which stress is determined by objectiva events and by
appraisals (Greaen, 1984). Hance, there Is support for the life svent approach,
since fife event scales incorporate both a stimuil-matrix of the enviranmental
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urged researchers to measure stress by means of pure environmental events,
uncontaminated by parceptions, appraisal or reactions (Dohrenwend & Shrout,
1985). Lazarus et al. (1985) oppose this notion and argue that by doing this,
one abandons the insight that there are no environmental stressors without
vuinerable people whose resources influsnce whether they will experience
stress, the form |t will take and s outcomes. They concluded that no
environmental event can be |ldentifled as & stressor independently of Its
appraisal by the person, and that there Is no way to define anh event as a
stressor without referring to the proparties of the person that make them more
vulneraple to that avent,

Dohrenwand and Shrout (1985) have stated that pure environmental events
uncentaminated by percaptions, appraisais or reactions should be measured,
as by objectively measuring stress one can avold operational co nding.
They objectsd to the measure of strass utllisad by the Interactionist approach,
a8 developed by Lazarus et al, {1985), on the basis that It contalned symptom
IIke content, and the Instructions and response alternatives constituted a major
way In which the ltems in the measure could become confounded with
psychologloal symptoms. Dohrenwend and Shrout (1985) continued that they
nave recognised that the iImpact of environmental events vary with such factors
as Individual differences in vulrerabillty, in personal agendas and In resources,
in fact, they described the stress process as consisting of three main structural
components, Firstly, recent events that occur within & relatively brief time
interval, Secondly, the ongolng social situafion, that Is the kinds of things that
have & currerit impact such as social support networks or & nexious work
environment. Thirdly, personal dispositions which Include genetle
vuinerabilities, health and personality varlables. They continued that the
undarlying theme central to understanding the processes involved Is the
problam of determining the extent to which personal dispositions and soclal
circumstances predict ways of coping with life events, The ways of coping to
be predicted would include perceptions or appralsals of varlous dimensions of
an avent or situation (e.g., whether oceurrence of the avent is sean as within
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report measures, subjects may be able to provide more valld reporting on the
stress of their lives (e.g9., Gorman, 1993; Zimmerman, Pfohl & Stangl, 1986).
Another perspective Is that although improvements could come from such
efforts, it is most likely that procedures witl continue teo fall short for developing
& sound body of information on stress, This Is because measurement is built
upon a standardisation of procedures, howevar, there Is an underlying intricacy
of standardising stress In the empirical lives of psople (Monros & Roaberts,
1990). From these conflicting oplnions, It follows that stress research has
reached a hiatus, with increasing debate over the conceptualisation and
investigation of stress (Newton, 1989).

Cutrent debate In stress research

Canfusion aver the definition, eparationalisation 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
mtegral to the stress process (Schafer & Fals-Stewart, 1991). It has been
recognised that neither component has demonsirably better explanatory value
(Kesslar, Price & Wortman, 1986}, howeaver, proponents of the stimulus-cantred
or life events approach versus the interactionist approach have disagreed,
resulting in an intense debate betwean the two (Schafer & Fals-Stewart, 1991).
This debate about the appropriateness of subjective assessments of self-
reportad strassors Is sometimes cast as a theoratleal issue concarning the
nature of stress itself (Gans.er & Schaubroek, 1981).

Proponenta of the Interactionist appreach state that the meaning of stress Is
defined by many variables and processes that are reflected n the person's
appralsal within the environment. Onge this relational approach Is understood,
the term environmentally induced stress loses its usefulness, as It is the
parson-en «ronment relationship that is stressful, Thus, Lazarus et al. (1886)
maintain that the appralsal process should not and cannot be removed In the
measurement of stress. Proponents of the life event approach, in tumn, have
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appraisal also exhlblts empirical problems because it can be influenced by
impulsive or unconsclous appraisais which rencder seif-reports iInaccurate for the
reflections on the time that the stressful situation took place (Coyne & Lazarus,
1980). Thus, lssues relating to the development of appropriate concepts and
mathodologies in stress and coping stiil require resolution (Dews et al., 1993),

Theoretical and methodological Issues In stress research

From the definitlons of stress, we see that stress may be regerded 2s
conslsting of many interrelated variables and processes rather than as a simple
variable that can be readily measured and correlated with adaptational
outcomes (L.azarus, DelLongls, Folkman & Gruen, 1985; Sullivan & Bhapgat,
1992). Tha pervasiveness of the stress construct has presented formidable
problems to meaningful measurement and undearstanding of the concept and
Its potentlal consequences (Monroe 8 Roberts, 1990). Siress research is thus
constantly calliing for the need to clarify what we mean by stress, since how we
dafine It influences how we research it and how wa explain our results (Dewe,
1988).

The problem in the operationalisation and quantification of stress has provided
a fundamental emplrical difficulty (Marmot & Madgas, 1887), and conseguently,
confileting opinions over the value of stress rasearch have emerged. One such
apinion iIs 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, ressarchers maintain that standard psychosocial instruments can
be administered and thelr results enterad into multivariats analyses and causal
Inferencas thereby derived (e.g., lsrasl, House, Schurman, Heanay & Mero,
1689), Marmot and Madge (1987) belleve that nelther oplnion is entirely
correct, as the first disregards the detalled work attempting to define and
maasure spacific aspects of the psychosocial environment, whereas the second
treats 'stress' variables as if they are simple and easily measured, Other
researchers of life stress suggast that with appropriate improvemaents from self-
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will persist ultimately damaging the individual's adaptational cutcomes such as
psychological well-being and somatic health (Edwards, 1992). in this view,
stress exists not in an Imbalance between objective demard and the
individual's response capabliity, but In an Imbalance between perceived or
subjective demand and percalved response capabllity. Since the individual Is
constantly reappraising his or her relationship with the environment, thore are
consequent alterations In the intenslty and quality of the stress eaction
(Folkman, 1884}

The interactionist approach has important impiications. 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 speclflc Interaction has greatly influsnced stress research (Vingerhoets &
Marcelissen, 1988}, Moraover, the Interactional approach, through its emiphasis
that stress is an individual percsptual phanomenon, has encouraged research
to consider qualltative differences between [ndividuals, With thls comes the
recagnition that thera are differant types of psycholegical stress states brought
about by different antecedent conditions bath In the environment and individual,
and which have different consequences (l.azarus, 1923),

The focus of the interactionist approach is on understanding what Individuals
actually think and do in a stressful encounter {Dewe et al., 1993), Howaver, as
appealing as this may be, this task has led to definitional and methodological
difficuities. lLazarus and Folkman (1986) have emphasised the difficulty of
preclse articulation of the stress concept In terms of the interactionist
perspective, Lazarus (1976) even recognised that mathodologlcally it is difficult
to operationalise the appralsal and coping processes, it has also been noted
that it is difficult to design studies which fulfil the raquirements made by the
theory to test specific hypotheses, since the dynamic nature of coping and
appraisal requirss a continucus monitoring of these processes, & requirement
that by definition cannot be met (Vingerhoets & Marceiissen, 1888). Cognitive
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this approach does not account for individual differences in the appraisal of ths
environment or the psychological procassaes involved in response to siress
sltustions (Edwards, 1992). DaspHe eriticlsms, much research in the field of
stress falls within the stimulus-based definition of stress, notably within the area
of Iife events research (which is later discussed),

Stress as a person-environment inferaction

The intaractionist approach to stress represents a combination of the important
elements of the stimulus and response-based definitions of siress. This
approach views stress as arising through the existence of a relatlonship
between an Individual and the environment (Lazarus, 1993). Siressis seen as
e dynamic coghitive state representing a disrupfion in homeostasis or an
Imbalance, and giving rise to a requirement for resolution of that imbalance or
rastoration of homeostasls (Dewe, Cox & Ferguson, 1993).

The most prominent cognitive interactional theory has been developed by R.S,
lL.azarus (Rice, 1992). Lazarus (1966) proposed that stress is dependent upon
cognitive processes related to the percaption of eavents and their meaning to an
individual. The meaning of an event is determined by & cognitive appraisal
process. Appraisal is viewed as the cognitive mediator of stress reactions
whereby the Individual is constantly evaluating the sighificance of a partiocufar
encounter and its relevanca in terms of his or her well-belng (Dewe «t al,, 1963,
Lazarus, 1993). The individual evaluates whether there Is anything at stake
in terms of his or her values, goals, commitmenis or beliefs, and If anything can
be done to cope with the demand (Folkman, Lazarus, Gruen & DsLongls,
1988), If the environment is appraised as taxing the indiddual, coping is
activated. Coping determines what can be done, and Is defined as the efforts
to master, tolerate or reduce demands (Dewe, 18982). After an attempt s made
to aiter the situation, the situation is reappraised, and the process continues.
If the mncounter is successfully rasolved, coping ceases and positive affect
resuits. Howaever, If the encounter Is not successfully resolved, negative affects



Selye's approach has, however, been criticised on the grounds that 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). 1tis now recognised that stress cannot be defined simply as a response
to aversive environmental demands, as the same demand may produce varled
responses in different people, and in the same person on different occaslons
{Steptoe, 1991).

Stress a5 a stimulus

The stimulus based approach to stress focuses on the causes of stress, in that
situations external to an individual function as stimuli which cause a siress
reacti~n or strain within the Individual (Cox, 1978). A stimulus definition treats
stress as some characteristic, event or sltuation In the environment that in
some way results in a potentially disruptive consequence for the individual
{lvancevich & Matteson, 1980), inltiating a chain of responses that ultimately
leads to pathological ends {Ganster & Schaubroek, 1881).

Criticisms have been raised agalnst this view of strass because of the lack of
explicitly stated characterlstics of stressful situations and, as a result, there is
difficulty in speclfylng what Is stressful about different sltuations (McGrath,
1970). It has also been stated that stress cannot be defined solely on tie basis
of stimulus properties since in this case all possible effects have to be
considered as stress reactions (Vossel, 1987)., Moreover, it is problematic to
dafine stress as a uniform stimulus as It does not produce the same response
In different individuals (Charlton, 1992), It has also besn noted that the naiure
uf a stressful event cannot be defined since it has no independent existence as
It depends upon the meaning given to it by the Iindividual {Pollock, 1988),
Therafore, stress must first be recognised as existing before it can result in
strain in indlviduals. This presumes that some Intervening process oceurs that
is not part of the stimulus model (lvancevich & Matteson, 1980). Accordingly,
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Stress as a response

Modern roots of stress began with Cannan's (1938) research into the
physiclogical responses to smotlonal arousal. He considered siress and iis
‘omergency response' to be adaptive in that they prepared the individual to
cope with danger through the responss of 'fight or flight', Howaver, it was Hans
Selye (1976) who succeeded in establishing the concept of stress within the
sphere of contemporary blology, employing it In a sense directly analogous to
its use in engineering and physles from which it had been incorporated
(Pollock, 1988), Selye (1976) proposed that bodily stress reactions follow a
general adaptation syndrome (GAS). The stress manifest by the GAS is the
non-specific or physiological response of the body to any demand made upon
it. The GAS conslsts 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. Sacondlv if the stress persists, the
organism enters the stage of resistance, du...., which the boay hegins to cope
with the situation. Thirdly, the stage of exhaustio,, due to the depletion of the
body's adaptive raserves. At this stage, physiclogical breakdown occurs and
the hody becomes highly susceptible to disease and even death,

Several Important implications have arlsen from Selye's theory. The GAS
Indicated that the body's adaptability is finlts, since under constant stress,
exhaustlon or pathology eventually ensues (Selye, 1982). Selye's work has
therefore stimulated numerous studies directed at the development and
clariflcation of the theory that stress can serjously damage health (Poliock,
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 o previous expostras to threats (Fleming, Baum & Singer, 1884).



social and economlic context, has led to expectations and struggles, which in
turn have generated new conflict (Coetsee, 1893;, This is because the
transition process has been accompanied by, and given rise to economic,
soclal and political processes, such as rapld urpanisation, Increasing class
differentiation, and struggles between geographically and soclally distinct
urbanising communities over scarce residential resources (Maris & Hindson,
1982), Thess processes have occurred within a stagnating ecorniomy, rising
unemployment, increasing crime, racial friction and Inadequate heusing,
infrastructure and soclal services, all of which have increased the levels of
violence (SImpson, 1993a; Tucker & Scott, 1992). Morris and Hindson (1982)
have argued that it Is the gradual eroslon of apartheld institutions and the
abandonment of its policles that has Jed to an escalation of soclal tensiens and
Increased violance throughout the country. Since liberallsm and deraciallsation
have occurred In the context of an economic decline, class divisions have
arisen, These processes have ylelded economic and political concesslons to
a new middle strata of the black population, while excluding and marginalising
the impoverished. It has heen the struggle for naw economic and soclal
positions by the poorer and more marginalised sectors of the biack population,
within shifting and uncertain soclal and econamic contexts, that has been one
of the fundamental causes of viclence (Morris & Mindson, 1882)

South Africa In seeking its new identity has been unable to escape its past, of
apartheid and the liberation struggle (Barber, 1884), Thus, the legacy oi
apartheid, and its problems, are likely to remain for a while (K .jee & Price,
1994), Schlemmer (1991) maintains that there are & number of entrenched
features of South African soclety, such as the political intensity, violence, and
inequallties between population groups, which wili not aiter quickly, It would,
therefore, be unreallstio to expect that the eradication of apattheld would be
abla o automatically establlsh another form of harmonious social order, in
which the dynamics of apartheid are ramoved, and the patterns and structures
s0 substantlally reformed.
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an interim constitution by the multiparty Negotiating Councll, ald the foundation
for a democratic South Africa, bringing an end to minority rule, and leading the
country into & new non-racial, nondiscriminatory future. This led to the most
crucial polltical event In South African history, the first ever nonracial general
slection on 27 Aprit 1984 ("The miracle," 1894). The elactions in turn resulted
in the inauguration of the government of natlonal unity {South African Institute
of Raca Relations {SAIRR), 1998).

With South Africa's first non-racial elsctions in April 1984, the momeantum of
change in the country has heen undeniable (Barber, 1994), There has been
a fundamantal transformation of South Africa from a position of raclsm to &
democratic non-racial sociaty (Kagee & Price, 1994). Expectations have risen
among the black population that a nonwraclal democracy would bring benefits
fn terms of more fraedom and improved housing, heailth, education, income and
accass to jobs (Cramer, 1994; Tucker & Scott, 1992). Moreover, the extension
of the vote to alf population groups has made the South African nation more
inclusive, since ending apartheld and forming a new governmant has required
a complete reimagining of what it means to be South African (Cramer, 1894).
In addition, slections and the Inauguration of a government of national unity has
had great beneficial effects, Increasing faelings of reconclliation and raclal
harmony among South Africans (Markinor, 1994). As a result, there has been
much goodwill and hope for a better future In the country {Tucker & Scott,
1892). Thus, the process of change has resulted In much excltement and
anticipation. However, feslings of hope have been coupled with fear and
anxlety (Mallmula, 1894), since the changes have alse generated bitter disputes
and appalling violence, characterising the recent transitional process as &
mixture of coopearatian and conflict (Barber, 1894),

Paradoxically, the process of transition, even & It has restored freedom and
opaned new opportunities to correct historlcal wrongs and structural distortions,
hag threatenied Socuth Africa's sogial system (Tucker & Scott, 1992). The
drastlo style change from the apartheld era towards a diffarent and uncertain
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CHAPTER 3,
STRESSFUL ENVIRONMENTAL CHANGE

Rapid changes ara occwring in soclely. Shifts In economies, a growing
worldwlde population, corporate reorganisations, escalating crime, diverslfying
poiltical and rellgio 18 ideologles, and constant transitions of power are somse
of the changes occurring. It is clear, then, that thera is much change to deal
with, and the volums, momentum and complexity of change Is accelerating at
an increasing pace (Cotamier, 1993). The effects of these changes on
individuals In terms of health and weli-being are often dramatic and destructive
{Levi, 1992). In South Africa, these worldwide changes are compounded by
rapid soclal, political and econamic changes occurring as a result of the
transition process {du Toit, 1993), The dramatic quality and pace of change In
South Africa has an intense effect oh the soclal, political and economic
environment, orgenisations, and on South African people (Consultative
Business Movemsnt, 1093).

Political change

Political change In South Afrca

Since February 1990, South Africa has been in the process of abandoning its
policy of raclal saparation and {iberalising an authoritarian political regime. The
transition has besn towards achleving a more acceptabls economic and soclal
system as well as & more democratic system of governance (Tucker & Scott,
1992). Major change commenced In 1960 when the State President, FW de
Kierk announced the release of Nalson Mandeia and the unbanning of palitical
partiss, and committed South Africa to a process of Irmrevocable change and
reconclliation. Consaguently, the fundamental laws of apartheid were repaaled,
and multiraclal multiparty constitutional negotiations began, leeding South Africa
Into a new political era of hagotiation and reform. in 1993, tha acceptance of
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component variables and thelr exact relationship to one another, this should not
be construed as an argument for imprecise model development (Schafer &
Fals-Stewarl, 1991), Stress must therefore ba presented from & certain
viewpoint. The prasent research adopts the life event approach to stress due
to a number of raasons, Firstly, It s based on well-specified objactive variables
which allows for precise mods| deveiopment and accurats measurement
(Dohrenwend & Shrout, 1885), Secondly, the life avent approach convenlently
includes different sources of stress acknowledging sources of both
anvironmental and organisational stress (Bhagz: & Allle, 1889; Hendrix et al,,
1891). This aliows the measuremertt of stress to capture sources of sirass at
work and serves as an important gontrol for sources of strass axternal to the
organisational sphere (Dooley et al., 1887). Thirdly, the life svent approach
provides a suitable basis for the theme of modern day stressors resulting from
change. It affords rasearchers a procedure for studying the emplrically elusive
link between psychosoclal processes and Individuals' psyehoiogleal functioning
(Monroe, 1982), In the traditional (ife event approach there is a falrly
straightforward equation of change with stress, or that all change involves
stress, and the greater the amount of change the hlgher the risk of
symptomatology. Although the cognitive approach emphasises thatit s not so
much changa as such that is significant, but the meaning attributed to it, in
praclice, change Is usually regarded as a hazard (Pallock, 1988}," Thus, it Is
commonly held that change In peoples' lives Is finked to stress (Jerusalem,
1893). The present study s based on the premise that an excess of change
can be stressful to Individuals, and maasures stressors in terms of stressful
soclal, political and organisational changes oceurring within the individual's
envircnment,
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assignments and from repeated efforts of management to realign or to improve
the organisation (Eden, 1982).

Numaerous rasearchers have adopted the life event approach in conceptualising
organisational stress {e.g., Bacharach & Bamberger, 1982, Bhagat & Allle,
1988; Bhagat et al,, 1985, Dooley et al., 1987; Keenan & Newton, 1985;
Motowidio et al., 1986; Nelson et al., 1985). Empirical avidence exists that
stressful work events are related to symptoms of strain such as decrements In
job performance (Motowldlo et al., 1986), job dissatisfaction and reduced
organisational commitment (Bhagat ot al., 1885) Eden (1980) found that
specific work events that were percewed as major disruptions or challsnges
were streésful. and were related to Irdicators of strain such as anxiety, and
Increased bived pressure and heart rate.  Ashford (1988) reported that
significant changes at work were refated to incraased strass among employeés.
Furthermors, Sutheriand and Cooper (1892) ascertainad that the ocourrence of
a work- related change event (i.e., the introduction of a new contract), was
related to decreasad 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 avents
occurring in organisations, They concluded that the resuits of their study
vrovided empirical "support for conceptualising organizational stress in terms
of changes axparieniced In the working environment” (p.78).

The present research approach fo stress

Deasgpite considerabis effort and debate, no uniformity of opinion has emerged
on the definition of stress. This may not be so surprising when one
contomplates the magnitude of the task: to abstract and operationalise
commonalitles In exrpariences across different indlviduais, ail of whom lead very
diffarent fives and face diiferent complexes of environiment and experisnce all
of which Is subject to constant change over time (Monroe & Roberts, 1900).
Yet, even though there Is difficulty In the preclise ar.culation of the siress
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Sources of organisational stress

Some sources of work stress that have most frequently been found to be
associated with stress outcomas include work [vad, role confiict, role ambigulty,
shiftwork, nolse, poor relationships with co-workers and superlors and lack of
control over work processes (Israel et al., 1989). Recently, 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 featurss that pose
a threat to the individual (Rice, 1992), The use of work-1ulated change events
as sources of organisational stressors Is encouraged, since a current lmitation
In defining stress derives from the lack of aitention to stress arising from
stressful incidents at work (Keenan & Newton, 1988), Furthermere, research
on siressful incldents at work 1s of Interest since it allows for a moye detalled
examination of the strass process (Newton, 1888).

A life event approach to organisational stress

Due to the popularity of life event research, the study of the aetlology of life
events has been extended to Include events In the workplace {Nelson et al.,
1995). Studies have investigated tha relationship between stimuius and
response in organisational stress (Dews, 1981), which is fundamental to the life
event approach (Dohrenwand & Dohrenwend, 1874). The life event approach
to arganisational stress assumes that stress can be attributed largely fo the
frequancy and intensity with which stressful work events oceur to an indlviduai
(Motowldlo, Packard & Manning, 1988), Work-related events or changes
raquire individual adaptation, but as adaptation requires snergy and individuals
resources are not finite, too much change may lead to stress (Ashford, 1988,
Sutherland & Cooper 1992), Organisational events include a changse to a
different line of work, change involving work load {Bhagat et al,, 1985),
promotion, demotion and loss of job (Kasl, 1987). They are organisational
changes that derlve from the impermanent nature of the organisationat
structura, from changes in role definltions, the Instabilly of personnel
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far removed from the individual and may be conceptualised in macro-
environmental or socletal terms, in addition, individuals do not separate
aspacts of their tives, and accordingly, Issues such as economic factors,
political uncertainty, and family-spouse relations have been implicated as major
contributers to perceived stress, together with organisational factors In
individuals' work environment (Hendrix et al., 1891). Sources of stress extend
from the most immediate context of peoples’ livas to the outermost boundaries
of societies, Therusfore, a detalled treatment of stressors touches at one end
nn the macro-environment of inaividuals {Pearlin, 1682} and at the other end
on the imnediate working life of individuals (Bhagat et al., 1985), Therefore, a
mare holistic undarstanding of the eoffects of stress is achisved when
researchers examine the combined effects of life stress, arlsing from factors
external to the work situation, and organisational stress, arising from factors at
work, upen the individual (Bhagat et al.,, 1985; Hendrix et al., 1991),

Organisational stress

A conceptualisation of organisational stress

Organisational stross is defined as negative environimental factors or stressors
associated with a particular job that disrupt an individual's psychological or
physioiogical condition such that the Individual is forced to deviate from normal
functioning (Bhagat & Allie, 1989; Jamal, 1980}, Organisational stress has
been linkad to a diverse set of psychological, physiological and behavioural
outcomes (lsrael et al., 1988, Rice, 1992). Ample empirical avidence exists
which links work stressors o organisational outcomes such as poor Jjob
performance, job dissatisfaction, reduced organisational commitment,
performance and absenteeism (Cooper & Cartwright, 1994, Jamal, 1990;
Sullivan & Bhagat, 1992). Research als¢ suggests that organisational stress
has besn Increasingly Implicated In the aetlology of poor mental health and
psychosomatic lliness (Bhagat & Allle, 1989; Jamal, 1990; Rice, 1882).
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Environmental stress

Life evants may ba conceptualised at a macro-levs! in terms of stressors that
have their impact first of all on society at large and then on the individual
(Russell & Davey, 1993), The reiation between social events and personal life
events |s closer than It seems, bacause a major social event can be viewed as
a life avent that is experienced by many psople (Shiu et al,, 1993), For
example, macro-changes in South Afiica are evenis that have had
consequences for individuals as part of a community (Conner, 1883). Other
kinds of events or changes that affect individuais Include an economic
recession and unemployment (Catalano, Rook & Dooley, 1988), political
uncertainty (Hendrlx et al., 1991), urbanisation, crime (Muller, 1892), political
viclonce, changes In education, and an Incraase In cost of living (Bluen &
Ribelro, 1992). Evidence that life events on this level contributes to stress
exists (Russell & Davey, 1993). For axample, Shiu et al. (1993) found that
major soclal events such as crime induce high levels of strass-related Hinessas
in a large number of people. Research has also shown that various life
e.periencss such as soclo-economic disadvantage Is assoclated with signs of
distress and liness behaviour (Turton & Chalmers, 1980) and soclal and
pofitical events with decreased psychological well-being (Bluen & Ribeiro,
1992),

Little attention has been pald to the specific socia’ contexts in which people live
and how these contexts generate stress (Dresslor, 1991), Mariin (1989) has
called attention to the need to consider background strassors such as socio-
aconomic pressures, high unemployme=i, Intergroup tienslons, racial
discrimination and other stigmatised stressors. When these and related types
of societal stressors are omitted from conslderation, stress ressarch loses much
of its relevance {Levi, 1992). Handy (1988) maintains that because Individuals
tend to identify stressors in terms of lower-order constructs with tanglble effects
on thelr own lives, one cannot say that broader social issues are irrelevant to
individuals' experience. Therefors, 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 hiph 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 iife changes, towards an emerging appreciation of a more
compllcated interrelated system underiying stress (Monroe & Roberts, 1990,
Perkins, 1982).

Empirical research in the field

Research on life events has resulted in the development of modifled versions
of the original measures or different scales, resuliing in a iarge number of
instruments in use in a wide varlety of populations (Monroe & Roberts, 1890;
Perkins, 1982). The underlying propositlon of life events, that major changes
in our daily llves are shown to increase the probabillty of lliness, has yet to be
effectively disconflrmed (Neison &t al,, 1995), Research In the field has
racelved much empirical support, in that stressful events have been associated
with physical illness (Dresslar, 1891; Eden, 1990), psychological distress
(Brown, Harris & Hepworth, 1984; Bhagat & Allle, 1989; Shrout et al,, 1989;
Steffy et al.,, 1991; Wagner et al.,-1988) and behavioural symptoms of stress
(Hendrix, Steel, Leap & Summers, 1981, Keonan & Newton, 1985; Shiu, Hui
& Lam, 1983}, Collectivaly, riudies provide strong support for the existence of
a relationship hetween life event stress and a varlety of health-related
outcomas (Russell & Davey, 1893). Life event studies havs also been popular
in research in organisationaf seltings (e.g., Bhagat & Allie, 1989; Hendrix et al.,
1991; Ivancevich, 1986; Keenan & Newtori, 1985). The lifa event approach, In
addition to work related events, conveniantly Includes non-work rajated svents
which has allowed for measurement of sources of stress both internal and
extornal to the organisational sphere (Dooley, Rook & Catalano, 1987, Latack,
1984). Thus, research on life evenis has bsen concerned with both
environmental stress and orgénisational stress (Bhagat & Allle, 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
iife (Emmons, 1991). These hassles are life events axperienced on the rnicro-
level where the focus Is on minor stresscrs that people experience dally
(Russsll & Davey, 1993). Since it was Lazarus et al, (1985) that first
mentioned that it was hassles that uitimately had significance for outcomeas of
stress, it Is concluded that more exchanges are occurring between different
approaches of stress and that the wiliingnass to collaborate has Increased
(Vingerhooets & Marcelissen, 1988). Researchers have successfully utilised the
daily hassles within a life event framework (e.9., Chamberlain & Zika, 1890,
Emmons, 1991; Ivancevich, 1988, Russell & Davey, 1993; Wagner et al,,
1988},

Life event researchers recognise that not all events are random occurrances,
but rather often In part attributablz to actions of the subjects (Brown, Harris &
Hepworth, 1994), Llfe 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 betier representation of their
interrelations (Monros & Roberts, 1890). For example, it has been recognised
that not all life events are necessarlly cumulative In thelr effects, rather some
evenis may nuliify or naufralise the stress of previous experiences. Since iife
Is a process of adaptation, it is not surprising that many iife events reflect
altempts to deal with previous problems, In addition, instead of nullifying the
negative consequences of previous experiences, new events may exacerbate
the persistent stressful conditions. Hence, most life events are not isolated
experfences. Instead they are often the causes, consequences and correlates
of several reported avents (Monroe & Roberts, 1990),

Thess Interrelationships between evants have contradicted the notlons of event
Independency and additivity, however, It may be that such relations may be
relevant for ultimately ciarifylng event-disorder assoclations (Monrge, 1982},
In addition, & simple additive mode| {s insufficient for explaining stress, as
thresholds for the effects of slress may exist. For example, perhaps the
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Methodological improevements have included the specification of ambiguously
worded ftems and the elimination of events that might be Indicative of
symptomatology (Kessler et al,, 1985). Past studies have utilised items, such
as ll-health, that are viewed as consequences rather than as causes of
symptomatology, and have been included in both independent and dependent
variable scales (Monros, 1982). Ambiguously worded Hams on life event
Inventories have included itams such as 'arguments at work' and other related
ltems that are not operationally explicit and that can result in variability of
interpretation across subjects (McQuaid et al., 1892). Researchers have begun
to evaluate the utllity of using descriptive information ¢ events in order to
obtain more detailed descriptions of reported events to reduce variability with
life event scales (Shrout et al,, 1989; Gormarn, 1993},

Life svents research has also been criticised for ignoring certain classes of
stressors such as ‘non-events' and chronic stressors (Vingerhoets 8
Marcelissen, 1988). Yet, Perkins (1982) remarked that the absence of an event
(e.g., desired promotion) may simply be another event itself. Some of these
'non-avents’ (e.g., failure fo get expected promotion) have been Included in life
event checklists such as Sarason and Johnson's (1978) Organizational Change
Inventary {QCI). Furthermore, present life event s¢ales have been criticised on
the basis that they do not distingulsh between acute and chronic stress
{(McQuald et al., 1992). Vingerhoets and Marcelissen (1988) state that, most
stressors are typically enduring and cannot be seen as an acute or time limited
event, for exampie, events such as 'a disturbed relationship' or ‘conflict with a
colleague’. Furthermore, McQuaid et al. (1992) found In their study that over
a third of the stressors psople '~ -t In self-report life event checklists are
chronic in nature. Therefore, o ¢ sald that the role of chronic stressors
Is ighored.

Methodological recommendations have led to recent modifications of the life
event approach and current research (Schafer & Fals-Stewart, 1991; Vossel,
1987). Research has extended the conceptual meaning of life events to
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percaptions are determined by both the objective characteristics of the event
and situation, and personal dispositions (Bhagat & Allie, 1989; Russell &
Davey, 1993). For example, Ensel and Lin (1991} found that variables such as
self-esteem and sodial support mediate the relationship between lifa events and
psychological distress. In addition, Simons, Angell, Mohroe and Thase (1983)
found that cognitive factors such as dysfunctional attitudes and attribution styles
Influenced the individual's definltion of life events by lowering the threshold tor
raporting experiences as stressful, and influencing the degree - 'ch the
svent was perceived as severe and undesirabla. The findings s = .11 -aon's
{1991) study provided support for the idea that events and personality are not
indapendent, as even In the realm of events, when Individuals presumably have
less cholce as events are imposed upon them, there are stlll honrandom
finkages with personality attributes.

Methodological issues In the field

The manifold critlcism of Holmes and Rahe's (1967) central assumptlons of
non-spacifity and an equal impact of events has led to varlous 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 {lvancevich, 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 & Howaell, 1988). Yet, life evant researchers have
assumad that thls would change v .« the methodological refinement of
measurement Instruments, In that if the magnitude of life events could be
Inclsively measured, the predicted relatlonships would emerge (Monroce &
Roberis, 1990).
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Organisationai change as a strassor

Much of the literature regards organisationa! change as pesitive and
progressive, its purpose as planned innovative intervention effort.. 1 fiagnose
problems, improve efflciency, and malntaln organisational imp vements
{MecKendall, 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 fallure (Amburgey, Kelly & Barnett, 1993; Manz,
Keating & Donnellon, 1990, Offermann & Gowing, 1680), Yet, only a few
theorists have examined the ramifications and consequences of negative
organisational char.ge (MocKendall, 1993; Nslson et al,, 1995},

While some changes may be positlve rather than negative, there are often
unintended negative consequences of change, making change not always
deslrable or beneficlal to all organisational members (Levi, 1992; McKendall,
1993), For employees, change is only positive to the extent that it improves or
lsaves unalterad the employea's current or future work situation (Westlander,
1888}, When change [s Imposed agalnst employses' wil, it produces frustration
and vulnerabllity (McKendall, 1993) and threatens their personal identity, their
job roles, career paths, status and power within the organisation (Callan, 1993;
Travers & Coope:', 1993), How, aver, whether change Is Inltially percelved as
positiva or negative, i Is usually accompanied by resistance (Costsee, 1983,
Conner, 1993; Wolmarars, 1995}, Peopie 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 &
Ivancavich, 1990; McKendall, 1993). Change means that employees will have
to develop new patterns for managing their situation as the goals and structures
of the organisation shift (Nadlsr, 1981). Employees may expurience stress due
to the shifiing and redefining of work roles, since it Is difficult for amployees to
maintain anh adequate understanding of their work roles during the changing
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As the workforce has continued to diversify, organisations have experiencad a
nsed to be attunad to the potentially different norms and expeciations of
various groups, Thus, the traditional organisational focus on conformity has
had to be replacad by an understanding of intagration (Offarmann & Gowing,
1880). In addltion. there has been a changing profile of the workforce, in that
employae affitudes and values have modified to Increased desires for
autonomy, participation, self-deveiopment and decision-making (Conner, 19¢3).
Socio-polltical change and & workforce that is besoming more educated brings
high levelr of expectations (Horwitz & Tawnshend, 1993). Due to such
¢hianges, enormaus challenges lie ahead of South African orgenisations, in the
design and implementation of development jrrogrammes that are adapted to the
differing first world and third world needs of the South African workforce
(Tempior ef al., 1992).

In response to an economic decline, and the changing nature of the external
environment, organisations have exparlensed radical transformative change
{Callan, 1993; du Toit, 1993), resulling In a number of trends. Thera have been
technologleal changes (Bargal et al,, 1992; Goffee & Bcage, 1992; Parsons,
Linden, O‘Conner & Nagao, 1981), the number of mergers and acquisitions
have increased (Cartwright & Coopar, 1883; Matteson & lvancavich, 1990), new
govemmental policles (Westiand. , 1889) and South Africa's reacceptance by
the international community (Horwitz & Townshend, 1993; Westoott, 1995),
These trerids have presented new challengas for management, but at the same
time have been foliowed by the need to downslze and accomplish workforce
reduction, lay offs, early retirement, job transfers, changes In top management
and management practices (Offermann & Gowing, 1980}, Such changes have
altered the work experiences of many employees, demanting ther to adapt to
uncertainty and instabllity In their work lives In the face of constant change and
decline {(3xwaia, 19986; Jick, 1988).
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Qraanisational chanae

Change in South African organisations

Busingsg organisations are Inextricably lnked fo soclal and political
devaloprients in the South African soclety (Templer, Beaty & Hofmeyr, 1992,
Woerth, 1984). Such developments in South Africa have necessitated the
formulation of new enirepreneurial goals, objectivas and standards to ensure
that organisations survive the turbulence that accompanies fundamental
gnvironmental changes (Mdonge, 1988). in the presence of changing
environment, organisations have to strive to maintain competitive, and at the
same time ensure a better working environment, and as a result, changes ha /e
to be Infroduced to ensure ongoing organisational effectivenass (Francascalo,
1992; Offarmann & Gowing, 1990),

South ~irica has been faced with a comprehensive culture change such as &
change In valuss, norms and accepted behaviour patterns. This cultural
change has penetrated organisations, damanding changes in their entire value
systems and cultural frameworks (du Toit, 1993, Gluckman, 1990; Gxwala,
1996), Organisations have been confronted by demands for new managsement
philosophies and personnel policies such as equal opportunities, affirmative
action, the sbolition of discrimination, and the introduction of economic Justice,
all of which reflect demacracy In the workplace {du Toit, 1993; Schlemmer,
1991; Templer et al.,, 1992; Ventar, 1994). Organisations are focusing on
issues such as raclal stereotypes, prejudices and fears, communication barriers,
interpersonal conflict, and the development of a working knowladge of different
group norms, attitudes, perceptions, cultures and languages (Templer et al.,
1992), Furthermore, organisations are having to develop new vislons for the
future by Introducing parliclpative styles of managememnt, training and
developmental programmes, flattened management cultures, a culture of
ownership and pride, and providing social investiient Inte employess' personal
livas and in the communlty {(Mallmela, 1694).
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South Africa has resulted In the experlence of displacemeant for many people,
in that they have had to adapt to situatlons which ars unfamiliar, This changed
experisnce has resulted In parceptions of threat (Muller, 1992). Moreover, the
dramatic socia! upheaval has further engenderad feelings of helplgssnass in
individuals (Simpson, 1993a). Even though definite improvemants have
ocourred, factors such as unemployment, poverty, violence, high crime rates,
backlog of housing, Inadequate education and poor community facllities
contribute to high levels of stress (Jerusalem, 1983; Odesnik<-Duke, 1920),
Expactations of redress and progress after political transition have been well-
formed, yet, experionce eisewhere has indicated that progress In reducing
ihequality Is slow and difficuit. Thus, soclo-economic Inequalities hetween
races are likely to persist, resulting In the continuance of social and political
stress in the future (Schiemmer, 1991).

The reiationship between the community and the workplace is reclprocal, in that
much of the tenslon, fear and insecurity from the political and social upheaval
can manlfest itself in personal domains of individuals such as the workplace
and famllizs (Simpson, 1893a), Thus, In a soclety as thoroughly politicised as
South Africa, the style of politles inevitably spliis over Into other dimensions of
society as people seek to rasolve thelr social, sconomic and domestic problems
(Simpson, 1983b). Tharefare, in South Africa, the non-work and work lives of
individuals interact to the extent that the attitudes and behaviour of individuals
in organisations are influenced by experlencas in the macro-environment
(Qdesnik-Duke, 1990).
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absent health care (Nightingale et al., 1990). In 1994, it was stated that more
than 12 mililon people in South Africa did not have adequate drinking water and
nearly 21 million lacked basic sanitation (SAIRR, 1998), A report on health
published by the World Bank in 1993 sald thiat South African health indlcators
were In many cases far worse than those of other countries of compareble per
vaplta income (SAIRR, 1994).

The struggle for land, housing, social services and jobs is likely to continue and
intensify in the future (Saff, 1994). The effects of apartheld will persist for
years, i parl because of the continuance of factors such as high
unemployment, deteriorating standard of living, and denial of baslc survival
needs such as sheller, baslc services and sacurlty (Koetz, 1984}, and bacause
of the widespread attitudes that have encouraged racism and prejudice against
the poor which will take time and commitrment to change (Nightingsle et al.,
1990) Thus, achieving the goals of sconomic transformation, namely
sustained grewth and redistribution, requiras a huge array of reforms (Cramer,
1994)

Soclal change ag a stressor

Concarng over the form the new South Africa within the social and economic
tervaln, include fears about stabllity, economic growth, productivity, the quality
of education, taxation, nationalisation and iand distribution (Matimela, 1994).
Tha creation of a new future, and the adjustment to major redafinitions of
sacial, political, cultural, and organisational foundations in South Afrlca has
created feelings of uncertainty and siress among individuais (Coetses, 1963},
In addition, South Africans have expetienced high lavels of anxiety and distress
as a natura! respense to unnatural stress situations unlque to the country
(ewes, 1985; Turten & Chalmers, 1980). Due to political oppression and
aconomic disparity, apartheld has been a cantributing aetiological factor in the
onset of nsychological difficulties, such as a ssnse of powariessnass and lack
of control (Kagee & Price, 1894). In addition, the changed social contaxt In
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The country has experlenced & declining rate of real economic growth (Saff,
1994), which has been exacerbated by the situation In the homeiands, Past
apartheld policies have concentrated millions of blacks in homelands, in the
countries least productive and most ecologically sensitive areas, With severaly
eroded land, little capital and faew skills to manage resources, 10ss of resources
combined with a lack of employment and soclal trauma of apartheid, a
subsistence crisls in the homelands has developed. A consequence of this has
been thousands of people migrating to the cities, resulting in rapid growth of
squatter settlements and townships that are rife with poverly and discord
{(Homer-Dixon ot al., 1993).

Hence, South Afrlca's urban landscape has undergone a period of rapld
change, mainly caused by increasing levels of black urbanisation coupiad with
shortages of affordable land and housing for the poor (Saff, 1994). The black
population In urban areas has risen rom 8,5 mililon in 1885 to 14 mililen 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 & million to 8,2 million (SAIRR, 1994}, In the 1990s,
there have been changes In the raclal structure of urban areas. There has
heen a desagregation of the inner clty and of 'whlie' suburban areas. This
desegregation has been class-based with access determined by wealth rather
than race (Saff, 1994). In addition, a shorifall of low-income housing has led
to the formation of informai setflements on the outskirts of townships and
suburban areas, which has threatened the interests of the more affluent,
predominantly white classas (Saff, 1994).

The housing system Is In a state of wisls, in Addltion to the massive backlog
of homeless people, the quality of » vusing and assoclated services Is dismeal
(Cramer, 1994), For examp!=a an astimated 23 million people are without
household electricity (SAIRR, 1995). Townships have little access to water,
electricity, adequate housing, appropriate sewerage disposal. Thus, diseases
are gommon, as a consaguence of both poor living conditions and Inferior o

34



The absence of soclally regulative mechanisms and the spiralling cuiture of
violence has led to incraasing crime (Morris & Hindson, 1992), In addition, high
expectations of redress among people, and the struggle ¢f the state to deliver
Jobs has made people more susceptible to violence and crime (Koetz, 1994).
According to the South African Institule of Race Ralations, intemational
comparisons show ctime per capita in South Africa to ba higher than in other
countries, and Johannesburg rated as one of the most crime ridden clties 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%, robbety by 109%, housabreaking by 71%, car theft by 84% and rape by
62%. Over the same period the population Increased by 26% (SAIRR, 1994).
in the perlod from 1989 to 1994, armed robberles Increased by 97% and
murder by 48% in the country (SAIRR, 1985}, Analyses of reported crime has
indicated that township residents tend to be the victims of more viciant crimas
against the person, such as assauit, 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 turmoll on education for black South
Africans has bhean devastating. Education amongst the black population has
been characterisad by highly politicised students, vandalism. a high drop-out
rate, and continuous disruption of altendance at schooi, a smail percentage of
black students reaching matric, and low mattic pass rates (Bennell &
Monyokolo, 1994). Teacher strikes, pupll boycotts and violence escalated to
such a high lavel that between January and August 1993 there were 29 111
raported Incldents of non-attendance at schools (SAIRR 1994). The deflance
campaign conducted by teachers in 1893 had a devastating effect on
education, as tegchers participated in & long strike and refused to prepare
lessons and perform administration tasks (SAIRR, 19985), The overall matric
pass rate In 1892 was 44% for black puplls and 98% for white pupils, with a
large group of the black pupils who obtained thelr matric belng not fully !iterate,
and therefore inadequately equipped to enter the labour market (SAIRR, 18284),
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but the stability of the deslired state Is yet to be attained (Conner, 1993). These
uncertainties and confradictions that arlse as a result of extensive societal
change act as precursors to stress (Pearlin, 1982),

Social change

Soclal change in South Africa

South Africa has great economic potential and an infrastructure that Is in parts
woll developaed. Yet, there are high rates of poverty, crime, unemployment, and
disease. Soclal dlvislons have been entrenched by & dramatically skewed
provision of education, health and housing, and public services have been
Implemented In & system of extreme mismanagement and inefficlency (Cramer,
1694). Insquality in soclo-economic clrcumstances Is very large and has
coincided with race boundaries. There s differentiation in Income, sducational
attainmaent, lifestyle, residential circumstances, and access to amenities and
services (Schlemmar, 1991). As a result, South Africa at r.resent Is in a crisis
state due to the inabllity of the state to develop a soclal and acenomic policy
that adequately responds to the needs of its people (Taylor, 1984},

Every aspect of economic life has been distorted as a result of apartheld. A
survey conducted by the Cer'ral Statistical Services stated that the official
measure of unamployment In South Africa was 4,7 million, approximataly one
third of the economicaily active population (Westcott, 1998). Furthermore, there
Is a clear Indication that the employment crisis has deepened. Bennell and
Monyokolo (1994) examined overall rates of unemployment in 1992 among
1984 and 1288 school isavers. There was & sharp increase in the incidents of
unemployment rates from 14.4% for males and 18,9% for females in the 1934
school-leavers, to 30.L% for males and 44.1% for femalas in the 1888
school-leavers. The unemployment rate amongst undereducated and unskliled
youth Is even higher, [eading to & life of crime and detinguw, icy (Taylor, 1994).
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insscurity over their future under majority rule {Homer-Dixon, Boutwell &
Rathjens, 1993). A survey conducted in 1994 showed that substantial portions
of the black population were optimistic about the future, whereas whites were
less anthuslastic, In that they fearad the future of the country (Markinor, 1994).
Comman 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 cauntry will be governable or well-governed, whether there
will be a rising standard of living, whether there will be a successtul first world
sector, whether black leadership will be able to moderate lis followers'
expoactations (Tucker & Scoft, 1992). Other faars Include, the threat of the
urknown, suc’: as the consequences of a black majorlty gevernment, fear of
new social reiafionships, .ar of losing power, con¥ i, status and privileges,
fear of losing the known and trusted way of life that white people lived
(Coetsee, 1983). As a result of the changed snvironment in South Africa, some
indlviduals have folt a sense of 10ss, such as a loss of familiarity, loss of status,
and loss of the certainty of a future, and consequently, have experienced
anxiely and stress (Mulier, 1992),

Even though the political transition in South Afrlca has been in a poslive
direction, with elactions as a major step forward fo natlonal reconcifiation, it
wolld be foolhardy to expect spontaneous harmony and understanding upon
the instaliation of the Govemmant of National Unity (King, 1984}, South Africa
is in an interim stage, batween the known past and the unknown future. This
ls & perplexing part of transition, since it is a stage between the ending and
beginning of a new phase, or & gap between the old reality and a new one
(Brldges, 1988). The old rules of polltics 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, 1983). This
experimeantal phase through which South Africa is undergolng, will continue until
the new political, soctal and sconomlic institutions aghleve legitimacy and
become fully functlonal (Gxwala, 1995). Thus, a volatils phase of the change
procass occurs whan the equiflbrium of the present stats has been disrupted
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ambivalence (Taylor, 1994), and has dlsrupted the soclal fabrics of
communities, reducing thelr abllity to govern themselves in the present or to
aducate thelr chlldren to be responsible, productive citizens In the future
(Tuckur 8 Scoff, 1992). To make rnatters worse, violence has adopted an
increasingly arbitrary and random nature as victims have been less and less
politically selected. The result of this kind of viclence Is that it has further
entrenched feelings of Insecurlty in people (Simpson, 1893a). 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
consequencs of this has been the development of a situation in which mistrust,
suspicton and Insecurity have become embeddad in the relationships between
South African people (Koetz, 1934), and in which fear and violence has
become part of the daily existence of Sauth African individuals (Taylor, 1994).

The process of transition has generated feellngs of uncertalnty amongst peaple
(Simpson, 1893b). Uncertainty has arlsen over the future of South Africa with
regard to constitutlonal, economic, political, ideological and soclal Issues
{Barber, 1994). In particular, there has been uncertainty regarding the nature
of the future government's policles, It has been anticipated that the future
government would probably provide some improvement to the economy and to
the llving conditions of a portion of the population. However, unzertainty has
baen expressed as to whether it would lift the economy out of Its historical mire
and provide a genuinely constructive response to the soclal and economic
challenges ahead {Cramer, 1994). ‘There have also boen fears over whethear
politicai campalgn promises would be unfulflied Malimela, 1884), or If there
would be a switch of polloy midway through the transition period, or very
serious disillusionment with the government before the next elections (Cramer,
19894).

It is recognised that change leaves Individuals with a sense of lack of control
over their own dastinles, and undermines thelr abllity to predict their futures
(Marrls, 1988), Accordingly, white South Africans have felt @ sense of
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value has led to a great deal of mistrust, inequality, disrespect and dishonesty
betweaen groups (Koetz, 1984). This sense of nationness' has been witnessed
in the strong resistance to change exerted by groups from the right and left of
the political spactrum (Costsee, 1993). Much resistance to change occurrad
In the perlod before elections, wheraby, political parties used violence to
undermine the procass of change (Simpson, 1993a) or to create destabiiisation
in order to obtain more poweriul bargalning positions with the governmeant
(Barber, 1994), Violence became an alternative form of participation for those
groups who did not want to enter negotiatlons. For example, the political and
soclal settloment 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
ldentity and material interest {Cramer, 1524), and because changes were
percsived to be incompatible with their values and customs typlfled by
traditionalism, conservatism, conformism and group solidarity (Coetsas, 1883).
Thus, a culture of intolerance has had its greatest impact from political party
rivalry, which in furn has stemmed from considerable fear underlying the
antagonism betwaen groups (King, 1994). Violence caused by political
competition and rivalry, was also used as a strategy to aliocate blame and
stlgmatise other organisations, and to bolster support for their polltical party
{Morris & Hindsor, 1982), The constant stalling of negotiations created a
climate of extreme Impatience and frustration (Simpson, 1993a), which resulted
In & sltuation of violencs sweeplng the country before electio1s (Taylor, 1994),

Political change as a stressor

There has been an abundance of evidence Indicating the readiness of South
Africans for political change {Costsee, 1993). However, from international
expetience, no country has made a successful transition to democracy starting
from an unfavourable position like thal of South Africa, wnh over a decade of
gconomic stagnation and outright decline In per capita incomes, with
inequalities of Income, ethnic rivalrles, and rsing levels of viclence (Tucker &
Scott, 1992). Confliet has made people live In a state of continued
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Schismmer (1991} states that South Africans are exceptionally highly
politiclsed, as the controversy which has surrounded South Africa's past poficies
has inculculated a high level of political awareness in the population. Decades
of authoritarlan control and curtallment of political activity, have producet a
culture of milltant anti-system protest, which having been a response fo
grievances, Is likely to persist as a response to socio-economic frustrations in
the years ahead. This political intensity has ganerated much vielence among
South Africans (Schlemmer, 1991), to the extent that the sustained nature of
conflict has bequeathr 1 & culture of viotence upon South Africans (Simpson,
1993a; Taylor, 1894) . This has been rooted In the notion that violence in
South Afrlca has become normaftive rather than deviant, and it has come {o be
regarded as an appropriate means of resolving political and social conflict, This
“Is visable across the entire political spectrum where violence has been
sanctionad as a means both of malntaining political power as well as an
acceptad means of attalning change or resolving confilct (Simpson, 1993a). The
sustained nature of conflict and tension is Indicated in the large amount of
deaths resuiting from political viclence, and the existence of ractal attacks and
intra-african conflict (SAIRR, 1995). This viclent ongolng power struggle has
been rampant largely within black townships, as a result of denled access to
education, health care, housing and work over so many vears, leading to
intense battles over competing claims for power and rasources (Tayior, 1994,
Tucker & Scott, 1992),

Causes of violence in South Africa have been a culture of intolerance and a
political tradition notable for its non-democratic character (King, 1994).
Moraover, the roots of violence are located not only In the divisions within the
black population, but aise in the divisions of soclety at large (Morrls & Hindson,
1892). South Afrlca has developed a fragmented nationai ldentity through the
coercion and exclusion of the majority of the population through apartheid
(Cramer, 1994). Conflict has arisen between groups, due to engendered beliefs
that thelr asplratlons cannot be achieved simultaneously, and perceptions of a
divergence In values, needs or interasts {Taylor, 1994), The lack of common
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the case of job insecurity, omployees influsnce thslr subjective reality by
focusing on situations that are not physically present and Instead may recall the
past oran..  ate the future. Jacobson's (1991&) description of job insecurity,
as an intermediate level of experlence, In which the individual assesses
whether the maeaning placed on events is seen as threatening and whether it
requires new adaptations, is aise very similar to the process of appraisal,

The present study conceptualises job insecurity within a stross framawork, in
accordance with other theorlsts who have examined job Insecurity from a stress
perspeciive (8.9, Bargal et al., 1902; Graenhaigh & Rosenblait, 1984; Kuhnert,
Sims & Lahey, 1889, Roskies et al,, 1983; van Vuuren, Klandermans, Jacobson
& Hanley; 1991). The literature recognises that iob insecurlly may be both a
stressful experience ‘or individuals (Klandermans et al., 1581} and a type of
cognitive appraisal (Jacobson, 1891a), Accordingly, it is propossd In the
present study that the experience of jon Insecurity operates as an appraisal of
stressful change, since both processes involve cognitive and affective
responses such as a sense of threat, unsertainty, loss and reduced controi,

Individuals have described jo. Insecurity in terms of a threat externally imposed
upon them and heyond thelr powar to influance (Jacobson, 1887). Individuals
noad stable and secure environments In order te fesl psychologically safe
(Schein, 1993), thus Iinsecurs environments tend t. represent threat.
individuals feel vuinerable wien they are subject to threatening evenis
{Jacobson, 1981a), because the unpradictable and ambiguous nature of such
events leads to confusing outcomes (Jacobson, 1987). Individuals are
threatened by new situations and axperiences (Muller, 1992) and find it difficuit
to complete iha lstiing-go process (Earnshaw et al., 1980). This is because old
ways provide a famillar and stable environment, whiereas the changes bringing
about feelings of Insecurlty and are threateninyg and unpredictable. Thus
externally imposed and unpredictable threats 12 job continuity have a highly
bewildering and disrupting effact upon individuals (Jacobson, 1887).
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Individuals' sublective expatience of job insecurty

The key featurs of job Insecurity is the subjactive or parceptus! nature of the
agsessment by the Individual (Bargal et al.,, 1882). The experience of job
insecurity can be described as an internal process, U Is a perceptual
phenomenon that is conceptually close {o a cognitive appralsal procass, In that
It depends ai the individual's Interpretation and evaluation of events in the
etwironment (Jacobson, 1891a; 1991b). Thus, the concept of appraisal plays
an important part In Job insecurlty, in that the individual will only axperience
Insacurity from an ohjective event, if the indlvidual subjectively perceives threat,
The cognitive appralsal process evaluates whether and when threat will oceur,
what the consequences will be, and whether, fo what exient, and hoew the
individual ean manage the threat {(Jacobson, 1987).

Baum, Singer and Baum (1981) describe tha appralsal of & strass situation as
atype of cost-rewards analysls, whereby the individual evaluates the perceived
severity of the stressor and the judged I(ikellhood of the stressors
consequences having an effect on the individual. Aspects such as percaption
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 strassor IS seen as unpradictable, greater costs {o the individual will be
exactad. This description of appraisal s very similar to the psychologival
process of job insecurity. Reskies and Louls-Guerin (1990) lliustrate this point
by stating that the experlence of job insacurlly, llke psychological stress
depeands upwn the individual's evaluation of the situation as threatening, and it
is the perception of threat rather than the cheracteristics of the situation per se,
that determine whather or not the clircumstances are appraised as strassful or
causing Insecurity. In addition, when an individual expenences percelved
powerlessnass, ke with lack of control, great costs to the individual wilt be
axacted. Edwards (1992) also discusses the appralsal of stress with reference
to job Insecurity, e maintains that employees do not passivaly recsive
external stimuJli, bu! instead aclively consiutuct thelr own sublective reallty. In
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Greenhalgh and Rosenblatt (1984) maintain that to possess adequate content
validity, & measures of job Inssourity would have to encompass both the severity
of threat and the employees’ sense of powerlessness to avert the anticipated
loss. Thus, the dimenslens of Job Insecurity are related multipilcativaly, as
follows:

20 Insecurity = perceived severity of threat X parcelved poweressness to resist
wirgats

The relationship Is multiplicative in the sense that if either of the factors is
ingignificant the degree of experienced job insecurity also s insighificant
(Greenhalgh & Rosenblatt, 1984).

Greenhalgh and Rosenblatt (1984) extanded this definition in stating that the
assessment of threat severlty 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 featurs, and the number of sources of
threat, Whereas, assessment of poweriessness would encompass the number
of areas In which individuals experience a power defickt. Following this
conceptualisation, Ashford ot al, (1889) defined Job Insecurlly as a
multiplicative combination of importance and threat of foss of job featuras,
Importance and threat of loss of job itself, and a sense of powerlessness to
provent a loss. Job Insecurlily was operationalised as follows:

Job insecurity = [{importance of job features x likelihood of losing job feature)+
{importance of job loss x likellhood of job loss)] x percelved powerlessness to
resist threats

ielr study supported the use of a multiplicative measure cather then &
measure of separate componants of the construct, In that the multiplicative
measure had higher correlations with varlables than did its compunent parts
{Ashford et al., 1888},
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Greenhalgh and Rosenblatt (1984) proposed that perceived job Insecurity
shouid be conceptualised as heing comprised of the dimensians of perceived
powerlessness to counteract threats to ones' job, and perceived severity of
possible results should job loss oceur,

Severity of threat, or the degree of parcelvad threat, to continuity In & work
situation depends on the scope and importanca of the potential loss, and the
subjective probability of the loss occurring. The subjective probabllity of the
loss occurring depends o the nature and the number of sources of threats to
continuity. A threat to an Imporiant job feature will contribute more to Job
insecurity than will & threat to a minor feature, and the more featuras that an
Individual ‘percelves to be threatenad, the greater the amount of insecurity
experienced (Greenhalgh & Rosenblatt, 1884). in addition, the more an
Indlvidual values his or her present Job, the more they depend on it for
acquiiing valued features of that job, and thus the greater the percelved
severity of job loss (Klandetmans, van Vuuren & Jacobson, 1991).

Sense of powerlessness is & Important element of job insecurity because it
exacerbates the experlenced threat (Ashford et al, 1989; Greenhalgh &
Rosenbiait, 1984), Powerlessness encompasses &n Individual's ability to
counteract the threats identifled by the Individual, Thus, even If individuals
perceive & threat to their jobs or job features, indlviduals whe have the powar
to counteract the threats are low In powerlessnaess and therefore should not
experlence much Job Insecurily (Ashford et al, 1989), A sense of
powerlessness may result from various factors such as a tack of protection at
work from unions or employment contracts, or from unciear expectancles, in
that the Individual may not know what corrective action to take to avold tha
threat, The organisation's culture and dismissal prosedures are further factors
that affeot the individual's sense of poweriessness (Gresnhalgh & Rosenblatt,
1984).
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Co allsation and operationallsation of lob Insegunity

Jacobsorn (1991a) malntains that In defining the experlence of job insecurity
three distinctions must be considered: Insecurity as an objective or subjective
phehomenon, insecurlty as a cognitive or affective quality, and Insecurity abgut
the continulty of one's job or aspects of ona's job. Insecurity is a subjective
phenomenon in that avents that objectively cccour are percelved 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 (19912) stated that Job insecurity differs irom
actual job loss, in that job loss is unmistakably revealed by fact itself, whereas
Job insecurity is cued by one or more inferentlal events which are parceived as
threatening Indicators. Therefore, Job loss or unemployment is an objective
state of affairs for the indlvidual, whereas job Insscurity is a perceptual
phenomeanoh resting entirely on the individual's subjective evaluation. The
exparienca of Job insecurity ccours in a setting with minimum socla! visibliity,
Int that it is not a clear-cut transition like actual job loss (Jacobson, 1987). it
exists inside individuals as a resuit of perceptions and cognitions. Accordingly,
it is not open to direct cbservation, but rather is a construct which is inferred
(Jacobson, 1991a). The cognitive aspect of job Insecurity relates to the
individual's bellefs of the ikellhood of losing the job, whersas, the affective
componeant of insacurlty, is the concern about the likelihood of Josing continuity
in ones Job (Jacobson, 1891a).

In the past, job Insacurity has baen conceptualised and measured as a simple
global varlable, for example, "how satlsfied are you with the amount of Job
security you have?" The danger of using only a global measurs of a complex
variable 1s that different respondents may use the same respense to refer to
quite differant aspacts of the phanomenen (Greenhalgh & Rosanblatt, 1984),
Job insecurlty, therefore, cannot be captured by a single or glebal varlable,
since the subjective threat invalved In job insecurity Is multifaceted and complex
(Ashford et al., 1989; Greenhalgh & Rosanbiati, 1984).
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Maodels of [ob Insecurity

Although attempts by theorlsts such as Graenhalgh and Rosanblatt (1984) and
Astford et al, (1988) to conceptuallse perceived Job Insecurity are established,
the construct of job Ihsecurity nus not received significant attention from
rasearchers {Kuhnert & Palmer, 1981; Orpen, 1983). Few studles have
focused on Individuals' perceptions of job insecurity {(Jacobson, 1987; Kuhnert
& Vance, 1992) and its effects upon Indi;vlduals (Earnshaw et al., 1980),

Greenhaigh and Rosenblatt (1984) provided the first theory-basad perspective
of job insecurity. They pressnted a model of the nature, causes and
consequences of percelved jou Insecurity. According to this modsl, objective
thraat of job loss was transmitted to the Indlvidual by intended and unintended
cues from the organisation and employees. For example, Insecurity emanated
from sources such as official announcements, unintended organisational clug~
such as a reduction of a budget, and rumours, The indlvidual altended 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
decreasad effort expenditure at work, increased resistance to change, and a
greater likellhood of leaving the organisation. The model also proposed &
varisty of potential moderators of the (Inkages between the antecedents and
percapllons of Insecurily such as locus of control, work orientation and
a utlon tendencies, and moderators batween perceptions of insecurity and
rew. .,ons to these perceptions, such as soclal support.

Ashford et al. (1989) extended the model of Greanhalg:: and Rosenblatt (1984},
and conducted an empirical examination of job insecurlty. Thay developed a
complex multiplicative measure of job insscurlty to test hypothesas about the
causes and consequences of the construct. Hypotheses regarding potential
antecedents of Insesurity, such as organisational change, role ambiguity and
Jjocus of control wers supported. Job insecurity was found to be significantly
related to atlitudinal reactions such as iIntention to quit, organizational
commitment, trust in the organisation and job satisfaction.
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CHAPTER 4,
JOB INSECURITY

Job insecurlty has become a matler of critical importance in South Africa. This
is because the current rate of unemployment is very high and the rate of
worker-lavel employment s lower than it should be in South African
organisations (Weslcolt, 1995), Prelenged sconemic downturn has led to
organisational responses such as mergers, takeovers, downsizing, closure and
relocations, which in turn have been the causs of retrenchinents and major
changes in employment, the curtaiiment of privilegaes and expectations of the
job, and a rapidly changlng Job structure (Greenhaigh & Rosenblatt, 1984). It
has baen noted that employees who have not lost thelr jobs may experience
uncertainty over the continuity of thelr employment (Bargal et al,, 1882}, cralse,
may be subject to pressures to modlfy thelr Jobs and accept different
smployment conditions (Jacobson & Hartley, 1991). The experience of job
insacurity Is not limitad solely to organisations in ¢rises, but can exist in any
healthy organisation {Hartley et al., 1891). Thiz is because the condiiions that
give rise to insecurily, such as acquisitions, mergers, Jeb changes, and
Increased competitlon, already exist or can suddenly ocour in any erganisation,
making any individual In any organisation potentially vulnerable to job Insecurity
{Reskies & Louis-Guorin, 1980), Consequantly, Job Insecurity has proliferated
in the work environmant (Kuhnert & Vance, 1992), transforming traditionally
sesure Jobs into inseoure onas (Roskles, Louls-Guerin & Fournlar, 1993). Thus,
the uncertainty and instabillty of work due to constant organisational change
and decline has created an insecure work environment for employess (Jick,
1988}, causing feelings of streas, and Insecurity regarding the nature and
continuad existance of their jobs (Ashford et al,, 1989},
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ocourring as South Africans are awakenlng to the realisation that everything
has changed. Since outside experlences affect individuals’ attitudes at work
{Bhagat et al., 1985, Odes~lk-Duke, 1990), It follows that individuals' feelings
of insecurlty experienced In thelr life in general, will spill over into thelr work
environmant affecting thelr work attitudes, and In particuiar engender feslings
of job Insecurlty. Hartley, Jacobson, Klandermans and van Vuuren (1891)
suggest that job insecurlty can be seen as & manifestation of more general
uncertalnty people experience throughout thelr lives in modern soclety, As
peoples' jobs are a major part of thelr lives where they are provided with the
opportunity to achieve personal feslings of growth and advancement (Goffee
& Scase, 1992), a senss of disruption, threat, uncertainly, loss and raeduced
control felt in the lives of individuals will undermine the achievement of these
goals, leading to percelved Insecurlty in thelr jobs.

The present study views change as comprising political, soclal and
organisational changes. The literature demonstrates that the expectancy of
change, as well as actual changes, and fears for the future, are associated with
incraased stress (Ashford, 1988; Cartwright & Cooper, 1993) and that changes
lead to feelings of thraat, powsrlessness and insecurity {(Ashford et al., 1988).
Accordingly, the present reasarch approach to stressful change Is that It results
in affective outcomes related to stress and job insecurity.
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negative outcomes. If Indlviduals perceiva the environment as threatening, and
become overwhelmed by the difficulty of decislons and the consequences, they
may hegin to display dysfunctional behaviours such as, apathy, withdrawal, a
sense of purposelessness, lack of confidence, hypersensitivity, ard mistrust
{Veldsman, 1993},

Reactlons to stressful environmental change

individuals experience & sense of security, stability and order through the
developed structura In both thelr private and work lives (Goffee & Scase, 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 (Schwelger & Ivancevich,
1985). The introduction of an uncertain future in South Africa (Gxwala, 1995)
is likely to disrupt established patterns, and cause indlviduals to feel as If they
have lost control over Important aspects of thelr environment (Conner, 1993},
and when indlviduals' sense of control or predictability of their llves are
threatened, strong reactions of powerlessness and insecurity are Induced
(Ashford et al,, 1988). Insecurity ls thus an Iinevitable consequence of change
(Groenhalgh, 1982). This is reflected in the process of transition in South
Afrlca which has resulted in a whole society experlencing dramatic polltical and
soclal change This process has been enduring and beyond the control of the
average individual, and has generated deep-rooted insecurity among South
Aftlcans (Simpson, 1993b), Similarly, the experience of a contracting economy
with is inevitable consaquences of organisational changes such as increased
Insolvencies and job losses has left employees feeling helpless, out of control
and insecura {(Simpson, 1993b). Faar of the unknown confllcts with individuals'
deslres of security, producing anxlety, and reducing personal sense of control
(McKendall, 1993). Werth (1994) reports that the drastic changes in the
country and in organisations bring about a loss of certainty about the future,
foss of securlty, 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 appralsed as stressful {(Jick, 1985), Studies have
reported that the frequancy and intensity of changes are significantly assoclated
with Increased feelings of subjective stress among Individuais (Motowlidlo et al.,
1986; Travers & Cooper, 1993), Gibson (1983) found that individuals
expressed a preference for low levels of change, in that rapid changes
significantly altered indlviduals' work roles, lea. .1g o low levels of job
dissatisfactlon, whereas a low amount of change had no negative impact. Shiu
et 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 the duration of time. For example, Manz et al.
(1990) study demonstrated several emerging themes during a period of
organisatlonal change. Employees displayed Inltial susplcion, uncartainty and
resistance towards a new work design. They viewed It as a personal threat
over which they had little control and In which they percelved little potential
benefit for themsalves. However, gradually they realised and accepted new
possibilities posed by the change, which led tn the individual's endeavour to
develop and adapt to new modes of behavlou®, This demonstrates that change
may be ultimately adaptive, but only after enough time passes for the individual
to adapt to the disruption (Amburgey et al., 1993). On other oceaslons, change
processes may be very strossful for employees, that at the time, the short term
costs could cancel out the benefits in the jong term (Karaselk, 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 psychosoctal dynamics
accompanying change, will also influenca individuals’ appraisal of change and
detarmine whether individuals will respond in an unhealthy way {Veldsman,
1993), Henee, the manner In which changa 1s implemented is related to the
outcome of stress (Travers & Cooper, 1993), Indlviduals need support and
guldance In order to adjust to the changes and to avold stress (Gluckman,
1980), A lack of support to enable employees to cope with the new realitles 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 famiiiar old
culture (Callan, 1893) and having to relinquish old attitudes and behaviour
(Bridges, 1988), for example, South African organisations are having to
renounce thelr old corporate cuitures based on authoritarlan top-down
management paradigms (Gxwala, 1995), The old way of dolng things becomes
embedded In a stable and predictable environment, whereas efforts to try new
things have In tha past often led to fallure. Indlviduals thus experience a sense
of threat and emotional difficuity when undergoing learning experiences
(Schein, 1993). The greater the amount of adjustment required by changes,
the more stress it produces amongst indlviduals (Ashford, 1988; Matteson &
lvancavich, 1980).

Indlviduals' ralsal of change

Changes result in distinct psychological consequencas for different indlividuais,
For example, change may have positive consequences, have no significant
effect upon indlviduals, or else, change may hava negative effects, leading to
minor disappaintments or stress (Westlander, 1989). Llke any potential stress
inducing event, whether the change wlll'be construed as a source of stress, will
depend on how the Individual appralses ard evaluates the significance of the
svent (Pollock, 1988), Stress arises more from the percemions which
employegs have as to the likely changes which may result, rather than the
actual changes themselves (C. wright & Cooper, 1984). Only f the event Is
perceived as having costs for the individual, vl the event be classifled as
strossful (Matteson & Ivancevich, 1980). in addition, reactions to change
depend on the extent to which individuais are awara 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 (Costsee, 1993),
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slituation (McKKendall, 19838). Through soclalisation and training, employees
devalop the skills nesded for thelr jobs, and this capability glves them a sensa
of competency and control, Thus, when chanrgs is introduced, employess must
adapt by developing new skills (Ashford, 1988). Employees are often unable
to cope with the discrepancy between thelr current levels of training and skills,
and those now raquired with the change (Callan, 1983). Loss of competency
may resuit from changes, and thus employess percelve change &s increasing
their risk of fallure (Amburgey et al., 1993). Employee : may then experlence
anxiety, associated with the inability or unwillingness to Isarn samething new,
because it appears too difficult or disruptive (Schein, 1893),

Muller (1992) proposed that when individuals experience changes in the Souvth
Afrlcan business environment, and changes such as a new job, promotion, or
company restructuring, they experience some form of threat es a result of
having to adapt to a situation which is unfamiliar (Muiler, 1992), A further
psychological sutcorne of change In South Adtican organisations Is uncertainty
(Werth, 1994; Wolmarans, 1995). Empioyees feel uncertain ebout how change
will affect the nature of their work, career paths and cowarker relations, With
new procedures and social norms, employees become uncertain about which
behaviours are appropriate and how their future behaviour will be evaluatad
(Ashford, 1988), Organisational change aiso implies g certain amount of loss
(Wolmarans, 1995). Loss may be felt in a number of featuras of an individual's
work through changes in procedures, including, a loss of status, loss of powsr,
loss of position, loss of knowledge, loss of networks, and loss of job role ar
definition (Greenhaigh & Rosanbiatt, 1984; Muller, 1982). A loss of work role
makes emnloyees become unsure about the behaviour, attitudes and values
associated with thelr position, and accordingly they experience a further loss,
of identity, status, and self-worth (Schienker & Gutek, 1987). Moreover, as
change, by Its nature Is unpredictabie, individuals feel a loss of the known and
a lack of control (Zallan, 1993). Due to the proliferation of change in South
African organisations, it is likely that individuals will experlence a loss of
certainty of thair {uture and a loss of security in their jobs (Werth, 1994).
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+Job dissatisfaction

Job satisfaction reflects a positive emotional state resulting from the parception
of oneg's jeb as fulflling (Locke, 1983). Alternatively, tha experience of job
dissatisfaction is an unpisasant psychologlcal state for the individual, as it
means the employee is In a job that would preferably be aveolded in soms
respacts (Locke, 1983),

Job satisfaction is 8 common outcoma of slress in organisations (Bhagat &
Allle, 1989, Cooper & Cartwright, 1894; Dacker 8 Borgen, 1893; Jamal, 19980,
Sulilvan & Bhagat, 1992). | Is addltionally related to the broader anvironment
due to an interaction of the work and non-work domains of Individuals' lives,
Consequently, there (s a splllover of the effects of fife stress on organisational
outcomes such as job satisfaction (Bariing, 1990; Bhagat et al., 1985, Odesnik-
Duke, 1090). Empircal studies indicate that stressful events experlenced by
individuals are consistently related to deuvreased levels of job sailsfaction
(Bhagat & Allie, 1889, Bhagat et al,, 1985; Biuen & Bariing 1987). In a study
conducted within multiple industries on over 3 000 subjects, Steffy et al. (1890)
demong\ ated a signiflcant association between stressful life events and job
dissatisfaction. In addition, the ocourrence of stressful organisational change
has been assoclated with decreased levels of job satisfaction {(Neison et al.,
1985; Sutheriand & Cooper, 1992).

People respond affectively to jobs in terms of how they represent or perceive
the job, Therefore, to the extert that Job insecurity represents a constellation
of percaptions regarding possible negative task events, it will be likely to have
a negative effact on Job satlsfactlon as the primary affactive response to a job
(Ashford st al., 1089), Moreover, job insecurity may cause & decreass in the
intrinsic appeal of the job as employees may parceive that they are parforming
thelr tasks in order to maintain their job sacurity, The perception of being
sxtrinsically motivated may therefore make it difficult for employses to
exparience the intrinsic appeal associated with theair jobs (Brockner, 1988). In
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decreased emotional well-being, In that the women experienced a loss of
identity, withdrawal, a loss of trust, & betrayal of expectations, self-doubt and
depression (Earnshaw et al., 1980). In a study by van Vuuren et al. {1891),
employses who felt insscurs about their jobs reported more nervousness, guilt,
sadness, fear and anger, and less pieasure and salf-confidenca than
employeas who did not feel insecure. Job Insecurity has also besn identified
as a predictor of increased medical consultations for psychological distrass
(Cataiano et al,, 1988). Similarly, Joelsont and Wahiquist {1987) found that
employaes who experianced problems such as anxiety and unceriainty about
job stabllity sought more psychiatric help.

It appearé that the accumulation of nagative emotions resuliing from the
axperlance of job insecurity causes a deciine In psychologleal weli-being
{Wilson et al,, 1893) and &an increase In symptoms of lli-health (Kuhnert et al,,
1988), such that the level of distrass rises proportionately with the degree of
insecurity experlenced (Roskles 8 Lolus-Guerin, 1980; Schweiger & Ivancavich,
1988), A study by Dekker and Schaufeli (1994) reported that following
organisational change, job insecurlly was assoclated with a deterloration of
psychological health, It is thus possible that If change engenders negstive
amotions such as feelings of uncartainty, threat, sense of powerlessness, and
other related emotlons inherent in the Job Insecurity experience, the individual
wlll experlence psychological distress. A study by Glliis (1982) provided
sunport for the notion that it s dysfunctional attitudes, and not the individual's
actual circumstancs, that has a direct relaticn with psychological distress.
Moreover, Kelloway and Barling's (1681) study found that Individuals
experlences of employment medlated the relationship between arganisational
characteristics and mental healih, Accardingly, the appraigal of job Insecurity
may mediate the relationship betwaen change and psychologleal distress,
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addition, Steffy et al. (1980) reported that undesirable stressful events were
significantly associatea with psychosomatic distrass, Research has aiso
indicated that during times of stressful organisational changes, employees' leve!
of mental health docline significartly {Nelson et al.,, 1995).

Evidence suggests that Job security is central to the psychological weil-being
of individuals (Khunert & Palmer, 1891; Wilison, Larson & Stone, 1693). Job
Insecurity encompasses much mare than simply fear of losing one's job,
Instead the prospact of demotion, deterioration in working conditions, or even
the long term prospect of eventual job loss Is assoclated with decreased well-
being (Roskles & Louls-Guerin, 1980). Job insecurity raduces employees'
psychologlcal well-being In that individuals feel depressed, anxious and useless
when thay fear losing their jobs (Klandermans et al., 1991}, The threat oy a job
loss Is accompanied by a sense of instabllity and markedly reduced personal
control {Jacobson, 1881a), and Is linked to Individual's feslings of competence
and self-worth, thus constituting a fundamental thraat to the employsea's sense
of identity {(Kuhnert & Palmer, 1991). Job Insacurity is an experience Involving
fear, anxlety, and potential loss (Ashford et al,, 1989), where the potential loss
concerns a vital aspect of employees' lives {Greenhalgh & Sutton, 1991).

Emplrical studies have shown that job insecurity Is significantly assaclated with
psychological distress (Dooley et al,, 1987; Khunert & Palmer, 1881; Neison et
al., 1898; Roskles & lolus-Guerin, 1990; van Vuuren et al,, 1891), QOrpen
(1993) reported that In a South African samiple, job Insecurlly was positively
related to anxlety and depresslon, whereas, Kuhnert et al. (1888) found that job
insecurity was significantly associated with Increased symptoms of lli-health,
such ag depression, and somatic complaints. Jacobson (1987) demonstrated
that as a result of .erceived Job Insecurity, individuals experienced
demoralisation, fear, panle, shock, suspicion and anger. They also experienced
a sanse of helplessness, lack of control, and somatic symptomatology such as
lack of sleep, headaches, stomach disorders, and fatigus. A study of
professional women reported that percelved job insecurity was related to
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GHAPTER 8.

STRESS REACTIONS

The term strass reactions is defined as undasirable personal effects of strassful
exporiences from the domains of hoth work and non-work and Is represented
by cognitive, affective and behavioural reactions to stress (Bhagat & Allle,
1988). In the present study, the variables psychological distress, job
dissatisfaction and reduced organisational commitment are examined as
dimensions of stress reactions resulting from stressful envirenmental change
and percalved job insecurity.

Psychological distress

Psychological distress involves a whole complex of mutually interrelated
affective, cognitive and behavioural processes. It s characterlsed by such
phenomena as anxlely, depression, a sense of uselgssness, lack of self-
confidence (Klandermans et al, 1991), Irritabllity, fatigue, headaches and
insomnia (Dekker & Schaufell, 1695},

it is stated that psychological strain Is the most common outcome of stressful
axperiences (Pane, Lane & Leahy, 1989), Empirical studies report that a
substantial ralationship exists belween life events and psychological distress
{Bhagat & Allie, 1889; Gllckman, Tanaka & Chan, 1891, Shrout et al,, 1989;
Wagner et al., 1988). Stressiul changes have been related to poorer mental
health (Sutherland & Cooper, 1992}, and other symptoms such as depression
{Brown et al., 1994; Ensa!l & Lin, 1991, Hammaon, 1892; Simons et al,, 1993,
Valiant, 1993) and anxiaty (Eden, 1990; Miller, 1989, Russell & Davey, 1983).
Stressful avents In the workplace have aiso been shown {o be significantly
related to psychologlcal disiress (Bhagat & Allie, 1988, Invancevich, 1986).
Motowidlo et al. {(1986) demonstrated that both frequency and intensity of
siressful events were associated with psychologlcal distress symptoms. In
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Ashford's et al, (1989) study lllustrated that the greater the amount of change
exparlenced by individuals, the greater thelr perceived job nsecurity. It follows
that the experlence of environmental change is stressful for individuals
{(Ashford, 1988), Stress, in turn, cannot be defined without referance to the
strain or responses made by [ndividuals, since these cognlfive reactions are an
important aspect of the stress process (Baum et al, 1981). (nsscurlty
concerning job loss and job changes thus leads to stress-related psychological
outcomas for individuals (Schweiger 8 Ivancevich, 1985), In the present study,
change Is viewed as an antecedent of job Insecurity and stress reactions as a
consequence of Job insecurity,
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such as economic instability (Bargal et al., 1992; Earnshaw et al, 1890;
Jacobson, 1987}, and political factors such as a governmental policies (van
Vuuren et al., 1991). Hartley ot &), {1991) suggest that job Insecurity should be
seeh as a manifestation of more general uncertainty people experlence
threughout thelr lives In modern soclety. The old certainties and stabllities of
Wf®, somi. unity and work have disappeared, and jnstead many people face
considerable change, uncertainty and insecurlty 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 et al,,
1992; Catalano et al., 1986; Earnshaw et al., 1990), In a study by van Vuuren
et al, (1991), employees atiributed thelr feelings of job insecurity to caures
such as governmental policy, the economic slfuation, raised educational
demands, new technology, and managements' decision-making, Dooley et al.
(1987) found that undeslrable job events were positively assoclated with
percelved job insecurity, and Jick (1985} found that changes in work
procadures, layuffs and reductions In resourens led to percelved job insecurity,
Orpen (1293) reported that employees felt more insecure about thelr jobs with
the onset of organisational restructuring, in fact, Dekker and Schaufell (1995}
stated in thelr study that one of the greatest worrles experienced by employaes
during organisational change Is uncertainly about the conilnuation of ones job.
Empirlcal evidence has alse demonstrated that ieyoffs In organisations
engender feslings of Job insacurity in survivor employees (Brockner, 1988,
Davy, Knicki & Scheck, 1991). For example, Greenhalgh (1982} showed that
amployeas experienced Job insecurity after a merger, and Newman and
Krzystoflak (1998) reported a drop In satisfaction with job security after an
acquisition,
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operate as a mediator variable (Brockner, 1988; Greenhalgh, 1882). For
example, Jacobson (1891b) described job Insacurlly as "an internal event
reflecling a transformation of beliefs about what is happéning In the
organisation and environment" (p.156). Sequin and Roskies {1993) reported that
it was the subjective perception of risk or insecurity that provided the link
between a stressful situation and the resulling distress. Furthermore. Ashford
ot al. (1989) stated that thelr study provided support for resesarch showing that
major changes are likely to have some significant indirect effects on amployses
and organisations through feelings of job insecurity. In additlor, Roskles and
Louis-Guerin (1980) questioned whether abjective Indices or events, such as
[ob losses in an organisation, 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 contributlon to
commitment; whereas, the subjective percaption of Job insecurity explalned a
large percentage of the varlance In both outcomes, From tnese findings, they
concluded that perceived job Insecurity operated as a mediator variable.

According to the description of Job insecurity as a mediator variable, it follows
that job insecurity Is both an antecedent and a consequence of numerous
variables (Ashford et al,, 1989},

Antecedents of |~b insecuyity

Change and job Insecurity

RResearchars have recognised that a variety of technologleal, organisational and
broadar soclal changes have changed the nature of jobs, by reducing
employees' job securlly (Goffee & Scase, 1892; Khunert & Vance, 1992;
Roskles & Louls-Guerin, 1990). The percelvad Intensity of threat to job security
is influenced by organisational factors such as, job reorganisations, mergers,
downsizings, new technology {Greenhaigh & Rosenblatt, 1984), social factors
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In the present study, it is éxplored whether job insscurity operates as a
mediator variable as opposed to a modsrator varizbie for a number of reasons:

Since, the present study examines job insecurity within a stress framework, it
should heed tn the concepts and criticisms of stress research. Stress is seen
as combining thres main conceptual domains; the sources of siress, the
mediatars, and the manifestations of stress (Pearlin, Lieberman, Menaghan &
Mullan, 1981). |t follows, that the inclusion of a mediator in an empirical model
Is important in strass research. A criticism by Steptoe (1991) Is that stress
research has identifled many factors, such as social support and personal
resources, os relevai: to the relationship between siressors and symptoms.
Thus, an understanding in the [nteraction between stressors and resources in
how they generate stress responses (l.e., the effects of moderators on the
straseor-strain relatlonship) already exlsts, Yet, the machanisms or pathways
through which stressors result In symptomatology (i.e., the effects of mediators
on the stressor-strein relationship) are poorly understood. Steptoe (1991),
therefore, argues that it is now time for stress research to focus on the
medlating processas of stress. Furthermore, as lhe 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 & mediator to establlsh the process through which influences
are transmitted and relationships established (James & Bratt, 1984), and not
that of & moderator, It follows that perceived job insecurity should act as &
rediator rather than a modearator.

There Is a deflclt in the literatura on job insecurity, in that causal relationships
betwaen chang-, stress and individuals' attitudes are undetermined (Martley et
al,, 1891), Research on job insecurity as a madlator may fill this gap by
supplying knowledge of the causal nature of these relatlonships. There Is also
evidence showing that perceived job insecurity does not funclion as a
moderator of stressful life events and siress reactions (Dooley et al,, 1987),
whereas, research has supported the nouon that job insecurity has potantlal to
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rather then eliminating the relationship between the independent and dependent
variables altogether. Therefore, Baron and Kenny (1888) state that from a
theoretical perspectlve, a significant reduction demonstrates that a given
medilator Is indeed potent, though not both a necessary and a sufficlent
condition for an effect to occur,

Medlator

Indspendent . Dependent
Variable c " Variable

Figure 1. Mediational madal.

Baron and Kenny (1986) further emphasise the need to clarify whether cone is
testiig a medlator or moderator type of moael, because researchers have often
confused the terms rmedlator and moderator, using the terms interchangeably.
A moderator Is @ varlable that affects the direction and/or strength of the
relation between an independent or predictor variable and a dependent or
critarion varlable (Baron & Kenny, 1986}, In other words, a varlable is a
moderator If the relationship betwsen another variabie is a function of the lavsl
of that variable, whereas, & varlable [s a medlator when it functions as the
process through which Influences are transmitted and relationships established
(James & Brett, 1984). The difference betwesn 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 effects of the work environment (antecedents) are
transmitted to affective outcomes (consequences) by Intervening job
perceptions (medlators) (James & Brett, 1984). Accordingly, the model in the
present study represents a mediation mode! In which the effects of individuais'
environment {antecadent) are transmitted to stress reactions (consequences)
by Intervening perceptions of Job Insecurity (mediator).
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Job Insecurity as a mediator

Researchers have defined Job insecurlty as a straln variable, whereby change
leads to perceived job insacurity (Ashford et al., 1989; Greenhalgh, 1882; Jick,
1985). Job Insecurity has also been defined as a stressor variable (Bargal et
al., 1992, Klantdarmans et al., 1821, Roskies & Louis-Guerin, 1990; Roskies et
al.,, 1993), In that job Insecurity leads to stress outcomes such as resjstance to
change, intention to quit, reduced commitment, diminished job Involvement and
job dissatisfaction (Ashford et al., 1982; Greenhaigh & Rosenblatt, 1984,
Greenhalgh & Sutton, 1991 Klandermans et al,, 1881). 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; Schwelger & ivancevich, 1985).
Job insecurity, therefore, appears to be an important intervening variable
betwsen employees' beliefs about the change sifuation and their attitudinai
responses (Greenhalgh, 1982). It follows that the psychological state of job
insscurlty may act as a medlator between change and Individuals' attitudinat
outcomes {Brockner, 1988),

The theoretlcal operationalisation of a mediator is usually based on a causal
modsel, whereby influences of an antecedent are {ransmitied to a consequence
through an intervening mediator (James & Brett, 1984). Baron and Kenny
{1988) speclfy that a variable may function as a mediator vhen variations in
levels of the independent variables significantly account for variations in the
presumed mediator (Path a}, varlations in the mediator significantly account for
variatlons In the dependent variables (Path b), and when Paths a and b are
controlled, a previously significant relationship between the independent and
dependent variables is no longer significant, with the strongest demonstration
of mediation occurring when Path ¢ is zero. When Path ¢ is zero, thera is
strong evidence for a single dominant mediator, whereas if Path ¢ is not zero,
this indlcates the operation of multiple mediating factors (see Figure 1).
Because psychology treats phenomena that have multiple causes, a more
realistic goal would ba to seek mediators that significantly decrease Path ¢,
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The individual experiencing jok insecurity perceives a potential loss of continuity
In tarms of either a permanent loss of the Job itself or loss of Important features
of the job (Ashford et al., 1889; Greenhaigh & Rosenblatt, 1984), Loss of
valued job features Is exparienced as a type of job loss Inasmuch as it involves
losing the job as the affected employse currently knows it (Greenhaigh &
Rosenblati, 1984). Job features that an Individual may fear loosing inciude
¢ sreer progression, level of pay, expected future raises, or a potential loss of
less tangible properties of Jobs, such as status, autonomy, resources, or
interpersonal relations {Greenhalgh & Rosenbiatt, 1984; Klandermans et al.,
1891). Job insecurity may be disruptive without necessarily leading to tangible
losz, it may grow insidiously and become a relatively fixed and ongoing dally
experience (Jacobson, 1881a). In addition, loss may include coneern about
significant deterioration In terms and conditions of employment (Roskies &
Louis-Guerin, 1990). Job loss Is usually seen as negative, thal 1s, in terms of
the degree to which it s likaly to harm the individuals chances of achieving,
obtalning or maintaining important values, resources or objectives at work
(Klandermans et al., 1991). The experience of job insecurity, howaver, occurs
only in the case of involuntary loss, For example, having left a job by choice,
an indlvidual might have given up valued job faatures and might consequently
experierice a conse of loss, but as this individual would not be powerless to
maintain continuity, he or she would not experience job insecurity (Greenhaigh
& Rosenblait, 1984).

With the experience of job Insecurity, individuals experisnce a percelved lack
of conitrol (Ashford et al., 1989). This fack of control is due to feelings of
helplessness over the unfolding developments regarding the prospeacts far job
continuity (Jacobson, 1987), When the future becomaes less predictaii and
the Individual Is suddenly faced with questions that may not have arisen in a
continuing and secure environment, the individual experiences anxlely as a
result of reduced personal control (Jaccbson, 1981a). In addition, as the
experlence uf job insecurity is prolonged, the employee's feelings of logs of
contro) and powerlessness becomes Increasihgly intense (Eamshaw et al., 1980)
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Job security is seen by Individuals as a desirable state of equitlbrium which
they want to maintain, whereas job insecurlty is percelved as a major disruption
of ordinary routine, interpersonal relations, and the ability to function normally
both in and out of work (Jacohson, 1987). Job Insscurity disrupts and
dramatically aliers the way in which employees relate to their employment
setting (Jacobson, 1991a). Employees’ work experiences and aspirations are
radically aitered i that with less securlty individuals percelve that they are
unabie to pursue orderly pradictable career paths (Bargal et al., 1992). With
the experlence of job Insecurity, individuals experience a change in orientation
to an existing work role. The shift Is engandered by changes in individuals'
assumptions concerning themselves, the surrounding Internal and external
organisational environment, and the relation between themselves and the
environment (Jacobson, 1991a). Feslings of job insecurity disrupt the structural
dimensions of a job such as a soclal identity conferred by the employment
context, iInvolvement in collective activity, soclal networks, and regular financlal
compensation, ard therefore fail to provide the same role-confirming function
as befors the Insecurity experlence (Jacobson, 1991a).

A salient feature of Job insecurity is the feeling of uncertainty. With changes,
individuals experience a sense of uncertainty or a percelved lack of
predictability which engenders feelings of job insecurity (Ashford et al., 1988).
Feelings of unpredictabliity characterise the job insecurity experience in that
individuals have difficulty in anticipating the outcomes of the job Insecurlty
situation (Jacohson, 1987). Spacifically, Individuals have difficulty in predicting
how components of the environmant are changing, difficulty in predicting what
the impact of events or changes will ba on continued job security, and difficulty
in deciding what responses are available (Jacobson, 1991a). Concerns and
fears surrounding possible job change or job loss develop from feelings of
uncertainty or perceptions of what might happen and how their careers will be
affected (Matteson & lvancevich, 1990). As a result, feslings of job insecurity
are accompanied by fear of risking ant. - linging to the known (Eamshaw et
al., 1880).
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fowards the future of the country, in that a high percentage of people thought
that the relatianship beiveen races was deteriorating, that their economic
situation would worsen in the future, and a low percentage of peopla foresaw
a happy future for all races in South Africa (Markinor, 1994). However, at the
time of elections, people aiso experienced excitement and optimism towards
the future of the country (Markinor, 1994}, in accordance with these ¢nanges,
organisations have beeh Involved In mass changes, developing new vislons for
the future (Malimela, 1994; Mdongo, 1985). This creation of & new future and
the adjustment to major redefinitions of social, political and organisational
foundatlons has created feelings of strass among Individuals {Coetsee, 1993).
Thersfore, at the time of measurement of thy present study, it was likely that
South African Individuals were subject to much stress,

Sample

The sample for the present research was drawn from three organisations; the
workforce of a retall outlet (n=90), the administration of an educational
Institution (n=81), and an organisation involved in tourism and leisure (n=86),

Different types of organisations were included in the sample to increase
generalisability (Cook & Campbell, 1972}, Also an attempt was made to
include organisations where their employees were located in differant
geegraphlcal reglons, so that the sample would have a wider application to the
population. Nearly 70% of South Afrlca's population live and work in the
Gauteng area, which is dominated by the city of Johannesburg, the main
manufacturing, cornmerclal 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
experlenced across the diffe :nt organisations and geographical reglons which
would provide a representative sample.
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CHAPTER 7.

METHQOD

Research design

The presant research is a cross-sectional study in which all data are collectad
at one point in time (Spector, 1994). Whil» the data are drawn from a cross
sectional survey, thers are several features which make it a basis for
substantlally stronger causal inferences than could normally be drawn from
cross sectional data. In time ordering, environmental and job changes
generally procede health status information (Karasek, 1980). The independent
varlable, stressful environmental change, is measured in terms of the Impact
of changes that have accurrsd in the past year, whereas, the mediator and
dependant variables ars measured In terms of prasent perceptions or recent
feelings and ara reprasantative of near tarm health status and attitudes, Thus,
the probability of the stressor preceding dependent varfablas [s very likely. In
addition, the data is analysed by multivariate statisties, namely, LISREL, which
in terms of the model Infer causality (Jéreskog & Sérbom, 1983).

Setting

The present study was conducted in the months of February and March
pracading general elections in April 1994, The elections occurred as a
cuimination of years of effort in which South Africa had been angaged in a
difficult process of negotiation (King, 19%4). This was a perlod of much
uncertainty, Insecurity and conflict, with the past four years being amongst the
most brutal In terms of violenca in the histery of South Africa (Simpsen, 1923a).
In the months pracading elsctians, there was a crescendo of violence resulting
in havoe, deaths and general destruction (Malimela, 1994). There were aven
& series of bomb blasts prior to the electlons (SAIRR, 1995). A survey showed
that during the year praceding slections, many South Afrlcans were pessimistic
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Figure 2, Theorstical model to be tested in the present study, Latent variables within clreles, manifest varlables within squares. Casual relationships
are drawn with thick lines, empirical with thin lines, Plus signs indicata a posiiive relationship, negative signs indicate a negative relationship.



state that avery stress study undertaken must recognise its position of relative
contribution to the stress process, Glven the intricacy of stress, no single study
will completely elucidate the stress process, The present study is thus an initlel
aftempt to dellneate part of the stress process as condlsting of a causal
antecedent or stressful environmental ¢change (indicated by soclal, poliical and
organisational change), & mediating process or perceived job Insecurlty
{indicated by percelved threat to total job x powerlessness and perceived threat
to job features x powerlessnass), and effects of stress reactions (indlcated by
psychological distress, job dissatisfaction and reduced organisational
commitment). The proposed model is presentad in Figure 2,

The research questions

The proposed modsl is tested with the aim to address whether,

1. stressful environmental changa has a direct causal relationship with stress
raactions.

2. stressful environmental change has a direct causal relationship with
percelyed jo!. Insecurity.

3, percelved fob Insecurity has a direct causal relationship with stress
regctions.

4, perceived Job Insscurity madiates the relationship between stressiul
enviroi.mental change and siress reactions.
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for some of the unexplained variance in stress symptoms, and aid in the
understanding of the mechanism through which stress leads to symptoms,

It s also noted that the interaclive processes between the stressful
anvironment, the appraisa! of the siressor and the stress reactions are
extremsly complex and pocrly understood (Levi, 1990}, Thus, the complexity
of strass-related phenomenon is best understood by casting a wide variety of
variables in an interdiscipiinary framework (Sulllvan & Bhagat, 1992}, This is
acknowledged in the adoption of mult -variate research dasigns in the recent
stress literature (e.g., Hendrix et al,, 186 ., 18rael at al,, 1988; Jerusalem, 1993;
Jex et al,, 1991). The present study, therefore, adopts a mulli-variate research
deslgn In the attempt to gain a more comprehensive understanding of “e
multiplicative relationships between variables in the stress process.

With the increasing complexity of the stress procass, it has been recognised
that structural equation modelliing is a useful tool In theory formulation and
causal testing. This procedura allows complax modsls to be daseribed and
tested, and further allows for the cumulative incluslon of new varlables into
previously constructed and tested models. [t can also incorporate muitiple
levels for measurement of each construct to strengthen validlty conslderations
in & multitrait-muitimethod fashion (Schafer & Fals-Stewart, 1991}, This Is
necessary because research deals with psychological explanations of complex
phenomena (Kerlinger, 1988), in which the variables of Inlerest are
unabservable constructs which are difficult to capture validly and rellably with
single indicators (Jéreskeg, 1983). Structural equation modeling tachniques
recognise that observed varlables are not perfact measures of the constructs
they are supposed to measure, and thus assesses each construct by multiple
ohservable indicators (Lavee, 1388). Therefore, the Intention of the prasent
study la fo determine the nature of causal relations betwsen the constructs
examined using structural aquation modeling technigques. With this tachniqus,
a tentatlve model |8 spacifled, with the aim of model generation rather than
confirmation {Joraskoy & Sorbom, 1963). Schafer and Fals-Stawart (1961)

71



inseourity is a form of cognitive appraisal {Jacobson, 1991a, 1991b), and that
it should be linked to models of stress (Khunert & Vance, 1992). Perceived job
insecurity has she potentlal to act as & mediator (Brockner, 1888; Roskies &
Louis-Guerin, 1990), in that events are streasful and meaningful only insofar as
they are percalved and acknowladged by individuals In terms of their
importance, percaived severity and the degree of uncertainty (Jick, 1885).
Furthermore, the mere anticipation of negative outcomes in terms of job
insecurlty may precipitate measurable stress reactions, suggesting that
perceptual conditions are at least relevant In predicting responsas as is the
objective intenslty of the stressar (Jacobson, 1991a). The present study, thus,
explores whether stressful events are appralsed by individuals as threatening
and engendering prerceptions of powerlessneass or lack of control, rasulting in
the psychologlcal state of job Insecurity, which in turn leads to stress  «tions,

Rasearch has demonstrated & direct linkage between strassful environmantal
change and strass reactions (Eden, 1690, Bhagat & Allie, 1989; Nelson et al,,
1995, Shiu et al., 1983), and implled that change results in job insecurity and
strass reactions (Ashford et al., 1989; Dekker & Schaufell, 1995; Greenhalgh
& Rosenblatt, 1984). However, research has not addressed whather stressful
changes directly affect these constructs, or if percelved 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 al., 1991), Stressors are shown to
pradict job Insocurlty and job Insecurity Is shown to predict outcomes, but each
relationshlp is predicted separately. The complex network of hypothesised
reletlons and medlating processes between stressors, perceptions of job
insecurity and stress reactions has not been empilrically tested as a whole
within a common model structure, A further aim of the current research is to
assess whether percelved job Insecurity operates as a medlator in the
relationship between stressful environmental change and stress reactions, An
investigation of whether Job Insecurity acts as a mediator varlable In a strass
model may extend our knowledge as to whether additional variables account
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It has been suggested that these two-variable desligns, in which stressors are
correlated with outcomes, are limited because they do not assess the possible
effects of mediairg varlables (Jex et al, 1981). Meadiators may aid in
increasing the correlations between variables as the Inclusion of additional
varlables may account for some of the unexplained variances in symptoms, and
help to contro! for possibly spurious relationships with other variables (Docley
etal., 1887), In addition, very little Is known about the processes causing these
relations {Jex et al., 1891), and the inclusion of mediators could provide more
information on how or why a cartaln stressor is evaluated as stressful (Newton,
1888). Hence, cognitive mediators may aid In the underrtanding of the
mechanlsm through which stressors lead to stress reactions (Steptoe, 1981).
It has, therefore, been suggested that future research extend the direct link
between change and stress by examining the intervening mechanisms through
which change leads to stress outcomes (Latack, 1684). As a result, recent
studies have bagun to explicate various psychological variables as key
intarvening mediator factors In the siress process (Enssel & Lin, 1991; israel et
al., 1989). '

Job insecurity has been ldentifled as a relevant varlable to be exarmined due
to lts link with stress (Ashford et al., 1989; Bargal et al,, 1992; Meaney et al,,
1994) and Its profiferation in the workplace (Kuhnert & Vance, 1892}, A 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
appralsal of stress s linked to feslings of uncertainty (Ashford, 1988}, threat
(Jerusalem, 1993), helplessness {Fleming, O'Keefe & Baum, 1991), lack of
control (Baum et al,, 1981) and loss (Jerusalem, 1893), The iinks between
feelings of powerlessness and lack of control are well recognised as mediators
of the stress rasponse (Cooper & Cartwright, 1994), Similarly, perceptions of
job Insecurlty are related to feslings of uncertainty (Ashford et al., 1989,
Jacobson, 1991a), threat (Greenhalgh & Rosenblatt, 1984; Jacobson, 1987),
helplessness (Jacobson, 1987), lack of control (Ashiord et al,, 1989) and loss
(Gresnhalgh & Rosenblatt, 1984). Furthermore, it [s recognised that job
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CHAPTER 6,

AlM AND RATIONALE

There has been an increase In the salience of stress and a burgeoning body
of research basad on the assumption that the work and non-wark environments
are bageming more stressful (Bhagat & Allle, 1889, Dooley et al., 1987; Hendrix
atal., 1991). ltis cammanly acceptsd that change leads to stress (Jerusalem,
1983), thus & stressful environment has been shown to be significantly : alated
to a variety of siress reactions (Brown et al., 1994, Bhagat & Allie, 1989,
Dresslar, 1891, Shiu ot al,, 1993, Valient, 1993). Many stressors linked to the
meacro-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-economic pressures, high
unemployment, intergroup tensions and so forth (Martln, 1988). Furthermore,
research has rarely concentrated on how widespread organisational change
affects Individuals within organisations (Nelson et al., 1993), Some researchers
have focused on the beneflclal outcomas of such change, but the negative
consequences have been largely Ignoraed (Callan, 1993; McKendall, 1893). The
prasant study therefore attempts to address this deficit in the literature by
foousing on the disruptive Impact that changes within the macro-environment
and orggnisauons have on indlviduais.

Researchers have grown incraasingly dissatisfied with thelr inabllity to predict
conslstantly the causes or effects of stress (Barley & Knight, 1982). This has
applied in particular to life event studias, Conventional life evant studies have
assumed a direct cause and effect relationshlp Letwesn life events and
symptomatology (Pellock, 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 varlance in the stress-related dependent variables (Kessler et al.,, 1985;
Russell & Davey, 1983, Shrout et al., 1989; Vogsel, 1888, Wagner et al., 1888),
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Research has demonstrated that individuals who perceive their organisation as
undependable in carrying out thelr commitments to employees, 'ose faith in
the organisation and as a result their aftachment and commitment {o the
organisation diminishes {Ashford et al., 1889), For example, Earnshaw et l.
{1990) found that employees felt cheated and disillusioned by their cmployer
and responded with decreased trust, withdrawal from thelr job and | \creased
self-Interest, Other studies have also shown that fealings of job insecurity are
significantly re! ited to decreased organisational commitment (van Vuuren stal,,
1891). More specifically, Greenhalgh (1982) found that workers' reactions to
a merger were to become insecure about their job futures and less commitied
to the organisation, and Brockner (1988) raported that perceptions of the
severity of a layoff were negatively associated with organisational commitment,

Strassful changes are not necessarlly directly linked to reduced organisational
commitment. For example, in terms of organisational change, loyal workers
would be wiiling to tolerate some degree of organisetional change since they
would identify with its general goals (Greenhalgh & Sutton, 1881) and In terms
of the psychological contract expect some benefits from the change, However,
if individuals feei disadvantaged by the change, thelr commitment io the
organisation Is reduced (Carnall, 1986),- Therefore, If individuals fesl threatened
by changes, they may experlence a lack of organisational commiiment. Itis
therefore possibie that change indirectly leads to reduced commitment through
the effects of job insecurity. Accordingly, perceilved job insecurity may act as
& madiator 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 atfitudes have, however, not been
sufficiently investigated (Bhagat & Allie, 1889), specifically with regard io
organisational commitment, as the literature does not provide much evidence
of this relationship. Nevartheless, it has been noted that stressful changes In
the macro-environment such as poor economic times leads to the demlise of
employes loyalty to organisations {Robinson & Rousseaau, 1884) and that
stressful change within organisations s likely to resuit in reduced willingness
of employees to be involved with the organisation {Bargal et al., 1892).

Job Insecurity is likely to lead to reduced organisational commitment (Guest,
1892}, The principle of reciprocity applies in that employees decide what to
give the organisation in terms of effort on the basls of what the organisation
provides tham (Ashford et al., 1989), Employees maintaln commitment to those
organisations that show signs of commitment to their amployeas, therefore,
during times of Insecurlty this reciprocal relationship Is severely threatened
{(Bargal et al,, 1992), Job insecurify may threaten individuals' attachments to
thelr organisation, because indlviduals may percelve that the organisatiun 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 psychological
contract represents expectations about unspecified conditions of work, one of
which is that employees assume thelr loyalty and commitment will be
reciprocated (Newman & Krzystofiak, 1993). The experience of violation to the
psychologlcal contract goes beyond feslings of disappointment for empioyees
and produces feelings of betrayal (Robinson & Rousseau, 1984). Unfulfilled
expectations often lead to feelings of belng cheated sir~e 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 experlences within the organisation are
inconsistent with their expectations and do not satisfy their basic needs tend to
axhibit a lower commitment to the organisation than those whose experiences
ars more satlsfying {Guest, 1992, Meyer et al., 1983).
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components of job insecurity, then the changes wlll be perceived as reducing
the appeal of the job to the individual, and In turn result in job dissatisfaction.
Consequently, If an individual experiences negative perceptions or job
insacurity, it Is possible that the individual will experience job dissatisfaction.
Job Insecurity is, therefore, iikely to act as a mediator in the relationship
between change and Job dissatisfaction.

Reduced organisational commitment

Organlsational commitment refers to the nature of an individual's retationship
to an organisation, such that a committed individual wili Indicate a strong desire
to remaln with the organisation, a willingness to exert effort on behalf of the
organisation, and a beilef in the values and the goals of the organisation
(Mowday, Porter & Staers, 1982). Commitment is a psychological state that
charactarises the amployee's relationship with the organisation. Employees
with commitment remain with the organisation sither because they want to, or
because they need to, or because they feel they ought to (Meyer, Allen &
Smith, 1893). Psychological attachment to an organlsation affords individuals
a chance to develop a sense of belonging and to derive personal meaning frorn
thelrwork experiences, and consequently feei 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 tha organisation
{Steers, 1977).

There 1s ample evidence that stress operates as an antecedent of
organisational commitment (Bhagat et al., 1885; Cooper & Cartwright, 1994;
Hendrix et al,, 1991, Jamal, 1990; Sullivan & Bhagat, 1992). This may be
explained in that when individuals experience job stress, thelr faelings of loyalty
towards the organisation may be reduced, as they may place tho blame for the
advarsity upon the organisation (Jamal, 1884). In additlon, when individuals
experlence general life stress, concern for problems in thelr life mey assume
a cruclal 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, slelus, creative endeavour and
opportunity for career advancement (Earnshaw et al., 1990). Accordingly, the
intrinsic appeal of employess’ jobs may be further reduced, thus increasing
amplovees' job dissatlsfaction. Furthermore, as a result of job Insecurity,
indlviduals may feel that the psychological contract between themselves and
the organisation has been broken since the crganisation has introduced a threat
to the job instead of providing a secure Job (Ashford et al., 1989), When
employees encountsr a contract violation their satisfaction with the job is
reduced. This ccours because the discrepancy betwean what was expected
and what has baen 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 ... .. © be empirically related to job
dissatisfaction (Ashford et al., 1989, Davy et zi,, 1991; Heaney, Israel & House,
1994; van Vuuren et al,, 1991). Newman and Krzystoflak (1993) reported lower
levels of job satisfaction as a result of declining job securlty after an acquisition.
Israsl et al. (1989) found that job satisfaction was predicted primarlly 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 &l, (1991) study demonstrataed that the more stress
indlviduals experienced from job insecurity, the mote dissatisfied they became
with their job and work environment,

Change, such as organisationat change, may alter job characteristics such as
chianges in the chalienge of the job, autonomy and status. This then triggers
changes with the related dimensions of job satlsfaction, such as opportunity for
gro* th on the job. Therefore, when a change in job characleristics produces
negative perceptions of dimensions of the Job, dissatisfaction results (Newman
& Krzystofiak, 1993). Furthermore, if changes result in nagative perceptions of
uncertainty regarding the future of the job and lack of control, which are
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LISREL Is based upon factor analysls, regression analysis, and analysis of
varlancs, but Is a far more complex and powerful method (Stage, 1989). The
general LISREL model contains a wide range of more speaclfic models, such as
confirmatory factor analysis and simultanaous equation systems (Cadwaliader,
1887). Factor models deal with the measurement propertias of constructs by
estimating the common and unique varlance of sets of measured varlables,
Researchers seek the common factors that underlie a set of measured
variables, whareby & common factor Is a latent, unobserved entity, of which its
maaning 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 varlables some of which are independent or
exogenous, and others dependent or endogenous variables {Stage, 1989).
Simultanacus equations with many andogenous varlables, measurement error,
and multiple indicators of constructs ara considerad, thus aliowing more general
measuremant models then traditional factor-analytic structures (Bollen & l.ong,
1893). Because sach equation in the modal represents a causal link rather
than a mere emplrical association, the structural parameters do not, in general,
coinclde with coefficients or regrassions among observed variables. instead,
the structural parameters reprosent relatively unmixed, invarant and
autonomous features of the mechanism that generates the observed varlables,
To serve these purposes, the use of structural equation mndels require
statistical tools that are based upon, but go well beyond convantional
regression analysis and analysis of variance (JSreskog & Strborn, 1980).

LISREL theory
The LISREL madel consists of two distinct analyses that are approximated

simultaneously: the measurement model and the structural equations model
(Joraskog, 1993: Joraskog & Sdrbom, 1983).
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often correlated (Lavee, McCubbin & Patterson, 1985). As & result, it is difficuit
to infer complex causal reiationships among varlables that are not directly
observabie, but that are refiected as falllbie variables {Joraskog & Sérbom,
1989).

Such concerns about the veliabliity and valldity of empirical measurements, and
the need to formulate a strategy for studying structural ralationships among
varlables that better rapresent theoretical constructs, have led to the
development of a new approach. This approach Is known as latent variable
structi 2l equation models or as LISREL (Linear Structural RELatlonships) after
the statistical computer programme developed by Jéreskog and Sorbom (1993)
to analyse covarlance structure models (Lavea, 1888). This programme has
becoma so important In the social sciences that LISREL now stands for both
a statistical package and an approach to data analysis (Stage, 1989).

LISREL Is based on a general model which assumes that there are two
basically different kinds of psychologlcal varlables: ohserved variables and
latent varlables or hypothetical constructs (Joreskog & Sdrbom, 1893; Volimer,
1985). The relationship between cbserved varlables and latent variables is
assumead to be of a causal kind In that observed variables 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 t¢ estimate the true,
undierlying caueal ralationships between latent variables on *he hasis of
observed variables (Volimer, 1888).

By assessing sach latent varlable by muitiple observable indlcator varlables,
LISREL recognises that ohserved variables are not perfect measures of the
constructs they are supposed to measure, and further permits for measurement
errors and correlated reslduals (Lavee, 1988; Mason-Hawkes & Holm, 1989).
Accordingly, LISREL Is able to avaluate postulated causal relationships among
latant variables which represent the 'true' substantive phenomena one intends
to measura (Chen & Land, 1980),
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Statistical analysis

The prosont study uses a multivariate statistical package, LISREL (Jéreskog &
Sdrbom, 1993), to analyse the proposed model. An explanation of the LISREL
the xry and the programme is presented beafore the discussion of results,

Background to LISREL

There has been a growing Interest among soclal scientists In tesling
multivariate theoretical models (Laves, 1988). This is bacause social science
research deals with psychologleatl and soclal explanations of complex human
and soclal phenomaena. They, therefore, require both elaborate iheories and
complex methods of conceptuallsing and analysing data. To date, multlvariate
analyses seem to be the most promising way to aceomplish these goals.
However, with the thecrstical and practical advances which accompany
multivarlate analyses, thare are also methodological problems (Kerlinger, 1988),
Broadly speaking thera are two key wroblems In soclal sclence research, The
first concerns the measurement of variables, and the second concemns causal
relations (Joreskog & Strbom, 1888),

One of the most difficuit problems of soclal scientists Is working with
unmeasurable concepts. Many of the variables of interest are unohservabls,
complex canstructs, which are difficult to capture valldly and rellably with singte
Indicators (Joreskog, 19938}, LUsing emplrical or measured variables to
represent such unobserved variables may yleld unrellable results, since they
are estimated on tha basis of tha variables containing measurement errors, and
as & result are estimated In a blased manner (Chen & Land, 1980),

Statistical approachaes to the analysis of causal models, such as path analysls,
have besn 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 rellable and reslduals are
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independent and dependent variable scales (Ensel & Lirs, 1891; Monroe, 1982;
Perkins, 1982). Intarnal consistency was recalculated and an alpha coefficlent
of .87 was found In the present study.

Reduced organisational commitment was measured with the 9-tem varsion of
the Organlisational Commitment Quastionnalre (OCQ) {Mowday et al., 1978},
it assesses the extent of an InJvidual's Identification and involvemant In &
particular organisation. The general 15-item OCQ contains both negative and
positive itams, however as the negatively worded items correlata less with the
total score then the poslitively worded items, the 9-item version was utilised as
it only contains posltive items (Mowday et al., 1978). The ltems are concerned
with whether the Individual cares about the fata of the organisation, is proud to
be part of organisation and whether the individual's values are similar to the
organisations. A five-point likert format Is used where responses range from
'strongly disagree’ {1) to 'strongly agree’ (&), where a lower score Indicates
raduced organisational commltment.

Internal consistency of the OCQ ranges from .82 to .93 (Mowday et al., 1979).
The reliability and valldity of the 9-item version has been demonstrated
(Brooke, Russsll & Price, 1988), Alpha coefficlents ranging between .88 and
.81 have beon reported {Ashford et al,, 1889, Davy et al,, 1991; Pratorius,
1993), Support for the validity of the 9-tem OCQ derives from significant
corretatlons with the otcurrence of stress (r=-.33, p<.01), job satlsfaction (r=-
52, p<.01) (Barling & Rosenbaum, 1988), insecurlty with job features (r=.29,
p<.01), Insecurity with total job (r=+22, p<.01) and powerlessness (r=-.40,
p<.01) (Ashford et al., 1989). The scale has been used in siress research
(Barling et al., 1887; Pretorius, 1983) and has bsen successfully applied to
South African sampies (Barling et al., 1987; Bluen & Donaid, 1991, Pretorius,
1998), The OCQ reported a satisfactory alpha coefficient of .88 In the present
study,
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satisfactory rellabilty and validity in South African studies, for example, Barling
et al. (1987) reported slgnificant correlations between the GHQ and
commitment {r=-.28, p<.01) and job satisfaction (r=-.35, p<.01}. The GHQ-12
is & psychometricaily sound and valid measure of mental health in occupationat
stucies (Banks et al,, 1980) and has been widsely used In stress research
(Bariing et al., 1987, Fane &t al.,, 1989; Rahman, 1989). In the present study,
an alpha of .83 was reported for the GHQ.

Job dissatisfaction was measured with the 15-item Job Satisfaction Scale (Warr
et al, 1979). It assasues satisfaction or dissatisfaction with extrinsic and
Intrinslc features of the jo2. The scale focuses on aspects of work such as pay,
amount of variety In a Job and change of promotion, ‘The scale yields a total
overall score and also has subscales relating to intrinsic and extrinsic job
satisfaction (Warr ot al., 1978). Respondents are required to rate their level of
satisfaction or dissatisfaction on soale points, of which lower scores represent
greater job dissatisfaction {Cook et al., 1981). The original scale was scored
on a 7-point scale. Howaver, to facilltate understanding, a -point response
format was used, ranging from extremely dissatisfled (1) to extremaely satisfled
(6) (Barliny ot al,, 1987, Bluen & Donald, 1981).

The scale has vielded a reliability coefficlent of .78 (Warr et al,, 1979).
Satisfactory reliabillties have been repori.d In South African studies such as,
an alpha coeffleient of .85 (Bluen & Barling, 1986}, an alpha of .87 (Blusn &
Donald, 1991), and an alpha of .81 (Barling et al,, 1987), Validity has baen
illustrated in that job satisfaction has been correlated with motivation (=.36,
p<.001), organisational commitment (r=.68, p<.01), health (r=.38, p<.08) and
happliness {r=.49, p<.001) {(Warr et al., 1979). The scale has bean ulllised in
stross research (Barling et al., 1987, Cartwright & Cooper, 1983; Sutherland &
Cooper, 1992), demonstrating significant relationships to negative stress scores
(r=-86, p<.01} (Bluen & Barling, 1987) and o' ~anlsational stress (r=-.68, p<.05)
(Pretorius, 1883). One ltem referring to job insecurity was excluded to avold
Inflated correlations due to operational confounding of related items on the
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Stress reactions

Btress reactions were operationalised by three measures, The General Health
Questionnaire (GHQ) (Goldbery, 1972), the Job Satisfactlon Scale (Warr, Cook
& Wall, 1979), and the Organisational Commitment Questionnaire (OCQ)
{(Mowday, Steers & Porter, 1979), were used to form three Indicators of stress
reactions, namely psychological distres , Job dissatisfaction and reduced
organisational commitment.

Psychological distress was assessed by the 12-tem General Health
Questlonnaire (GHQ) developed by Goldberg (1872), The GHQ measures
minor psychiatric disorders in the general population (Goldberg, 1972). The
GHQ is concearned with the Inabliity to carry out one's normal 'healthy' functions
and the appearances of new phenomena of a distressing nature (Goldberg &
Hilller, 1979). The items of the GHQ cover recent lavels of seif-confidence,
deprassion, sleep-loss, problem-solving and similar features (Cook, Hepworth,
Wall & Warr, 1981). For each item respondents are required to Indlcate
whether they have recently experienced a particular symptom. Respondents
are rated on a 4-point likert scale, wnere responses are glven a weighting of
0, 1, 2 or 8, 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 |ess skewed
distribution of scores, Within the five versions of the GHQ, the 12-ltem GHQ
was used In the present study, as it has demonstrated the bast psychometric
proparties of the entire GHQ (Goldberg, 1972),

The Gt .} has ylelded a split-half rellabllity coefficlent of .95 (Goldberg, 1972).
Numerous studies have reported adequate rellabilities, For example, alpha
coefficients ranging between .76 and .50 have been recordad (Banks st al,,
1980; Barling, Bluen & Fain, 1987) Validity of the GHQ has been lllustrated
by a slgnificant correlation between GHQ scores and overall clinical
assessment of .80 (Goldberg, 1972). The GHQ has also demonstrated
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satlsfaction (r=-.37, p<.01) (Ashford et al., 1988). A satisfactory alpha of .93
was reported in the present study,

Percelved threat to the total job Is comprised in a 10-item 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 demation.
Responses are recorded In a five-point likert format, which ranges from ‘very
likely' {1) to 'very unlikely' (5). High scores on this scale indicate a high
percelved threat to a job, whereas low scores would represent a low perceived
threat to a job. Ashford et al. (1989) reported an alpha cosfficient of .75 for this
scale, The scale Is valld in that It has baen correlated with role conflict (r=.286,
p<.01), commitment (r=-.22, p<,01) and satisfaction {r=-.26, p<.01) (Ashford et
al.,, 1989). An adequate reliabllity of .76 was found In the present study.

Powerlessness consisted of a 3-ltem sub-scale which measures an individual's
perceived powerlessness (Ashford et al., 1989), Responses are scored on a
flve-point likert scale, ranging from 'strongly agree' (1) to 'strongly disagree' (5).
Scores are reversed and a low score indicates a perception of powsrlessness.
This subscale has a reported alpha coefiiclent of .83 (Ashford et al,, 1989).
Construct valldity of the scale has been lllustrated by significant correlations
with commitment (r=-40, p<,01), trust in organisation (r=-48, p<.01) and job
satisfaction (/=~,33, p<,01) {Ashford et al., 1989), An alpha of .80 was reported
in the present study. The powerlessness scale was multiplied both with
percelved 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 measurs of ssparata components of the construct {Ashford et al,, 1989},



measure of Job insecurity (Ensel & Lin, 1991, Monroe, 1882; Perkins, 1982},
The 30 lters from the OCI, and an additional three ltems from the SCI relating
to organisational change were usad to assess individual stress arising from
organisational changes. This Is in line with other studies where certaln ltems
from different scales have been selected to form an indicator of a construct
{Latack, 1984},

As prior studles have consistently shown that undesirable or negative, but not
positive, events are related to stress reactions {e.g., Bhagat & Allie, 1989,
Bhagat ot al,, 1985; Sarason et al,, 1978; Shiu et al,, 1993}, the negative
impact subscale of llfe events is used for the analysis of strass {(Wagner et al,,
1988). Accordingly, the present study utilised only the negative impact index
of tha life evant scales for analysis.

Job insecurity

Perceived Job Insecurity was measured by three subscales drawn from Ashford,
Les and Bobko's {1989) Job Insecurity Scale, namealy percelved threat to job
fee. .res, perceived threat to the total job and powerlessness, Thase subscales
were used to form two indlcators of job Insecurity, a multiplicative measure of
percelved threat to job featuras and powerlessness, and a multiplicative
measure of perceived threat to the total Job and powerlessness (Ashford et
al,, 1989),

Percelved threat to job features is comprised in a 17-ltem sub-scale which
determines the percelved threat to job features, Items concern promotion
opportunities, freedom to schedule work, quallty of supervision and task varlety.
Responses are recorded on a five-point likert format, which ranges from
'negative change very unllkely' (1) to 'negative change very likely' (6}, A
satisfactory alpha coefficlent of .92 has been reported (Ashford et al,, 1988),
Validity has also been demonstrated In correlations with Intention to quit (r=.32,
p<.01), commitment (r=-.29, p<.01), trustin organisation (r=-.28, p<.01) and Job
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relating to social events were used to assess individual stress arizing from
soclal changes. The 17 items of the 5CI relating to political events were used
to assess Indlvidual stress arlsing from political changes.

The Organizational Change Inventory (OCl) conslsts of 31 fems including work-
related events such as a change in work schedule, promotion and & new
superior, Respondents are asked to indicate which of these events they
experienced during the past year and whether they percelved the events as
positive or negative, Like the SCI, the OCI ylelds three subscales, The
oceurrence index measures the number of stressful events experienced, and
the positive and negatlve Impact subscales measure the percelved Impact of
each event experlenced. Accordingly, the rosponse format Indicates an
ocourrence indeX, a negative impact Index ranging from extremely unfavourable
{(-3) to no effect (0), and a posltive impact index ranging from extremely
favourable (+3) to no effect (0). Additional open questions enable other recent
work-related events spacific to the respondents job to be listed and rated.

Reliabllity data is unnecessary for the OCI, since it Is a life event scale, and
internal consistency need not be caloulated for life event scales (Monroe,
1982). The OCI has yislded adequate valldity, Positively percelved
organisational change ratings were found to corralate positively with job
satisfaction (1=.38, p<.05) and negatively percelved organisational change
ratings were found to correlate negatively with Job satisfactlon (r=-.40, p<,05)
{Sarason & Johnson, 1979), Validity has also been demonstrated for the OCI
in that the oceurrence of stress correlated with organisational commitment (r=-
.38, p<.001), negatlve stress correlated with [ob Invoivement (r=.26, p<,01} and
positive stress correlated with Job satisfaction (r=.87, p<.01) (Barling &
Rosonbaum, 1986). The OCI has also been validated on South African
samples (IKruger, 1987; Marks, 1986), Since job insecurlty is a dependent
varlable In .o present study, the Hem ‘experienced Job Insacurity’ was exciuded
from the OCIl. The item was removad from the scale to eliminate potentlal
sontamination with the Indicators of the stressor variable and the dependent
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The Soclal Change Index (SCI) consists of 57 items relating to events such as
an increase In the cost of living, political viclance and fesiings about the future
of the sountry. 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 ylelds 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 Indlicates an occurrence index,
a negative impact index ranging from extremely unfavourable (-3) to no effect
{0), and a positive Impact index ranging from extreamely favourable (+3) to no
sffect (0). Additional open questlons enable other recent work-related events
specific to the respondents job to be listed and rated,

The 8CI is a recent development and therefore has no avallable internal or
tamporal conslstancy data (Bluen & Ribeiro, 1992), Yet, internal consistency
does not need to be calculated for life event scales, as a high degres <f
internal consistency may be at variance with the assumption that events &
independent of each other and occur in a random manner (Monros, 1982),
Validity of the SCI has been reported on a South African sample (Bluen &
Ribelro, 1992), Significant correlations were found between corresponding
subscales of the SC! and Life Experience Survey (LES) (occurrence: r=.57,
p<.001; negative: r=.42, p<.001). Significant correlations were also found
betwaen corresponding occurrence and negative impact subscales and the SC|
and Township Life Event Scale (TLES)} (occurrence: r=.66, p<.001; nagative:
r=72, p=<.1), ife satlsfaction {occurrence: r=.4, p<.01; negative: r=.38, p<,01)
and psychological well-belng (occurrence; r=.31, p<.001; negative: r=37,
0<.001) (Bluen & Ribeiro, 1992). In the present study, four items were
excluded from the SCi to avold Inflated correlations between events and
symptoms due to upserational confounding of related items on the independent
and dependent variable scales (Ensel & Lin, 1991; Monrce, 1982; Perkins,
1982), For example, the ltem ‘experlenced job insecurity’ was excluded, as it
ls measured by the dependent varlable, job insecurity. The 32 items of the 8CI
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Procedure

Subjects were randomly selected from a list of employees provided by each
organisation. Employees were sen' questionnaires at their workplace through
the internal mall system, and were requested to return thelr completad
questlonnalres to the researcher in pre-addressed envelopes supplied, via the
internal mail. Employses were Informert of the purpose of the study, that
participation was voluntary and anonymous, and that their responses wers
confidential.

Measuring instruments

The questionnalre contalned blographical questions referring to factors such as
age, gender and Job titls, and six validated scales. The latter were
operationallsed as three latent variables, that is comrmon factors of a priorl
specified indicators or measured variables, The independent variable, stressful
environmental change, was specified as & common facior of three measured
variables; social change, polltical change and organisational change. The
proposed mediator varlable, 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 mulfiplied by
powerlessness., The dependent varlable, stress reactions, was specified as a
common factor of three measured varlables: psychological distress, job
dissatisfaction and r “uced organisational commitment.

Stressful environmeivial change

ltems from the Soclal Change Index (SC!) (Bluen & Ribelro, 1892) and the
QOrganlzational Change Index {OC1) (Sarason & Johnson, 1879) were used to
measure stressful environmental change. Three indicators of stressful
environmental change as eilcited by the SC! and the OCI were focused on,
namaly, social change, political change and organisatlonal change.
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Questionnaires were distributed to 800 employeses (300 employees per
organisation). Respondents comprised & range of occupations gathered from
across the organisation, such as senior managers, departmental heads,
accountants, personnel offlcers, secretaries and supervisors. The total
combined sample consisted of 256 returned questionnaires (response rate of
29.7%), howavar 29 guestionnaires were excluc¢ . :» to incomplete dala,
resulting in 267 usable questionnaires. Blographiw.+ . *+is of the sample are
presented in Table 1.

Table 1
Demoaraphic details of the sample

Variable n %
Gender
Male 150 56.8
Female 114 43.2
Missing 3
Home language
English 173
Afrikaans 28
Afrlcan languages’ 84
Missing 2
Age
M (years) 38
8D 10,61
Missing 12
Education
M (standard) 10
SD 0.87
Missing 3

1 African languapas inctude Zuly, Xhosa, Solhe, Towana and Venda, which were combinad for bravily.
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(Lavee, 19288). Thirdly, tne chi-square statistlc is a test of statistical significance
that does not provide Information regarding the deqroe of fit (Gerbing &
Anderson, 1983). Finaily, fallure of the varlables to salisfy the distributional
assumptlons of the test statistic can lead to rejection of correct models or the
fallure to reject incorract modsls (Bollen & Long, 1993).

Pue to the problems associated with the chi-square statistic, a large number of
alternative descriptive fitindices have been developed and examined (Brannick,
1895). Yel, aven though these multiple Indices exist, no index has heen
endorsed as the 'best index' (Gerbing & Anderson, 1983). Hence, no single
measure of overall fit should be relled upon exclusively (Bollen & Long, 1993),

Measures such as the Goodnass of Flt Index (GF1), the Adjusted Goodness of
Flt Index (AGFI), the Root Mean Square Resldual (RMSR) and the Comparative
Fit index (CFI) are often used (Bantler, 1090, Jéraskog & Sdrbom, 1893, Lavae
1988; Netamayer et ai., 1990). Such indices have been proposed to eliminate
or raduce dependence on sample size, However, this has not been a success
as even though a measure does not depend on sample slze expilsity n its
calculation, its sampling distribution will depend on N (Joreskog, 19983),

The GFl directly assasses how well the covariances predicted from the
paramoter estimates reproduce the sample covariances (Gerbing & Anderson,
1993). The AGFI s relatively robust after adjusting for degrees of freedom.
The GFI and AGF| ranges in values from 0 to 1 where values close to 1 are
indicative of a good fit (Lavee, 1988; Netemayer, Johnston & Burton, 1830},
A small differsnce between the GFI and the AGFI may also Indicate tht the
model fits well (Lavee, 1988). The GF! and the AGFI do not depend on sample
size explicltly and measure how much better the model fits compared with no
model at all (Joreskog, 1993; Joreskog & Sorbom, 1993). The RMSR 8 w
measure of the mean absolute value of the difference between the covarlance
matrix of the date and the covarlance matrix reproduced by the theoretical
model (Netemayer ot al., 1990). The RMSR must be Interpreted in relation to
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Model fit. The most frequently usad measure 13 the likelihood-ratio chl-square
statistic, A statistically significant chi-square indicates that the discrepancy
between the data (variance-covarlance matrix) and the modei (variance-
covariance matrix implied from the maximum-likelihood parameter estimates)
is greater than expected by chance. Conversaly, a chi-square measure that ie
statistically insignificant indicates a good fit of the model to the data (Brannick,
1005). Chisquare is calculated as N-1 timas the minimum value of the fit
function, where N is the sample size (Joreskog, 1983, Joreskog & Sdrbom,
1883). The degrees of fresdom are equal to the number of overidentifying
restrictlons in the model, and a comparison Is made batwaan the constraints
imposed by the model and the unrestrictad moments matrix (Cadwallader,
1987). if the chi-square is large compared to the degrees of freedom, one
concludas that the model does not fit the data, and If the statistic Is small
compared to the degrees of freaedom, ane concludes that the model does fit the
data. Whereas, a zero chi-square corresponds to a perfect fit (Jdreskog, 1693).

There is consensus that the chi-square statistic should not be the sole criterion
for determining model fit dug to several reasons (Chen & Land, 1990), Firstly,
the null hypothesls underlying chi-squdre is overiy rigid in most cases in that
it assumes that the nypothesised model [eads to an impiled covarlance matrix
that exactly reproduces the covarlance matrix of the observed varlables. Thus,
no allowance made for the approximate nature of virfually all soclal sclence
modsls (Bollen & Long, 1983). Secondly, the likellhood-ratic test of the mode!
fit Is sensitive to sample size, and requires a falrly large sample to be a vaid
test statistic (JOraskog & Sérbom, 1088), If the sample is too small, the chi-
square test may indicate that the model fits the data even if the model is
theoratically meaningless. On the other hand, the probability of rejecting a
model Increases as sample size Increases, even when the residual matrix
contains trivial discrepancies between the observed values and values
predictad by the model. Thus, In very large samples virtually all models could
be rejacted (Evorlit, 1984). A generai guldallne 13 that a sample of not lass
then 200 should be used to reduce the risk of drawiny error:eous concluslons
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The elght parameter matrices Include four coefficlent matrices and four
covarlance matricas, The cosfficlent matrices contain {1) the loadings for the
Indicators of the exogenous variables (2) the loadings for the Indlcators of the
endogenous variables (3) the paths from the exogenous vanables to the
endogenous varlables, and (4) the errors In the endoegenous indicaters, The
four covarlance mafrices specify the covariances between the (1) the
exogenous variables (2) the errors in equations (3) the errors in exogenous
indicators, and {4) the errors in endogenous indicators (Cadwallader, 1887).
The measurament mode! is estimated together with the structural model, inthe
simultaneous astimation or the 'full information’ estimation of ali the model's
parameters, the solutinn for the confirmatory factor analysls and the solution for
the strustural parameters are interindependent (Lavee, 1988).

Assessing yoodness-offit

Once LISREL has been run, the measures of the overali model fit and
testabllity may be examined. Qne flrst examines the parameter estimates to
assure that the model is testable. Parameter astimates should have the right
sign and slze according to theory or a priari specifications (Jéreskog & Sérbom,
1863). Secondly, there should be no indlcators of major problems such as &
covarlance matrix that is not positive definite, negative varlances, correlations
that are larger then ona In magnitude, or extremely large standard errors
(Lavee, 1988), Next, It is tasted whather the model Is consistent with the data
{Bollen & Long, 19928). LISREL {ssugs a number of statistics to evaluate how
well the model as a whole flta the data and whaether some specifications are
fundamantally wrong. These indicators of modsl fit are examined bafore one
evaluates speciiic parameter cosfficients (Laves, 1588).
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its eigenvalues are posltive or if all possible welghted sums have & varfance
greater then zero (Wothke, 1983). An unidentifled model will e the cause of
an indefinite model, as well as toa Iittle information provided by the deta, the
presence of outliers and nonnormalities, too many parameters In the structural
model and mods! misspecification (Wothke, 1993).

Model estimation

After specifylng the mode! and confirming that it is Identified, data ie gathered
for each of the observed varlables and the parameters are then estimated
{Cadwallader, 1987). Raw data Is Irrelavant to this process, instead the
vanances and covarlances are iyplcally utllised (Beritler, 1880), or if the
variables are standardised, correlations are used (Lavee, 1988), For most
practical cases it 1s recommended to analyse the varlance-covariance matrix
{Jreskog & Sérbom, 1993; Laveae et al,, 1985), as the chi-square measure of
goodness-of-fit raquires non-standardisation, and also simllar measures across
time and different populations may be compared only when measures are
unstandardised (Lavee, 1888), The varlance-covariance matrix is computed for
the Indexes and used as input to simultaneously estimate the parameters of
both the measuremesnt and the structural equation mode! (Cadwallader, 1987).
The alm is to ganerate estimates of the parameters that most clogely reproduce
the sampie varlance-covariance matrix of the observed variables, This is
achleved by fitting the covarlance matrix implied by the modal to the obsarved
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 et al,, 1985).

After the parameters are astimated, the paramatar matrices are specified In that
there may be fixed parameters which have been asgsigned glven valies,
cor.strained parameters whose valuag arg unknown but equal to one or more
othar parameter, or frae parameters which are unknown and not constrained
to be equal to any other parameter (Bveritt, 1984, Joreskog & Strbom, 1993).
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ldentlfication can be achleved by the imposition of constraints on the
parametars, For example, if some observed varlables hava non-zero loadings
on each of the faclors, other parameaters bacome rastricted to zero. Similarly,
If the error terms are correlated, another set of parameters bacome fixed, or
equality constraints can be imposad wheraby the values of the parameters are
constrained to be equal. Thus, In some Instances, an overidentlfied structural
mode! can help the Identification of an underidentifled measuremant model
(Cadwallader, 1987). Since certain parls of a model may be averidentified and
other parts underidentified, identification ie an issue for every equation in a
madel, as well as for the model as a whole (Bentler, 1980).

Kerlinger (1986) discusses sorme common technical difficulties related to
ldentiflcation: With LISREL, the programme announces when a modal cannot
ke identified, However, sometimes the computer run may be completed, but
gome of the parameters may not make sense, for example, negative variances
may be reported. Or else, the analysls may work waell, but the statistics
indicate that the mode! does not fif the data, To ascertain why such probiems
arlse s often a mystary, since it may be due to a number of reasons, One,
therefore, has to check several possibillties. It could be that the mode! does
not fit because It was poorly or incorrectly conceptualised, or the model does
not fit because the LISREL user made a mistake In using the system. It could
also happen that the computer analysis does not work due to flaws In the data,
stch as strong multicoliinearity In the correlation matrix. Or perhaps, the model
does not fit ag tha theory from which 1t was derived is wrong or inapplicable
(Kerlinger, 1986).

No general conditions for Identiflcation exist, however, indications of whether
a model Is identifled or not can be obtained by chacking whether the matrix of
second-crder derivatives of the fitting function used to estimate the model Is
positive definite, as If 2 model is Identified, the matrix will be posltive definite
(Everitt, 1984). Positive definlte is defined as a function of 112 vigenvalues or
characteristic roots of & matrix, that [s a matrix Is strictly positive definlte if all
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The structural model indicates a causal relationship between ths latent
varlables Ksi1 {€,), Eta1 (4,) and Eta2 (d,). A change In &, Is expected to
produce a change in 1, and in 1, and a change In 1, Is expected to produce
a change in 4, The extent of the change In 1, is reprasented by the coafficlent
ALPHA {a,,) and the extent of the change in %, is represented by the coefflcient
oy and cosfficlant BETA (B,,). The error terms in the structural equations,
labolled Zeta (£, and ,) Influence 1}, and i, raspectively, but they are assumed
to be uncorrelated with £,.

The structural mode! can be expressed in terms of the following equatlons, one
for each latent endoge 1ous variable:

Ty = Gy & + &

o™ oy &y + G

T = P Mt + &,
{Cadwallader, 1987; Joraskog & Stirbom, 1993).

{dentification

A model must be Identifled prior to estmation, The identification of & model's
parameters determines whether there s a unlgue set of parameter values of the
specified model consistent with the data (Bollen & Long, 1993; Laves, 1988),
Under a given modsl structure, with certain specifications, some parameters
may be uniquely estimated, whereas others may not. If all the parameters of
a model can be uniquely estimated, the whole model Is [dentified (Lavee,
1988), A useful causal model must be overidentifled, meaning that it should
have fewer parameters ¢ -an kni wn data points (variances and covariances, o
correlations between meagured varlables), becauge only then is the model
potentially able tu be rejected by data. If a modal is just Identified, meaning
that tiere is a one-to-one transformation possible between parameters and the
data, the model can never be rejected. Whereas, If the pa~ameters are
underidentified In that they can take on many values rather than be determinad
uniquely, the model s not statistically testable (Bentler, 1980).
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The researcher uses four matrices (LAMBDA-X, LAMBDA-Y, BETA and
GAMMA) to speclfy measurement and causation within the model, The
LAMBDA-X matrix specifies the measurement of the exogenous variables. The
LAMBDA-Y matrix specifles the measurement of the endogenous variables,
The GAMMA matrix spacifles theoretical or structural relationships between the
exogenous and endogenous varlables. The BETA matrix is used to specify
theoretical relationships among the endogenocus variables (Stage, 1989).

The full LISREL model Is defined by three eqguations:
.* the measurement mods! for X

b) the measurement model for ¥

¢} the structural equation modal

(Joreskog & Strbom, 1993},

In terms of the measurement modei x7, x2 and x3 are observed indlcators of
the latent variable stressful envirc .mental change (Ksi1 £,), while y7 and y2 are
observed indicators of the latent variable fob insecurity (Eta1 1), and y3, ¥4,
and y¥5 are obsarved indicators of the latent varlable stress reactions (Eta2 4,).
The cosfficlents or parameter estimates {Lambda a) indicate the accuracy with
which an indicator measures a latent varlahls, and the strength of this
relationship 1s termed the validity of the Indlcator. Most often, the observed
variables are not completely determined by the latent varlables, thus each
Indlcator has an error term associated with it The terms Delta (§) represent
the measurement errors in the x-varlables and Epsilon {g) represent the
measurement errors in the y-variables, and are uncorrelated with &,, 1, and ,.
{Cadwallader, 1987, Joreskog & Sorbom, 1883).

The measurement made! can be axpressed in terms of the following equations:

X1 = Ry Gy + 8 Y2 =0y Myt e,
X2 2 My &y + 5y Y3 = hgp iy + 8y
X3 = gy &1 + By YA = h My + 8y
¥l = dyy iy + 8 YO = Agy 1y + 8
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Figure 3. Structural mode! of the present study.

Key: Latent Varigbles
&, = stressful environmental change
m, = Job Insecurity
M, = stress reactions

Manifest Varlables
%y = politlcal change
¥p = soclel change
%g = organisational change
¥y = percelved threat to tnial
job X powe.” ~ness

Vz e 52

Y, = percelved threat to job

features x powerlessness

Y3 = psychologicel distress
Y4 = Job satisfaction
¥5 = organisational com-
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a statement about the sign and relative slze of the direct effect of one construct
on anether (Jdreskog & Strbom, 1993). While theories are multivariate and
often involve complex causal processas, and researchers would llke to capture
the complexlties in an empirical model, oo complex & model may iwnder the
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 &
fully comprehensive model with practlcgl considerations {Lavee, 1088},

Bafora the * eory can be tested emr.ically, 2 set of empirically operational
indlcators must be deflned and selectsad for each dimenslon of each construct
(Joreskog, 1993). Agaln, specification of the latent varlables should ensure
that & theory's constructs are embedded [n the mode! (Bentler, 1980), The use
of multiple Indicators to measure a construct is preferred, as multiple Indlcators
are more likely to be able to capture a complex theoretical construct than a
single measure Is. Furthermore, the error tarm 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 varlable, In general, thiee or
inora indlcators are often racommeanded as models with only two indicators of
a latent variable may be underidentified (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 structural
squations or a diagram (Bentler, 1980; Joreskog, 1993; Joreskog & Sbrbom,
1893). To lilustrate this, the structural model of the present study is presented
in Figure 3. The variables In clrcles are latent variables of stressful
environmental change, job insecurity, and stress reactions, The varlables In the
squaras are measured Indicators representing each latent varlable. Arrows
lead from the latent varlables to the indicators, Indlcating that changes in the
latent variables lead to changes In the indicators rather than the opposite. The
hypothesised structural model is recursive as there are no reclprocal
relationships betwsen the endogenous varlables.
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as there are many other variabies that are associated with the dependent
constructs, and that are not inciuded in the model for various reasons. LISREL
accounts for this as the aggregation of all such omitted variables is represented
In the modal by a set of stochastic error terms, one for each dependent
construct. By definition these error terms represent the variation and
covariation in the dependent constructs left unaccountsd for by the Indepandeant
constructs (Joreskog, 1993; Jireskog & Strhom, 1993). Furthermore, causallty
is an assumptlon of LISREL. Howsaver, covariance siructural modsiing does
not prove causation, rather the researcher infers causalily from making
predictions about the expected patterns to be formed In the data (Brannick,
1995).

The LISREL programme

LISREL. involves a series of steps that researchers are advised to follow
sequentially. These steps may be summarised along the phases of model
spacification, identification, estimation, assessing goodness-of-it,
respecification, and hypothesls testing (Bollen & Long, 1993, Lavee, 1688).

Model specification

The hypothesised structural model must be formulated on the hasis of theory
(Bollen & Long, 1993; Joreskog & ibrbom, 1993; Stage, 1989). In order to
adequately translate theory Into an emplirical model, one should ensure that all
the relevant constructs are consldéred simuitaneously, and all thelr
uni-direstional and bidlrectional Interrelations are stated explicitly (Bentler,
1980), This includes firstly, tha classification of the constructs into dependent
(caused, endogenous) and Indepandent (causal, exogenous) variables
(Joreskog, 1993), and the identification of the relationshlps between all the
variables as either; no relationship, correlated or a causal relationshlp (Stage,
1989), Secondly, for each dependent construct, the theory specifles which of
the other constructs it |s postulated to depend on. The theory may alse include
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data, and the statlstical significance of each of the estimated parametars are
assessed, If the fit is poor, the model is rejected, and various alternatives may
be considered In order tv modlfy and improve the fit of the model to the data
{Cadwallader, 1987, Lavee, 1988),

Assumptions in LISREL

The utility of LISREL for any research depends upon the researchert's thoughtiui
use of theory at avery phasa nf the investigation. It Is assumed that theoretical
reasoning should guide the researcher prior to the analysis, in specifying the
hypothesised modal, as well as after the astimation, In evaluating the results
and Introducing any modifications to the model (Lavee, 1988), Acdditional
assumptlons Include that the dependent and Independent variable
measureament errors should be uncorrelated, the cosfficlent matrix of the
dependent variables should be ner-singular, and the equation error residuals
should be uncorrelated (Mason-Hawkes & Holm, 1889). Furthermore, the
structural relationships should be linear, additive and causal (Bentler, 1980,
Joreskog, 1993; Stage, 1888). The strictest assumption is that all parameters
are invarlant, however, it Is more reallstic to assume that the structure is
invariant, but not the speclfic values of the parameters. It is, therefore,
acceptable to assume invariance In the siructure or pattern of the latent
variables, whereas the values of the latent variables may vary (Brenner,
Sdrbom & Wallius, 1985). These assumptions need not necessarily be
checked before computing LISREL, as If certain assumptions are not met and
they present a problem, the LISREL programme will announte the problems
(Kerlinger, 1986).

LISREL 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 relationships In the model are exact deterministlc relationships
(Joreskog, 1993). Generally, the independent constructs in tha model account
for only & fraction of the veriation and covearlation in the depsndent constructs,
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The measurement medel consists of the relationships between the observable
indicators and the theoretical constructs {(Joreckog & Sérbom, 1993). It defines
the latent variables a prior] in terms of their specified measured indlcators and
evaluates the measurement properties (reliabllities and validities) of the
observed varlables (Jéreskog & Sbrbom, 1089; Mason-Hawkes & Holm, 1989),

The gt -ctural equation model consists of the theoretical relationships between
the constructs (Jéreskog & Sbrbom, 1983). It specifies the causal retationships
among the latent variables and describes the causal effecis and the amount of
unaxplained variance (Jéreskog & Strbem, 1989),

The measurement model and the structural model are often estimated
simultansously by using a full-information maximum-likellbood confirmatory
factor analysis. This means that the (oadings of the measured varlables on
thelr respective factors, the error terms of the measured varlables, the
relationships between the exogencus and endogenous variables, the
relationships among the endogenous variables, and the disturbances {(arrors in
equation) oi the latent endogenous variables are all estimated simultaneously
(Lavee, 1988). This simultaneous analysis provides optimal weighting of the
measured varlables which results In maximum explained variance in the
endogenous varlables (Stage, 1989). However, in practice, one should test the
fit of the maasurament model before the latent varlable or structural model Is
examinad. This is because the tesling of the structural model, that Is the
testing of the Inftially specified theory may be meaningless unless it Is first
sstablished that the measurement model holds. [f the chosen Indicators for a
construct do not measure that construct, the spacified theory must be modified
before it can be tested (Joreskog & Sdrbom, 1983},

Parameters ars 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 possibla, A number
of goodness of fit tests are provided to astimate how wsll the mods! fits the
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Table 6
Goodness-of-fit for the structual models tested

Modsl X df P GF AGF RMSR CFl
Model' 45,48 17 0.0002 0.66 .02 0.05 0.98
Madet® 26,67 16 0.046 0.8 0.98 0.03 0.89
Aftor adjusiment by allowing emrer

covariances of pollticel and cocll

shianps to vomolalo,

Mode!® 27.07 17 0.087 0.98 0.96 0.03 0.88

Attor adjustmant by Wing he
amor varianes of threal to Joh
l6aturos o Zaro.
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Testi nd_revising the structu ode
Overall goodness-.f-fit

Onee LISREL astimates the structural modal, it issuss a number of goodnass
of fit indlces to evaivate how well the model fits the data and whether some
specifications arg fundamentally wrong. These indicators are e+aminad before
the specific parameter coefficlents are avaluated (Lavee, 1988).

The chi-gqulare vaiues, assoclated degrees of freedom, and probabilily levels
for the model are presentad in Table 8, Indicating the goodness-of-fit of the
modai, Analyses of the model, as specified In Figure 3, Indicated that it did not
fit the data sufficiently well. The chl-square for the model' 19 45.48 with 17 o.f,
which ylelds a p of 0.0002. Using an 0.05 level of statistical signlficance, the
model 1s shown to deviate significantly from ths data. Mowever, the chi-square
statistic should not be the sole criterlon for model evaluation due to Its
sensitivity to sample size and departures froia muliivariate normality (Bollen &
Long, 1993; Chen & Land, 1990; Jéreskog & S6rbom, 1883; Netemeyer et &l,,
1990). As recommended by Bollen (1988), the fit of the model was evaluated
using saveral standard Indices. Appropriate indices to assess the model's
goodness of {it such as the Goodness of Fit Index (GFI), the Adjusted GF!
(AGFI), the Root Mean Square Residual (RMSR) (Jéreskog & Sérbom, 1993)
and the Comparative Fit Index (CF!) (Bentler, 1290) were examined. The
model' exhibited a GF| of 0.96, an AGF| of 0.92, a RMSR of 0.05 and & CFI
of 0.96. Without modification the model' does not plausibly represent the
relationships ameng the vardables, indicating a significant discrepancy between
the date (variance-cavariance matrix) and the relations specified In the model.
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Testing the measurement model

The measurement model was analysed separate from the strustural mode! to
assess whether tha chosen indicators for sach construct did measure the given
construct (Jéreskog & Strbom, 1983). The maasurement model was tested by
a confirmatory factor analysis using LISREL 8 (Jbreskog & Strbom, 1983).
Table 5 presents the results of the LISREL estimates of tha relations of the
observed variables to the latent varlables. The parameters for the
measurement modei are the lambdas {paramaeter estimates for the X and Y
variables), the apsilons (measurement errors in the X-variables) and the deltas
imeasurement errors In the Ywvariabies), which show how well the constructs
are measured by the observed variabies (JOreskog & Sdrbom, 1983}, As can
be seen In Table 5, all the loadings of the observed measures on latant
varlables are significant (2) Indicating that the chosen indicators measure the
constructs,

Table &
Parametsr estimates of the measureinapt ods!

Parameter Maximum Hkellhood { values Errars (8) 'Ereore {g)
eatimates
Xy (Aqg) 7.20 .56 &1.43
Xy {Ray) 4.15 8.67 26.13
Xy (Aay) 8.37 11.59 19,94
¥ {Ayq) 84.561 13.85 3862.74
¥a (M) 186.66 23,07 0.00
Yo (A2 9,00 8.14 23.77
¥s (Ag2) 7.07 -11.87 32.59
Vs (Ag) -2.96 -7.26 28.89
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Table 4

Covariance matrix of the manifest variables

-8.70

1 2 3 4 & 6 7 B

1. Sotlal change 113.24
2. Political change 55.65 48,38
3, Organisational change 60.05 35,04 80,99
4. Threat to total job 1684.82 85.25 92,08 8024.23

X powaerlessness
8, Threat to jab features 335.823 162.68 387,98 12034.78 34803.86

% powaerlesshess

- 8. Psychological distress 18,68 .17 16,83 118.29 346,87 3N

7. Job satisfaction -30.43 -16.36 -37.05 <268.19 -707.39 20,97 8248
8, Commitment -8,56 3,58 +8.34 ~147.78 ~380.64 22.25 37.66

N« 267
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Table 3
Means and standard deviations of the manlfest varlables

Varlable Moan Standard deviation
1. Political change 8.30 6.81
2. Soclal change 16.85 10.81
3. Organisational change 8.45 0.49
4. Threat to total job 22.27 5.88
8. Threat to Job features 46,03 14,05
6. Powerlessness 9.14 2,98
7. Psychologlcal distress 10.81 577
8, Job satisfaction 47.75 9.08
8. Organisational commitment 33.47 6.14

The actual anslysis was executed with the use of an unstandardised varlance-
covariance matrix computed by S8TATISTICA (Statsoft Inc., 1993) from the raw
data {see Table 4). The covarlance matix was used as an Input to several
structural analyses with the LISREL method. The LISREL solution produced
fwo models, the measurement model and the sfructural model (Joreskog &
S4rbom, 1983).
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Table 2
Pearson correlation coefficionts belween manifest variables

1 2 3 4 5 8 7 B
1. Soclal change 1.00
2, Politieal change 0, 77heen 1.00
3. Organisational change 0.59%* 0,54+ 1,00
4, Threat to total job g 0.14* 0.1 1.00
X powerlesshess
8, T it to Job features 017" 0,13+ 0,22 0,721 1.00
¥ powetlessness
€. Psycholr -al distress 0,314 0.20% 0.2 0.230 0,32+ 1.00
7. dob sy dion 0,317 o1, 2G4 =0, 4 3rhie «{),3340 0,424 0,404 1.00
8, Commitment 0,10 {.r -0, 14" 0. 274 0,330 B R D40 1.00
N o287
* 08
" g:lm
e P<.001
we pe 0001
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CHAPTER 8.

RESULTS

Prefiminary to the LISREL analysis, the currelations, means and standard
deviations of the manifest variables of the present study are presented in Table
2 and Table 3, Examination of the correfation matrix indicated that the
anticlpated relationships were observed for the majority of varlable. Hence,
the correspondence of the correlations with the theorstical modei was well
demonstrated. Soclal change and political chenge were port<'y related to
perceived threat to total job X powerlessness. In addition, s:uial change,
political change and organisational change were positively assocliated with
perceivad threat to job features X poweriessness, Both measures of job
insecurity wera significantly related to the stress reactions. Specifically, they
walw positively assoclated with psychological distress, and negatively
associated with both Job satisfaction and organisational commitment, There
was also a significant positive assoclation between sow.. “.ange and
psychological distress, and a significant negative assoclation uewwesn soclal
change and job satisfaction. Political change was positively assoclated with
psychoiogical distress, and negatively associated with Job satisfaction,
Organisational change was significantly related to tha stress reactions, with a
positive assoclatlon with psychological distress, and a negative asscciation with
both Job satisfaction and organisational commitment, Less consistent findings
that emerged wers the non-significant relationship betwean arganisational
charige and percelved threat to total Job X powerlessness; between political
¢hange and organisationat commitment;, and between soclal change and
organisational commitment. The directions of ail the relationships were
conslstent with expectations, However, correlations do not provide evidence
for a complete set of strictural relationships. Therefore, LISREL Is computed
to evaluate the causal model (Hodapp, Neuser & Weyer, 1988).
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the sama data, thus, the relevant probabllity distributions no longer apply. Cne,
therefore, must rasist manipulating the model to fit the data In order to confirm
hypotheses (Mason-Hawkes & Holm, 1987). Modifications have importait
expioratory vaiue, provided they are not introduced for the mere purpose of
achleving a better modei fit. To avold manipulation of the model, modifications
should only be made that make theoretical sense and if thay do not affect the
important parameters of interest (Lavee, 1988).

The alm of LISREL 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 muitiple times, the approach of LISREL Is model generating
rather then model testing (Jdreskog, 1983, Jraskog & Sdrbom, 1993).
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Moadel fit and hypothesis testing

Once the model is testable and fits the data sufficlently weil, the modet may be
evaluated agalinst the hypotheses, There Is no gasy and simple interpretable
eriterion for assessing whether the hypotheses have been conflrmed (Lavee,
1288), However, ganerally, two sets of critaria are used: goodness of fit of the
modal as a whole, and statistical significance of the speciflc 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 describe the structure of relationships among the
observed varlablas against the allernative hypothesis that these relationships
are of no spaciflc structure (Lavee, 1988). The hypotheses regarding the
causal relations between each consiruct, as well as the relationships betwesn
constructs and thalr measured Indicators are tosted 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 inilal model of the researcher need not be correct In terms of the
hypotheseas or best for the data, but the number of alternative models shouid
be fairly iimited (J8reskog & Sdrbom, 1989), Each stage of LISREL should be
repeated mulilple times using the same data if the inltial modet does not
sufficiently fit the glven data. Several models may be tested In this procass,
The respecification of each model may be theory driven or data driven
(Joreskog, 1993; Joreskog & Sérbom, 19893). However, one must remember
that post hoc spacifications violate a fundamental assumption underlying
statistical theory, namely, that hypatheses are formulatad prior to the analysis
of the data (Lavee, 1988). When one begins to modify the model according to
the data, the model loses Its siatus as a hypothesis as the researcher has
already looked at the data and made some estimates of the parameters Lsing
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modification Index (Cadwallader, 1987). Each modiflcation Index measures
how much chl-square is expected to decrease If a partioular parameter is set
free and the model is reestimated. Thus, the mndlfication index Is
approximately equatl to the difference in chi-square betweaen two modsis In
which one parameter i fixed or constrained in one mode! and free in another,
all other parameters being estimated In both models. The largest modification
Index shows the paramster that would improve the most when set free
{Joreskog & Sdrbom, 1983), Better fitting modeis may be obtained by ailowing
additional fixed parametsrs with non-zero derivatives to be freed one at a time,
LISREL’s cosfflcients are relative and depend on the user's decision of how far
to take the model fitting and which parameters can be freed {Mason-Hawkes
& Holm, 1989). In addltion, restrictions can be imposed, whereby certain
structural eleaments are constrained to zero, or alternatively certain structural
parameters may be constrained to be equal to one ancther, or a parametsr
may be fixed to & certaln value (Brannick, 1995; L.aves, 1988), Furlthermore,
exogenous variates can be left to correlate (Cadwallader, 1987) and errors
betwsen manifest variables that measure the seme factors may be correlated
{Brenner et al,, 1985, Joreskog & Sérbom, 1993),

The fit of tt » model can be improved through respecification, and once
respecifiad, the steps of ldentiflcation, estimation, testing fit and respecification
may be repeatad often multiple times until the most sultable fit of the modet to
the data {s found {Bollen & Long, 1983). Yet, modlfications to the model must
be theoretically valld (Stage, 1988),
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Respecification and reestimation

After [nitla! estimation of a modsl, it is common to conclude that the fit of the
model Is inadequate, and to respecify the model in an attempt to Improve its fit
(Bollen & Long, 1983). The aim is to dstermins what is wrong with the model
and how the model should bae modified to fit the data better {Jéreskog, 1993),
Modifications may be required if the model was unidentifled, in order to make
It testable, or modifications may be suggested by the diagnostic information of
the initial analysis, in order to achleve a model that better fits the data (Lavee,
1088).

Improvements can be made and the model can be retested. Residual error,
‘modification indlces and t-values for parameters provided aliow the researcher
{o determine possible improvements to the model through the introduction of
naw relationships among varlablies or the deletion of previously specified
reiationships that have been provan statistically Insignificant (Stage, 1989).

There are a number of ways to modify a model if it doss not provide & good fit
to the data, Parameters whose estimates are small compared to thelr standard
errors can be gliminated, thus improving the overall fit by recovering degrees
of f*oadom (Bentler, 1980; Cadwallader, 1987). Parameters ¢an be added to
or sliminated from the modsl by examining the residusls, that is the specific
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 varlables, Whereas, a large negative residual Indicates that the model
overestimatas the covarlance batween the variables, In the first case, one
should modify the model by adding paths which could account for the
covarlance between the two varlables better, in the second case, one should
modify the model by eliminating paths that are assoclated with the particular
o warleance (Jareskog & Sdrbom, 1993). A modifisation index is used to assess
the likely resuit of relaxing a particular constraint, and & great improvement in
goodness-of-fit can be achleved by freelng the perameter with the largest
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the size of the observed variances and covariances (Netemeyer et al., 19980),
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 unstandardised
variance-covarlance matrix (L.avee, 1988}, The CFi estimates a population
measure of model fit, assesses practical differences in model fit and s less
influenced by sample size than s the chi-square statistic (Bentler, 1990,
Dunham, Grube & Castaneda, 1994). The CFI ranges in values from 0 to 1
where values closs to 1 are indicative of a good fit (Bentler, 1980).

Path cuefficients. In addition to examining fit iincizes, one shouid examine the
fit of the components of a model, such as the R squares of equatlons, the
magnitude of coafficient estimates, whether the estimates are of the corract
sign, and for the presence of improper soiutions. Since, even a model with
excellent overall fit Indlees can be unacceptable pecause of the components of
a model (Bollen & Long, 1893).

If the model Is testabls, but doas not fit the data sufficiently well, the
modlfleation indices provide a mean for assessing what changes In the models
specification would improve its fit to the daila, A modification index targer than
8.0, in elther the measurament or the structural model, indicates that the
models fit to the data will improve significantly If the respective path Is aliowed,
that Is if the constraint of the flxed parameter is reiaxed (Lavee, 1988).

The standard error 1. each parameter estimate can be used to provide an
Indlcation of the importance of that parameter to the mode! as a whole, The
statistical signiflcance of each parameter s detarmined by a ¢ statistic, which
Is equal to the ratlo of the coefficient and Its standard error. if the ritical ratio
formed by dividing the estimate by Its standard error is large, the parameter Is
essontial to the modae! (Bentler, 1880). Coefficlents that are twice as large as
thelr respective standard errors (that is, {> 2.0) are considered statistically
significant (Lavee, 1988).
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CHAPTER 9.

DISCUSSION
Discussion of results

The purpese of the present study was to develop and evaluate a model linking
stressful snvironmental change, perceived job insecurity and stress reactions.
Basad on previous research and theory, a theoretical mode! was developad and
then tested. Significant causai relationships were reported between all the
variables in the study, Resulls are discussed In terms of the resewrch
questions governing the present study,

The effect of sfressiul environmental change on stress reactions

Results of this study indicate a significant causal relationship betweaen stressful
environmentai change and stress raactions. This infers that the greater the
amount of stressful changes experienced by individuals, the higher thelr levels
of stress reactions. This finding corroborates the theoretical propositions of the
fiterature of change, which states that It [s commonly helfd that change in
paoples' lives Is linked 1o siress (Jerusalem, 1893). Changes Indiice feelings
of ungertainty amongst individuals (Ashiord, 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 & Ivancevich, 1890). The present study provides support
for the theory thiat change resuits in stress outcomes such as psycholagioat
distress, Job dissatisfaction and reduced commliment (Cooper & Cartwright,
1994, Jamal, 1990; Rice, 1992; Sullivan & Bhagat, 1982).
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Overview of results

The aim of the modsl In the present study was to Investigate whether:

(1) stressful environmental change has a direct causai relationship with stress
reactions (2) stressful environmental change has a direct causal relatlonship
with perceived |ob insecurity (3) percelved job insecurlty has a direct causal
refationship with stress reactions, and {4) percelved job Insecurity mediates the
ralationship between stressful environmental change and stress reactions.

LISREL confirmad the causal model, demonstrating that the theoretical mode!
provided a good fit to the data. it was found that stressful environmental
change led to an incraase In Job Inssourity, and an increase in stress reactions.
Job insecurity In turn led to an Increase In stress reactions. The resuits
additionally showed that job Insecurity partly mediated the relationship between
stressful environmental change 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 thet stressful environmental charige explains only 6%
of the variance of job insecurity (1-.84; see Latack, 1984, p.312). Substantial
variance s unexplained which suggests that other important explanatory
varlables 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 Insecurlly acts as a
partlal mediator in the present study. Therefore, the model® suppotis ine fourth
research question that percelved job Insecurlty mediates part of the effects of
stressful environmental change on stress reactions.

In addition to testing the paths for significance, ohe should also examine the
magnitude of the paths ar their relative Importance to the fit of the model (Lang
etal, 1992). The mast significant or strongest path in the model was from job
insecurity to stress reactlons (B,,=.45, i=5.68), followed by the path from
strossful environmental change to stress reactions (o.=.47, i=4.89), The
residual variance of stress reactions was 47, demonstrating that stress
reactions explained 63% (1-.47, see Latack, 1884, p,312 ) of the variance of
the model, These paths, therefore, contributed substantially to the overall fit of
the model, The weakest path was between stressful environmantal nhange and
job insacurity (a,,~.28, {=3.68), which was confirmed by the fact that stressful
environmental change explained only a small percentage of the variance In the
job insecurity. This infers that the path batween stressful environmental change
and job Insecurlty had the lsast contributlon to the overall modef fit,
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indirect &nd total relationships, the strengih of the mediator (i.a., whether job
insscurlty is operating as a total or partial mediator), and whether job insecurity
accounts for most of the relatlonship between stressfui environmental change
and stress reactions (.e., whether the indirect effect is of a simifar or larger
magnitude to that of the direct effact),

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 direst effect of Job insecurlty on siress reactions is .45, Stressful
environmental change therefore has a basic indirect effect on stress reactions
of 11 (from .25 x .45). 1t Is the sum of the direct and indirect effects that
reflects the folal causal effect. The total effect (indirect + dirgct effect) of
strossful anvironmental change on stress reactions is .68 (from .47 + 25 X
48], see Bolien, 1989, p.376; Hayduk, 1987, p.247; Wheaton, 1985, p.366).
The fotal effect of streseful environmeantal changs on stress reactions {.68) Is
greater than its direct effect (.47), indlcating that job insecurity is operating as
a mediator rathar than as a moderator, The indlrect effect of stressful
environmental change on strass reactions via job insecurity also operates in the
sama direction as the overall causal effect of stressful environmentai change
on &tess reactions, which further confirms that Job Iinsacurity operates as a
mediator. The significant path between stressful environmental change and
stross reactions demonstrates that job Insscurity is not a single dominant
mediator, but rather & partial madiator or ene of multiple mediator variables.

With dominant mediators, it is common that the {otal effect Is mostly acsounted
for by the indirect effect of the madiator varlable (Wheaton, 1985), Yet, in the
present study, the dirsct effect is greater than the Indirect affect (.47 and .11
re3pectively), illustrating that the total effect 1s mostly accounted for by the
direct effect. This anomaly does not detract from job Insecurity being a
mediator. It rather Infers that an increase in stresa reactions Is only produced
hy a small but significant Increase In job insecurity resulting from stressful
environmental change, and that the o'rect relationship |s not largely controlled
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effect siress reactions only Indirectly through transmission of influence by the
mediator job insecurity. Indirect transmisslon of influence shows that all of the
effact of stressful environmental change on stress reactlons Is transmitted by
job Insecurlty (see James & Brelt, 1984). If the path betwesn stressful
anvironmental change and stress reactions is still significant, that is, not
reduced to zero, then job insecurity would be operating as one of muitiple
mediators (see Baron & Kenny, 1986) or a partial madlator, With a partlal
medlation model, stressfui environmental change woauld have both a direct
effect on strass reactions and an indlrect effect on stress reactions, the latter
balng transmitted by job insacurity. This ~uld indicate that only part of the
total effect ~f stressful environmental change on stress reactions Is due to
mediation by job Inseturlty (sse James & Bratt, 1984),

Related to the strength of the mediator, I1s whether the iniervening variable
accounts for most of the relationship between the stressor and the stress
outcomes. In mediator models, the total effect Is usually mostly accounted for
by the indirect effact of the intervening variable (Wheaton, 1885). Accordingly,
the Indirect effect would be of a simliar or aven larger magnitude to that of the
direct affact, showing that the direct effect of environmenta! change on stress
reactions s offset by an indirect effect of environmental change working
through job Insacurlty to ultimately reach streas reactions (see Chen & Land,
1900; Lavee et al,, 1887),

From the ahove explanations, one may calcuiate that a varlable operries as a
moderator when the direct effact is greater than the total effect, since the
intervening varlable buffers or reduces the effect of the stressor on the stress
outcomes. In contrast, a variable operates as & medlator when the total effect
fs greater than the direct effect, since the Intervening varlable increases the
effect of the stressor on the strass outcomes. Therefore, If job Insecurity
operates as a mediator, tha totel effect of stressful envirenmental change on
stress rgactions will be greater than the direct effect of stressful environmental
change on stress reactions. In addition, one must ook at the direction of the
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The final research question to bé answered [s whether job insecurity medlates
the relationship between stressful anvironmental change and strass reactions.
In order to agsess whather Job insecurity operates as a mediator, a number of
Issues 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. Whaeaton (1985) discusses the differences betwean the two varlable
types. He proposed that a variable operates as a moderator or a sfress buffer
when the direct effect of the stressor increases (not decreases) when the effect
of the moderator variable 18 conirolled. This occurs because the overall impact
of the stressor has been attenusated by the operation of the moderatar, in that
it buffers the relationship betwean the strassor and the cutcome, Thus, when
the moderator variable Is controlied the result is a larger direct net effect of the
streasor. In the case of a mediating variable, the varlable does not reduce the
{otal effect of the stressor in the modal, Instead the positive total effect of tha
stressor Is reapportioned betwesn a net direct effect of the stressor and an
indiract effect through an Intervening variable or mediator (Wheaton, 1986). In
gddition, the direction of the relationships of tha total and direct sffects Is crucial
to the decision &s to whether the varlable operates as a mediator or moderator.
The Indirect effect through the moderator varlable operates in a diraction
gpposlite to the total effect of the strassor on the stress outcomes, Whereas,
in & mediator modai, the indirect offact of siressor on strass outcomaes via the
mediator operates in the same direction as the total effect {(Wheaton, 1985).

To further ascertaln whather a variable operates as a mediator, one would
examine the direct path between stressful environmental chanpe and stress
reactions, |If the path between stressful environmental change and stress
reactions is non-significant or reduced to zero, Job Insecurity would be operating
as a single dominant mediator (see Baron & Kenny, 1886). This would be a
complete mediation model, in which stressiul environmental change woutd
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Significance of the path coefficlents

The next step In the analysis was examining the paths o determine If the
model's predictions were correct, to answer the research questfions, and to
identify each path's contribution to the overall fit of the mods] (Lang, Witllg-
Berman & Rizkalla, 1992).

The ravised structural model® with Its maximum-likelinood parameter estimates
is prasented in Figure 4. The t-statistics for each of the structural coafficlents
were axamined to determine whether they differad significantly from zero. The
standard critical value of 1.96 was used for the ,05 level of significance (Lang
at al, 1992). All .we parameter coefflclents in the madel® were statistically
significant at the ,05 level.

Stressful shvironmental change was found to Influence stress reactions directly
{a,=.47, =4.89) and indirectly through Iits positive effect on job Insecurity
(tey=.25, (=3,56) which In turn yielded u posltive impact on stress reactions
(Bay=.45, t=6.68). The significance of all the paths demonstrated that the
predictions for the present model were correct, With regard to the first three
research questions, this modsl® shows that: strassful snvironimental change has
a direct causal effect on parceived job insecurity; percelved job insecurity has
a direct causal ¢ffect on stress reactions; and stressful environmental change
has a direct causal effsct on stress reactions,
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A reestimatlon of the model resuited in a madel® 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, 1997; Lavese, 1988). Since, the model's® chi-
square value was non-significant, the model® was shown to fit the data at the
p=0.05 level. The model® had a GF| of 0,98, an AGFI of 0.95, a RMSR of
0.0%, and a CFI| of 0,89 (see Table €). 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
environmenial change to reduced organisational commitmeni would improve the
fit of the mode by decreasing chi-square. it was dacided not to make this
modiflcation in the specification of the maodei, as thare was no theorstical basis
for allowing the measure of raduced organisational cornmitment o load on
more than one factor (see Lavee et al,, 1985). A further weakness in the
modeal was evldent In that the standardised residual for organisational change
and reduced organisational commitment was still large in magnltude
demonstrating that at this paint the model did not fit the data well. Since this
resldual was positive, it indlcated that the model underestimated the covariance
between the two variables (Jdreskog & Sdrbom, 1893). Once the LISREL
analysis has glven a solution that fits the data, that is, when the model
produces 'fitted values' which do not significantly deviate from the empirlcal
data, the modal Is said to be confirmed (Brenner et al., 1985), The finat rrodel®
in the present study exhibited Yitted vaiues', howaver, in order to ensure that
the mode! was confirmed, the statistical significance of each parameter
estimate was also agsessed.

116



multiple Indicators are specified. When & varlable has three or more indicators,
it can be troated as an 'errorless' varlabla,, but when there are only two
indlzators a latent variable may be unidentified (Lavee, 1988). Accardingly, for
latent varlables with three or more indicators, LISREL estimates the error
variance by defauit {(Jbreskog & S8rbom, 1983). However, for a latent variable
with only one indicator, the error varlance in the corresponding observed
indicators cannot be estimated (Lavee et al., 1967), and as a result are fixed
to zero {9.g., Jéreskog & Sdrbom, 1993, Lang, Wittig-Barman & Rizkalla, 1992).
For latent variables witi: two indicators, the error veriance In the corresponding
observed indicators may not be estimated adequately, and accordingly, may be
fixed to zero (e.g., Brenner et al., 19858), It was, thersfore, decided to fix the
error varlance of the manifest variable, perceivad threat to job features, equal
to zero on the hasis that it was a psuedo-factor, and because Iits ¢ value was
Insignificant when estimated by LISREL,

Table 7
Error varlanzes of the manifest variables of the modet?

Parameter Estimates ! values
{8,) Social changa _ 61.38 8,98
(8,) Political change 20,11 8.25
(8,) Organisational change 20,01 210
(e,) Threat to total job 35,97 6.41
X powerlessneass
(e,) Threat to job features 25.26 76
X powerlessnass
{e,) Psychological dlstress 23.80 10.02
(e, Job satisfaction 32.53 5.48
(e} Organisational commitment 28.88 10.40
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measure the same factor are parmitted (Brenner st al., 1985; Jéreskog &
Strbom, 1993). Since, politisal change and soclal change were both
exogenous variables and mant! ast variables of the same fac.tbr. it was decided
that it was reasonable to alloy ' their error terms to correiate. It also made
theoretical sense to allow these terms to correlats since it Is quite possible that
political and soclal change have common sources of variation that have been
inadvertently omitted «om the mode!, since they are closely linked in terms of
what they measure.

Relaxing the constraints on the covarlances between political change and social
change, that Is allowing the residuals ¢ covary, resulted in a marked
improvament in the model's fit. The reestimated model? resulted in a chi-
square value of 26.567 with 16 d. and a p value of 0.048, Using a 0.05 level
of statistical significance, the model® is shown to be ralatively close to fitting the
data. The model exhlbited & GFI of 0.98, an AGFI of 0,95, a RMSR of 0,03,
and a CFl of 0.99. The fit Indices demonstrated a marked improvement of the
fit of the revised model as compared to the inltial model (see Table 4). There
were no modification indlces sugyested by the LISREL 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 did not fit the data well at this polnt.

The model® was thus resxamined. It was ncticed that the error variances for
the manifest variables were significant (f>2) with the exception of psrcelved
threat to job features which had a { value of 0.76. Table 7 shows that the error
variances for the other indicators were significantly »";+er. The model being
tested was of the mixed kind, that is it consisted of a mixture of true factors (at
least three Indlcators per construct) and pseudo-factors (less than three
indicators per construct) (Brenner ot al., 18985), Since perceived threst to Job
features was one of two Indicators for the latent varlable job insecurlly, it was
a pseudo-factor in which the measurement error could not be properly
astimated. The error term of a measured variable can be meusured only when
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Examination of the detalled Indicators of the mode! fit showed that standardised
residuals of the relations batween organisational change and job satisfaction,
between political change and sociai change, and betweer social change and
organisational commitment were unacceptably high (larger than 2 in
magnitude), suggesting that these relations were not adaquately accounted for
by the model, None of the structural modification Indices were slgnificant
demonstrating that no modification In the structural specifications was needed
to achiove a better model fit to the data. The only significant mediflcation
indices were in the theta-epsilon matrix (covarance among error terms of
measured variables), namely, between poiitical change and social change, and
betwsen organisational change and job satisfaction. Thase results suggested
that the model could be improved by allowing certain reslduals to correlate,
Specifically, it suggested that allowlng the error variance of political change to
covary with the error varlance of social change, and the error variar:e of
organisational charge 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
praciice 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. |f this s the case, the meaning of the construct
and its dimenslons may be different from what is intended (Jéreskog & S6rbom,
1993). As a result, researchers have been warned against correlating error
terms unless substantlated 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 assoclations In the data (Lavee
et al.,, 1985). Therefore, in the case of organisational change and job
satisfaction, it was declded not to allow the residuals between these variables
to correlats, since there was no theorstical basis for such modifications. There
are, however, certaln situations where error terms may be correlated, For
example, It is commo: . .at exogenous varlables may be left io correlate
(Cadwallader, 1967), and also correlated errors between manifest variables that
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The significarice of the dlrect stregsor-strain relationship indlcated that job
in=curity operated asg a partlal mediator. This finding is not Incongruant with
theury and research, Baron and Kenhy (1986) noted that: because most
phanomena In psychology are considersd to have multiple causes, it s more
realistic to expect mediators to decrease the relationship between an
independent variable and & dependent variable rather than to completely
eliminate it. Furthermore, from a theoretical persp.active, a significant reduction
demonstrates that a given medlator is Indeed a potent, though not both a
necessary and a sufficient condition for an effect {o occur. In the prasant study,
since job insecurity did result in a significant reduction of the effects of
environmental change on strass reactions (i.e., the total effect was greater than
the direct effact), it in./cated that job insecurity played a significant role In
medlating the relaflonship between stressful environmental change and sfress
reactions. Other researchers have also found partlal mediation effects In the
study of life events. For example, Ensel and Lin (1981) found that life avents
exhibited both a direct effect and indirect effect on psychologleal distress,
whersby soclal resources partlally mediated the effect of life events on
psychological distress. Glickman et al. (1991) also found that fife events
simultaneously affected outcomes both uirectly and Indiractly through a
medlator. Thelr rasults showad that life events increased work strain, and
through this Increase in strain, life events influenced psychological distress.
Life events alsc exerted a significant direct effect on psychological distress.
These studies together with the results of the present show that life events are
related to stress reactions, independently of other factors. Sinca the direct
relatlonship between life events and symplomatology 1s well established
{Pollock, 1988), it wauld be unllkely that job Insscurity would operate as a total
mediator in the relationship reducing the effect of life avants on stress reactions
to zero.
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insecurity scaie, showing that perceived threat to the lotal job and perceived
thraat to job features shouid each be multiplied by perceived powerlessness to
measure job Insecurity effectively. This affirms thy contentlon of Ashtord et al
(1989) and Greenhalgh and Rosenblait (1984) that percelved poweriessness
Is an essential component to the job insecurily construct.

Previous literature has damonstrated corrglational assoclations betwesn job
insecurity and stress reactions (Ashford et al., 1989; Orpen, 1993; Seguin &
Roskies, 1991), yei causal relationships betwsen job Insecurity and
psychological outcomes are undetermined (Hartley et al,, 1994). The present
study therefore contributes to theory by providing evidence that Job Insecurity
I8 cxalusallyr related to stress reactions,

The role of job insecurity as a partial mediator

An important goal of the presant study was to evaluate the role of job insecurity
as a mediator in the stressor-strain relationship. The resuits indicated that job
insecurlty did mediate the ralatlonship between stressful environmental change
and stress reactions. Yet, the mediation result was not as strong as expeacted.
Usually when a varlable operates as a mediator the indirect path, in which the
mediator operates between the Independent and dependent varliable, is
stronger than the direct path betwesn the independent and dependent variable.
This roflects that the relationship between the independent and dependent
variable Is largely controlled by the mediator varlable (Lavee, MeCubbin &
Olson, 1987), as the medlator is the generative mechanism through which the
independent varlable Is able to Influence the dopendent variable (Baron &
Kenny, 1986). Yet, in the present study, the direct effect of stressful
environmental change on stress reactions was stronger than the Indirect effect
through Job insecurlty.
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By attesiing that job Insecurity operated as a determinant of stress reactions,
‘ne current research demonstrates that job insecurity is an important variable
to Include in an analysis of stress, Furtharmore, this study provides empirical
support for theory that ragards Job insecurity as a stressor varlable {e.g., Bargal
at al,, 1992; Heaney et al., 1994; Roskles & Louis-Guerin, 1990; Roskles at al,,
1993). For example, job Insecurity has been related to increased symptoms of
ill-haalth such as genaral psychologleal distress (Roskles & Louls-Guerin, 1930;
Seguin & Roskles, 1891; van Vuuren et al,, 1891), anxiety, dapression (Orpen,
1093) and somatic complaints (Khunert et al., 1889). Emplrical assoclations
hetween job Insecurity and a multitude of work-related attitudes have also been
established (Ashford et al,, 1989; Greenhalgh & Sutton, 1991; Klandermans et
al.,, 1991). Both Ashford et al. (1989), and Newman and Krzystoflak (19938)
reported lower levels of job satisfaction as a rasult of declining job insecurity.
Other researchers such as Davy et al. (1981) and van Vuure et al, (1991)
have also demonstrated empirical assoclations between job insecurity and job
dissatisfaction, Studies have [ndicated that percelved Job insecurlly is
significantly related to decreased organisational commitment (van Vuuren et al,,
1991}, Greanhalgh {1982} found that empioyeas who were Insecure about thelr
job fuilires became less committed to the organisation, and Brockner (1988)
reportsd that parceptions of severity of a layoff were negatively associated with
organisational charnge. Seguin and Roskies (1991) contlirmed In a follow-up
study of the psychological consequences of job Insesurlty, that employees
gxperiencing Job Insscurlty avaluated their commitment to the organisation as
low,

The results of the present study corroboratas the theoretical models of Ashford
et al. (1989) and Greenhalph and Rossnblatt (1984) by substantiating the
relation betwesn percelved job Insscurity and employess reactions. It also
supplements the research of Ashford et al. (1989) through the inclusion of
additional macro-environmental factors related to job Insecurity, and by finding
a significant relation hetween Job insecurity and psychologleal distress. The
prasent research also supports the use of a multiplicative version of the job

133



The effect of Job insecurity on stress reactions

The finding of the presant research supports the existence of a relationship
between percelved job insecurlly and stress reactions. Hence, individuals who
percelved grealer job insecurity, in terms of percelved threat to the totai job
muitiplied by powarlessness and perceived thraat to job features multiplied by
powerlesshess, experionced mora Intonsified stress reactions manifested by
highar levels of psychological distress, job dlssatlsfaction and reduced
organisational commitment. Furthermore, the results indicatad that this path
was the maost significant In terms of the overall maedel.

The assoclation between job insscurily and stress reactions Is explained on the
basls that perceptions of job insscurlty are psychologically harmful to the
individual (Seguin & Roskies, 1991). Job Insecurity causes the individual
discomfort In terms of feelings of demaralisation, fear, anger (Jacobson, 1987},
helplessness, withdrawal and seif-doubt (Earnshaw et al., 1990), Sinue job
insecurily is related to individuals’ feelings of competence and seif-worth
(Khunert & Palmer, 1981), it follows that when indlviduals axperience Job
Insacurity thelr psychological well-bsing is reduced (Dekker & Schaufell, 1996,
Khunert et al,, 1989; Klandarmans &t al, 1881). In additlon, as a major
component of job insecurity is a threatenad loss of Intrinsic aspects of the job
such as autonomy, career advancement and status (Earnshaw et al,, 1980),
and extrinalc aspects such as security In the Job (Brockner, 1988), then it is
fikaly that job Insecurity will have a negative effect on Job salisfaction as the
primary affective resporise to a job (Ashford et al., 1988). Furthermors, when
employges undergo problems, espaclally thoss that have employment-related
implications, thay confront (noreased Insecurity and threats to belonging (Begley
& Czalka, 1993). Insecure employees also experience a loss of frust and &
betrayal of expactations by employers (Earnshaw et al,, 1990). Consequently,
perceptions of job Ingecurlty result in reduced commitment to the organisation
{Ashford et al., 1989).
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Insacurlty (Ashford et al,, 1689: Bargel et al., 1892; Dekker & Schaufeil, 1996),
Accordingly, future research should adopt muitivariate research designs to
explore the rola of possible mediator and moderator varlables between stressful
environmental change and job Insecurity.

A further possible explanation of the weak relationshlp betwesn stressful
environmental chang2 and job insecurity could be that there Is a lagk of certain
chronic stressors in .3 present study, Theorists such as Ashford et al. (19889)
and Roskles and Lohis-Guerin {1890) examined chronic stress with regard to
job Insecurity, It 1a noted that the operation of chronic stressors such as role
ambigulty leads to perceptions of job Insecurity because role ambigulty
engenderé a fesling of lack of pradictability and threatens an individual's sense
of control (Ashford et ai., 1889). Job Insecurity in turn [s characterised by
feolings of uncertainty and ambiguity {Dekker & Sohaufeli, 1985; Heaney et al,,
1804). A study by Bargal et al. (1992) Identified that faalings of job insecurity
are snganderad by the operation of chronic stressors, such ag tha uncertainty
of continued employment, facing constant rumours, fluctuating developments
over job changaes and unpredictablity about when and under what
circumstances changes will ocour. Chronie stressors were not completely
ahsent In the prasent study, as life event scales measure some events that
may be chronie or enduring in thelr nature, such as 'conflict with a colleague’
(Vingarhoets & Mareelissen, 1688), and Individuals tend to repert many chronic
stressors in life event checklists (MoQuaid et al., 1992), Yel, life event scales
do not measure certain chronic stressors such as role ambigulty, and further
do not obtaln detailed Information about the chironle circumstances under which
avents ooour (Simons et al., 1993). Future research should, therefere, sxamine
the role of these typas of chronlc stressors with regard to job Insecurity, in
addition to the role of speclfic events at work,
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insecurity could subside (Seguin & Roskles, 1991). This was asceriained by
Earnshaw et al. (1990), who found that job insecurity conslsted 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 therafore seems possible that In the present study, a time
lapse hetwean stressiul change and strass reactions could have effected the
significance and strength of the relationship, particularly bacause the prasent
sludy measures evenis that occurred within the past year, and currant
perceptions of job insecwrity. The adoption of both retrospective and
prospective measures could have emphasised the effoct of a time tapse on the
stressor-job insecurity relationship. To ascertain the validity of this proposition,
futlre research couid employ longltudinal designs to assess effects of time on
these processes.

Baron and Kenny (1986} argue that, In terms of madlational models, if the path
between the Independent variable and outcome variable is still significant, then
the mediator varlable Is operating as one of muitiple mediators. Therefore, the
weak relationship batween stressful snvironmental change and Job insecurity
could be due to the operation of various cognitiong or emotions, not measurad
In the presant study, but which could intervene as additional mediators. This
couid well ba the case, since sirass theonists, such as Lazarus (1993) contend
that emotions such as anger, fear, anxiety, and hopefuiness are subsets of
strass which mediate the stressor relation to strain outcomes. In addition, the
small amount of varlance explained by stressfui environmental change in
relatior: to job Insecurity could be due to other intervening factors or modiators
such as coping. This may be likely since one would expect that Individuals
confronted by the stress of change would engage in coping efforts to manage
thalr feelings of job Insecurity (Ashford, 1988; Callan, 1993). Moreover, various
maodsrator variables such as individual differences, including sense of hardiness
and locus of control have been ldentifled as relevant to the stress process
(Callan, 1993). Avallabliity of soclal support has also been recognisad to
moderate stressfil changes (Callan, 1863, Kessler et al, 1985) and job
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organisations, [t has been found that employess who are not at risk of loging
thelr Jobs, are rather subject to pressures to modify thelr (obs and accept
different employment conditions (Jacobson & Hartley, 1991), or altamatively
may be serlously concarnad about their power to retain valued aspeacts of thelr
job {Roskies et al,, 1893). Roskles and Lolus-Guerin (1990) conducted thelr
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 dld not face serlous threats from organisational changes and
consequently did not perceive a isk »f lesing their jobs. This would explain the
iack of & significant correlation betwaan organisaflonal change and percelved
thraat to the total Jjob multiplied by powariessness.

An alternative reason of the lack 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 langth of time betwaen evant occurrences
and Initlal symptom formation, or the amount of ima required for symptoms to
abate (Tholts, 1983). Nelson et al. (1995) confirmed this by finding a
consliderable amount of varlability In the measurements of stress at different
times. They concluded that one of the difficuitles in interprefing studies of the
stress-strain relationship 1s that the period between the onsat of potentially
stressful evenis and the manifestation of stress rwactions Is variable,
Consequently, It Is difficult to assess when to conduct measurement, as if
psychologlcal measures are to be taken too soon or too late after event impacts
have oczurred, no relationship or a very modest relationship betwesh events
ai.d symptoms will be found (Thoits, 1883). 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 al., 1993).
Manz et a!. (1990) found that during the change procass, employees initlally
percelved threat, and after a time lapse, employees attempted to adapt and
accepted the new possibliities of the change. With regard to job Insacurity, It
Is noticed that it Is possible that as time lapses, Individuals' feellngs of job

129



tha number of studles linking change to Job Insecurlty, most of studles
assessed the impact of a spaciflc change upon indlviduals, and consequently
the effect of general stressful life events o) work-related attitudes has not been
sufficiently Investigated (Bhagat & Allie, 1989). In additlon, relatively little
attention hias bean pald to the consequences of general organisational change
upon individuals (Nelson et al,, 1895) and to the combined effects of political,
soclal and organisational changes on perceptions of job Insecurity. Hence, it
seems as if a strong empirical path between stressful life events and job
insacurity has not yet been established. By ex: mining stressful life ~ .ents, the
present study addresses this deficit In the literature by considering the
psychological cansequences of change on Iindividuals and by verifying a
significant, albelt weak, causal assoclation between stressful life events and
work-related outcomes, such as Job insecurity.

The path between strassful change and jab insecurity, even though significant,
was not as strong as may have bean expected. in terms of the model, it was
the weakest path, contributing the ieast to the overall model fit. A number of
explanations for this finding are proposed,

A possible explanation of the weakness of the relatlon could be partly due to
the lack of a sipnificant correlation between the manifast indicators,
organisational change and percelved threat to total job multiplied by
powerlessness. Past theory and research has shown these variables to be
slgnificantly associated, in that indlviduals' fear of losing their jobs have
increased following organisational change (Ashiord et al,, 1989, Davy et al,,
1981, Seguln & Roskles, 1991). Yet, the majority of these studies conducted
thelr ressarch In high-risk organisations which had undergone mass changes
such retrenchments (Brockner, 1988; Davy et al,, 1991), severe financial cuts
(Seguin & Roskies, 1991), mergers (Greenhalgh, 1982) and acquisitions
{Newman & Krzystoflak, 1893). The organisations In which the prasent study
was conducted, would not be classifled as high-risk organisations, but rather
organisations undargoing changes that could be generalised to many types of
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individuals experience throlghout their lives in modern society (Hartley et al.,
1991). Earnshaw et al, {1990) found that thelr data marked the exparience of
iob insecurlty as a process of fransition in which loss and adaptation to change
are major alements. Theorlsts such as Greenhalgh and Rosenblatt {(1984) and
Ashford st al, (1989) state that percelved severlty of threat and a sense of
poweriessness are vital components ¢ the job insecurity construct. The
present study verifies that stressful environmental change engenders
perceptions of thieat and a sense of powerlessness upon hividuals. In
addltion, the current research provided support for theoretical modals of job
Insecurity (e.g., Ashford et al,, 1889; Greenhalgh & Rosenblatt, 1984) by
ascertaining that perceived threat and powerlessness are manifest Indicators
of job Insacurity construct.

The current research is in ine with previous theory and empirical research
Indlcating that changes produce feelings of insecurlty for amployees concerning
the nature and continued existence of thelr jobs (Ashford et al,, 1989; Jick,
1985, Schwelger & Ivancevich, 1985). Employees have attributed thelr fealings
¢f job Insecurity to causes such as governmental polley, raised educational
demands and naw technology (van Vuuren et al, 1991). There is also
avidence that times of economic hardship Influence the perceived intensity of
the threat of job Insecurity (Bargal et al., 1992; Earnshaw et ai,, 1990).
Organigational restructuring and undesirable Job changes such as ¢hanges In
work procedures, layoffs, and reductions In resources, have also baen shiown
te result in Increased perceptions of job Insecurity (Jick, 1988), Doolsy &t al.
(1987) established that undesirable job changes were positively assoclated with
percelved job insecurity, and Orpan (1993) reported that employees feit more
Insceure about their Jobs with the onset of organisational change. This was
corroborated by Ashford et al, (1988), who found that the greater the amount
of organisational changes exparienced by Individuals the higher their lavels of
Job insecurity, Additlonal significant associations have been demonstrated
between job insecurlty and organisational changes such as ratrenchments
(Davy et al,, 1891) and acqulsitions (Newman & Krzystoflak, 1993). Desplie
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finding of the present study establishes that employees in organisations, even
stable crganisations, 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 stinhtly higher than the scores in a study such
as Ashford et al. (1889) (perceived threat to total job: M=20.5, SD=5.2;
percelved threat to job features: M=40.8, SD=10.8;, powerlessnass: M=9.0,
8D=2.8), whosa maln focus was job insecurity. The current research indicates
that thess levels of [ insecurity are parily attributed to an accumulation of
stressful environmsntal change.

Dus (o the intense impact of change upon Indlviduals, theory has reviewesd a
variety of emotlons commonly assoclated with change. Marrls (1986) discusses
that change leaves Individuals with a sense of lack of control over their
destinies and undermines their abilitles to predict thelr futures. Since
indlviduals feel that thay are not in control due to ioss of the known, they
experience a sense of powerlessness (Callan, 1993). Individuals are forced to
adapt to unfamiliar situations as a result of changea, which result in perceptlons
of threat {(Muller, 1882). 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 evaluatlons (Valiant, 1993) such as
uncertainty, threat, fear {Coeatsee, 1983), helplesshess (Simpeon, 1881) and a
sense of insecurity among individuals (Homar-Dixon et al,, 1993). As changes
In the broader environment or macro-events are percelved as far removed from
Individuals (Handy, 1988}, it is likely that individuals will feel out of control and
insacure In ters of these changes. Valiant (1993) raported that negatve life
gvents evoked feelings of being controlled by external clrcumstances, which in
turn manifested themsslvaes | 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 chanos was
uncertainty about the contlnuance of their jobs. It has also been pror ssed that
Job Insecurity is likely to be a manifestation of the generu uncertainty
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The current research illusirates 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 splllover of effects of stress from both
personal lives and work on stress reactions such as psychological distress, job
satisfaction and commitrment (Barling, 1990; Bhagat & Allle, 1988; Bhagat et al.,
1985, Odesnik-Duke, 1990), Furthermore, the present study corroborates
previous research findings in terms of the scope of stressors found to be
stressful, |ssues such as political ' incertainty, economic factors, personal and
family life, and factors at work are all implicated as major contributors to stress
(Hendrix et al., 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 resuilts indicate, stressful environmental change influenced the amount
of Job insecurity percefved by Individuals. Although stressful change only
accounted for 6% (1-.94=0.06; see Laves e al., 1987} of the varlance of job
Insecurity, these effects, nevertheless, are signiflcant indicating that job
insecurity was intenslfled by an accumulation of stressful changes. This finding
iHustrates that the more poiltical, soclal and organisational changes experienced
by Individuals, the greater both thelr peiceptions of threat to the total job and
powerlessness, and perceptions of threat to job features and powerlessn~-

This finding Is of particular relevance to theory and research. The imp¢

environmental change on Job insecurity s recognised as a matter of ¢

importance due to the fact that large scale changes have occurred worl )
at & rapid rate and have changed the nature of jobs (Goffee & Scase, 1392,
Khunert & Vance, 1892), Such changes nave proliferated organisations, even
healthy ones (Hartlay et al., 1991), making any Individual in any organisation
potentially vulnerable to Job insecurity (Roskies & Lolus-Guerln, 1880). The

125



Life event research has dealt specifically with the issue of change, basing ltself
on the premise that stressful changes lead to an increase In symptomatology
(Pollock, 1988), Stress Is aftributed largely to the frequency with which
stressful events oceur to an individual and their intensity of st ssfulness for the
Individual (Motowidlo et al,, 1986). Studies have provided much empirical
support for the relationship between life event siress and stress-related
outcomes (Russell & Davey, 1993), Slgnificant associations have been
established between stressful events and general psychological distress
{Glickman ot al., 1891; Shrout et al.,, 1989; Steffy et al, 1990), depression
(Brown et al., 1994; Hammon, 1992; Shrout et al., 1989; Valiant, 1983), and
anxiety (Chamberlain & Zika, 1980; Miller, 1989; Russell & Davey, 1983),
Moreover, Shiu et al, (1988) dermonstrated an empirical link between negative
stressful events and behavioural outcomes of stress, Emplrical relations have
also been llustrated between stressful events and work-related attitudes
(Hendrix et &', 199 Keenan & Newton, 1985, Motowldlo et al., 1986).
Empirical assuuauons between life events and stress reactions ware upheld In
the present study, clarifylng that events percelved as mc re frequent and intense
produced a greater amount of stress in individuais.

Despite the abundance of empirical studies illustrating significant associations
between iife events and outcomes, life events research has been criticised on
the basis that studles have exhiblted very modest correlations between events
and symptomatciogy, and that life events have not accounted for & substantial
portion of the variance in the dependent variables (Kessler et al., 1885; Russeli
& Davey, 1993; Shrout et al,, 1988; Vossel, 1988). The significance of the
relatlonship between stressful environmantal change and stress reactions inthe
presant study tends to counteract thls 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 palh from
stressful environmental change o stress reactions indicatad that life events
made a significant contribution to the overall fit of the model by accounting for
& substantial amount of the explalned varlance In stress reactions.
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As the current research Identified that empioyeas were experencing a
signiticant amount of job Insacurity, and especlally since job Insscurity is such
a cruclal issue in South Africa, organisations should be very careful in
implamenting changes and taking care not to breach the psychological contract
of employment, Robinson ard Rousseau (1984) state that a chalienge for
contemporary management facing economic and organisational changes, Is to
keep the changes in employment conditions from becoming violations to
employees. If this is achlaved, negative cutcomes such as |ob dissatisfaction
and reductions in company loyaity can be avolded. Wolmarans (1998) outlines
some guidelines for South African organisations to facliitate change process
and to minimise negative cutcomes. She malntains that organisations should
clarify the plans of change with employees, Integrate the changes, provide
aducation of changes, foster ownership by Involving employees [n the ¢hanges,
and provide employees with continuous feedback, The literature on Job
insacurlty also recognises that communication and information sharing Is a
relevant factor |n raducing job Insecurlty. Experts state that employess facing
Job Insecurity often have no clear cues within the workplace to help In
evaiyating in the stresses (Bargal et al., 1892), thus communication regarding
the extent, targets and timing of changes couid potentiatly minimise some of the
stress by reestablishing an Individual's sense of control and predictabillty
{Ashford et al., 1989). South African organisations should take cognisance of
this, as thelr managemant style has for years been authoritarian discouraging
Information sharing (Horwitz & Townshend, 1983; Gxwala, 1885), Consistent
communlcation and feedback to employees, could go a long way toward
rreating & climate for a secure workplace (Khunert & Palmer, 1991),

Understanding sume of the effects of stressful change and Job insecurity upon
indlviduals as lllustrated by the preseni research, can be used as a basis for
diagnosing problem areas In organisations and daveloping appropriale
response strategles (Cartwright & Cooper, 1994), The currant research can
help in the diagnosis of some aspects of ths situation leading te stress, as the
identification of stress und stress-related factors are central to health-promotion
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Control is also recognised to be an important variable In the stress process
{Cartwright & Cooper, 1994}, Karasek (1990) found that the already stressful
exparience of job reorganisation can be much worse for employees when they
are denled Influence over the process or when changes lead to reduced control,
Thus empowarment would not only aid In the reduction of job insecurity, but
also In ameliorating stress. This was confirmed by Nelson at al. (1995), In that
their results suggested that those In positions of less control suffer the greatest
nagative effects of organisational chenge, pariicularly when change is one that
is outside thelr control, and the impllcations and consequences of changs is
less clear. By Introducing employee participation and empowermaent,
organisations may ¢ nate cultures conducive to change, fead more information
to workers, allow employaes to feel as If some changes are under thelr control,
and this 1s likely to reduce the stress assoclated with change.

Considering that the present study demonstrated a link batween environmental
change and reduced levels of organizational commitment, and since it Is
generally recognised that & demise In employae loyalty to companies Is & sign
of the difficult economic timas (Roblnson & Rousseau, 1984), itis important that
organisations address this Issue, One of the tasks of organisational leadars
should be to create a compeany in which employeas want to belong, Employes
particlpation and empowerment can create an environment in which employees
have a stake In the company and fael wanted and worthy. Mallmela (1994}
contends that South African organisations must develop new visions for the
future by creating a cuiture of ownership and pride, and by invesiing socially in
employees. Mdongo (1995) states that South African organisations should
ampower employees by respecting, recognising and rewarding employaes'
potentlal, and If empowermont Is successiul, it should result in visabls changes
such as employee satisfaction, motlvation and commitment to the goals and
objectives of the arganisation,
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Results from the present study, which indicate that social, polltical and
organisational change In tha country has impacted upon indlviduals, should act
as a catalyst for changes In organisational cultures, it has been suggested that
South African organisations realign themselves according to the new culture
and climate In the country (du Tolt, 1883; Mdongo, 1885; Werth, 1994). South
African organisa lons need to awaken to the realisation that everything has
changed, and invest In developing the vapability through the sklis of their
managers to effectively manage change and lts disrupting impact {Werth,
1994), Furthermors, as employess' perceptions of the culture type of the
organisation Is a strong predictor of Job satisfaction and organisational
commitment (Cooper & Cartwright, 1894), & positiva culture change in South
African organisations should have a beneficlal impact on employeas' job
satisfaction and commitment.

The presant research identifled that employees' sense of powerlessness was
a signlficant compenent of job insecurity, which Implies that If organisations
intend to tackle the problem of job insecurity, they need to confront the issus
of powerlessness or conirol, 8ince the concept of empowerment Is at odds
with a sense of powerlessnass, it follows that a sanse of empowermant can
reduce Job ‘nsgourity. Horwitz and Townshend (1993) state that the
introduction of parliclpative schemes In South Africa reflect a move towards Job
sacurlty. Experts agree that successiul organisations empower employees to
recemmend ways to restructure their jobs, analyse operations, ldentify
Inefffclancies in the ways jobs are structured and tasks performed, and to
recommend change strategles (Newman & Krzystofiak, 1993). Particularly with
organisational change, employae empowerment may aliow employees to feel
more in control in dealing with solutions to probiem: with procedures, work
practices and relationships that emerge with changes to the organisation
(Callan, 1993),
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Practlcal implications

In addition to the theoretical Implications, there are cartain practical implications
following the present ressarch.

The results of the present study suggest that attitudinal and affective reactions
which ara important to both individuals and organisations accompany stressfull
changes. More specifically, it indicatas that changes have led to a work
environment in which individuals are expariencing stress evidenced by
increased levels of psychological distress, and lower levels of job satisfaction
and organisational commitment. This representis a real and relevant problem
for both Individuals and organisations. The heavy cost of strass-reiated
inesses to organisations (Cooper & Bramwell, 1992), is apparent in the
conslderable losses organisations have experlenced from the effacts of stress
on Important organisationally valued outcomes such as Job satisfaction and job
performance (Sullivan & Bhagat, 1992).

The signlficant result of the prasent study betwean change and job insenurity
also has important ramifications for companles, The more prolonged the threat
to job Insecurity, tha higher the psychological costs to the individual, and the
greater the potential for organisational decline (Bargal et al., 1992). Firstly,
since the majority of South African organisations are undergoing change
programmes {du Tolt, 19€3; Werth, 1884, Wolmarans, 1995), and secondly,
becaus> poverty and unemployment are pressing soclal issues in South Afrlca
(SAIRR, 1988}, it follows that Job Insecurlty is a fundamantal issue to tackle.
As damonstratod by the presant study, If job insecurity is not deait with,
nagative attitudes such as job dissatisfaction and reduced commitment will
proliferate the organisational environment. Additional costs of jab Insecurity
involve a threat to organisational productivity and long-term effectiveness, as
Job Insacurity ralsas 1ssues of trust and feirness in dally labour-management
Interactions (Bargal ot al., 1982). Organisations should thersfore reallse that
dealing with employees' Job Insecurlty Is vital sihce it 1s an essentlal
malntenance naad of the orgenisation ¢ - its survival.

144



organisational effectiveness (Robertson et al., 1893), the presen! study afitrms
that changes also have slgnificant indlrect costs on organisations through their
effacts on enployees, espadially In terms of job Insesurity and stress reactions.
This finding contributes to theory by addiessing the paucity of research
focusing on negatlve outcomas of changs.

A final theoretical implication of the prasent study is that it acknowledges some
criticlsms 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 varlables In a
multlvariate framework (Levi, 1992; Sulilvan & Bhagat, 1992). The present
study examinad a multivariate model, empirically testing stressors, perceived
job Insecurlty and stress reactions as a whole within a common modet
structure. A variety of varlables were examined in relation to job Insecurity 1o
determine the orderlng of the varlables and causality. The use of covarlance
strutture unalyses made |t possible to test all parameiars in the model
simultaneously (Eavy ot ai,, 1991). Thus, Instead of testing hypothesised
relationships between pairs of varlables, the prasent study slmuitaneously
tested the relationships between all varlables. The application of a structural
equation modal was beneflclal to advancing theory, as the present research
demonstrated the applicability of structural equation madals such as LISREL
1o thaory testing. Because complex variables such as environmental change
are not likely to be captured by one Indicator alons, the use of multiple
indicators to define the constructs was important,

143



construct adequate theoretlcal or ampirical attantion. Instead many researchers
have often treated job Insecurlty In an ad hoc manner inciuding it In many
studles as a seconclary or incldental focus (Ashford et al., 1989). Past research
has also not addressed whather stressful changes directly affect job insecurlty
and stress reactlons, or if percelved job insecurlty mediates the effect of such
change on outcomes. Since causal relationships between change, job
insacurlty and work attitudes are undetermined (Hartley et al., 1991), the
present study advances thaory by establishing the »~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 fleld In which extensive research
has not yet been conducted (Earnshaw et al., 1990; Kuhnert & Palmer, 1991,
Kuhnert & Vance, 1992; Orpen, 1883). No documented research could ba
found that maasured job insecurity as a possible mediator between change and
stress reactlons. This represents a gap in the literature since feelings of threat,
uncertainty and powerlessneass are essential components of the job insecurity
construct (Greenhalgh & Rosenblatt, 1984; Ashford et al, 1989) and are
addltionally reievent to the appraisal of stress (Baum et al., 1981). The results
of the present study addrass this neglect in the literature, and depicted job
insecurlty as an Independent varlable in that it was causally related to stress
reactions, a dependent variable In that It was an outcome of stressful change,
and as a medlator variable in that it partially medlated the relationshlp between
change and shass reactions. These findings are llkely to advance theory on
job Insecurity by providing Information on the nature of the construct.

The results of the present study raay enhance the theory on organisational
change, by determining some of the psychologicai consequences of change
upon individuais, Past llterature has been curiously sllent about employeas'
reactions to organisational change {Neisan et al., 18958}, Both Callan {1593}
and McKendall (1993) state that visionaries on change focus on the positive
outcomes of change, and Ignore the nagative cutcomes commonly assoclated
with change. While |t Is recognised that! organisational changes are
Implemented with the intention of positive outLomes, specifically to improve
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organisational sphera. This study also provides strong evidence that research
oh individuais In organisations should ba placed within the larger context of the
macro-environment. An understanding of the factors that influence the
Individual's psychologleal state would ba substantlally reduced if the impact of
the macro-environment (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 & changing environment. The existence of job Insecurity points to the fact
that the nature of job Insscurity may be ongolng for workers in times of
snvironmental 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 varlable of
change, and as an Important organisational stressor which may have adverse
consaquences for employeas, Furthermore, although the organisations in the
prasant 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 scoras of individuals for the
job Insecurlty measures (see Table 3) were in accordance, and evan slightly
higher, with the scores of studies like those of Ashford ot al, (1989), whose
maln focus was job insecurlty. Becanse perceptions of job insecurity were
related to stress outcomas In organisations not characterlsed as high risk, this
study shows that Job insacurity Is a real and relevant fear of the potential loss
of what esmployees have, and the fear of belng transferred to an unwanted and
undesirable situatlon. The results therefore imply that the study of job
insacurity and its Impact Is fundamental to a comprehensive understanding of
the sources of stress in organisations,

The effect of the environment |s clear, in that individuals are experlencing
stress and Job insecurity. Yet, desplte the importance of job insacurlty to both
employees and employers, researchers In the field have not yet given the
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Theoretical implications

Previous research has focused on stressors experienced primarily on an
individual lavel and has largely ignored social circumstances (Barley & Knight,
1992: Handy, 1988). Little attention had baen pald to the specific soclat
contexts in which peopla live and how these contexts generate stress (Dresser,
1891). As a resuit, it has been identified that there is a need to conslder
macro-environmental stressors (Handy, 1988; Levi, 1992; Martin, 1888), The
pragent study addresses this deficlt by concentrating on the South African
context and the soclal and polltical efrcumstances in the country together with
organisatlonal factors which generate stress. Past research on siress
concerned with the South African context, has focused on tha stressors of dally
townshlp llife (Bluen & Odesnik, 1988; Odesnik-Duke, 1988Q) and the
relationships between social and economlic disadvantage and distress
experienced by urban Africans (Turton & Chalmers, 1880), The present study
however focuses upon the experience of more general stressful life events
applicable to all South Africans, and further demonstrates that these changes
are relevant to the Individual's experlence. The current research has
contributed to theory by illustrating an empirical (Ink between macro-
psychosoclal processes and Individual psychelogical functioning.

There Is some empirical evidence that stressful macro-svents in South Africa
aro related to strain measures such as psychological well-being, physical heaith
and life satisfaction (Bluen & Ribeiro, 1892). The present study Investigated
the relationship of further variables, such as Job insecurlty and stress reactions
comprising job dissatisfaction and reduced organisational commitment.
Significant relationships batween the variables were found, making this the only
empirical evidence betwean South African macro-events and organisational
practice, The presant study also contributes to theory by confirming the use of
& multiple strassor mode! where the combined effects of several simultansous
stressors in both the work and non-work domalns were investigated. Hence,
the current research captursd additional sources of stress beyond the
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{Ensel & Lin, 1991, Steptoe, 1891). The present study, while dermonstrating the
existence of a direct relationshlp between life events and stress reactions,
indlcates that tha Inclusion of a medlator does ald in the understanding of the
mechanism through which stressors lead to strass reactions. This counteracts
the criticism that life event research does glve sufficlant focus to the meaning
of events for indlviduals and portrays individuals as belng out of control rather
than baing capable of reaction (Pollock, 1888), Hencs, the finding that job
insecurity operated as a medlator in the present study, extends life event
research by illustrating that the Individual engages In a process of Interprating
and reacting to the situation, which in tum leads to stress reactions,
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evaluation of the event as threatening and it Is the perceptlon of threat rather
than the characteristics of the sltuation per se that determines whather or not
the circumstances are appraised as siressful (Roskles & Loius- Guerin, 1980).

The present study's finding that job insecurity operated as & partial mediator
confirms the position that Job insecurlty 1s & form of cognitive appralsal 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 Iindividuals experience the impact of undesirable
changes, they percelve a sense of threat and powerlessness, which Is
translated into a perception of Job insecurlty, which In tum Isads 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 reactlons. From an
extensive review of the avallable ilteraturs, it would seem as If this finding Is
original in providing empirlcal support for the use of job insecurity as a mediator
variable In the stressor-strain relationship.

In conclusion, the signiflcant finding of the present study that job insecurity
functioned as a mediator In the stressor-strain relationship has cerain
Implications. Firstly, as the direct effect of stressful environmental change on
stress reactions was stronger than the Indirect effact through job Insecurlty, the
direct association batween stressful change and siress outcomes in life avent
research is certified, lllustrating that change per se Is relevant to stress
outcomes, Secordly, since job insecurity contributed to the significance of the
mode!| as a medlator, it suggests that understanding Indlviduals' reactions to
strassful changes requiras researchers to not only focus on the change Itself,
but also on how Individuals evaluate the change. Hence, it is evident that it is
bath the perception of job Insecurlty that results in stress reactions as wall as
change per se which is consequential for stress reactions. This Is in
accordance with the realisation of the importance of mediators in alding 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 prasent study has therefore
offered a partial modal of stressful change and job insecurity. Future research
should explore the possibliity of incorporating additional factors, such as coping
and personal resources, In a model of stressful change and job Insecurity,

Since, mediators or intervening varlables are concelved as forms of cognitive
appraisal (Hodapp et al.,, 1988}, the finding that job insecurity functioned as a
mediator In the prasent study was of particular importence, as It inferred that
job Iinsecurity operated as a form of cognitive appraisal in the stress process.
Thus, in the current research, job insecurlty functioned as an appraisal of the
stress situation which in turn led to stress reactions. Specifically, job insecurity
Hllustrated that individuals evaluated stressors in terms of percelved threat and
a sanse of powerlessness. Empirical ralations between stressors and cognitive
appraisal processes have baen established, For example, Seguin and Roskies
(1991) postulated that it iz the subjective perception of risk that is the link
batween the strassful situation an the resulting distress, whereas, Croper and
Cartwright (1994) stated that it Is well recognised that feelings of powerlessness
and lack of control act as mediators in stress, in additlon, Jerusalem (1983)
found that stress appralsals Involving individuals' perceptions of threat and loss
were found fo be the decisive mediator of stressor varlables on outcome
variables, Other authors such as Fleming et al. (1991) reported that feelings
of helplessness and uncertainty medlated the relationship between stressors
and symptom distress, Baum et al, (1981) describes the appraisal of a stress
situation as comprising aspects such as perception of threat, uncertalnty and
lack of control. It has also bes~ demonstrated that the experlence of job
Insecurity involves cagitive a. tlve responses such as a sense of threat,
disruption, uncertainty, helplessruss, loss and reduced control (Earnshaw etal,,
1990; Jacobson, 1987). Job Insecurlty can thersfore be viewed as a form of
cognitive appraisal, in that it relles on the indlvidual's interpretation and
evaluations of events In the environment (Jacobson, 1981a). It Is thus
recognisad that the expariance of job insecurity depends upon the individual's
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The finding that job insecurity functioned as a8 mediater Is consistent with the
literature on stress and job insecurity. Both thesory and research have
ascertained that stressful changes influence job insecurity (Ashford et al., 1989,
Greenhalgh, 1982; Jick, 1985), and that Job insecurity Is considered to be an
important determinant of stress reactions (Ashford et al., 1989; Bargal et al,,
1992; Greenhalgh & Sutton, 1991, Klandermans et al,, 1921). Greenhalgh
(1982) postulated that job Insecurity appears to be an important intervening
variable betwesen employees' bellafs about changes and # - - ‘ltudinal
responses. It has also bean proposed that job insecurity has . . ..u. tial to
operate as a mediator variable between change and individuals' attitudinal
outcomes (Brocknar, 1988). Furthermore, the results of the study by Davy et
al. {1991) suggested that perceptions of job Insecurity, resulting from
arganisational restructuring, may provide refevant 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' attitudas by medlating tha relationship between
stressful environmental change and siress reactions. Consequently, when
Individuals experienced stressful changes it led to greater perceptions of job
insecurity, which in turn led to increased stress reactlons, Job insecurity was
thus clearly identifled as an Intervening or madlator variable, and functioned
further In the current research by accounting for some of the unexpiained
variance in stress reactions.

Some of the varlance in stress reactions, Is likely to be expiained by additional
variables not measured In the present study. Since the coexistence of both
direct and indirect effects implles the - b Insecurity explalns only part of the
sffects of stressful environmental change and stress reactlons, there may be
variables not measured In the present study, that could have Intervened as
possible mediators between stressful change and stress reactions. These
factors could account for part of the direct affects of stressful environmantal
change on strass 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, yot support for the mode! in the present study does not
proclude the possibility that other modeis are equally plausible, Clearly
addltional factors not Included in the model of the present research have bsen
shown to be related to job insecurlty and stress. ence, future research that
considers alternative models would further our understanding of the causes and
consgquences of the varlables assessed. The theoretical sense and the
statistical signlficance of the model In the present study has, however,
producad sufficient crediblilty upon which future research can be buiit.
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responses namely, shock, defensiva retreat, acknowledgement and adaptation
(Bargal et al, 1992). Jacebson (1987), in turn, found that employeas
underwent stages including feslings of demoralisation, helplassness, hope and
self-blame. In addition, Earnshaw et al. (1980) reported that the pracass of job
insacurity inciuded the experience of emotional stagses such as enthusiasm,
disillusionment, remission, reallsation and adaptation. Future regsearch could
examine these varlables as cognitive mediating processes, to further assess
whather individuals’ evaluaticns of events are powaeriul pradictors of affect,

Finally, since the prasent study identified significant linkages betwesn change
and stress-related atlitudes and feelings, it demonstrates that individual
attitudes deserve more frequent and explicit attention as dependent variables
in change evaluations. However, since the present research only examined
aftltudinal or psychoiogicat consaquences of stress, future research may also
assess behavicdral manifestations of stress such as withdrawal, absantasism
and turnover. In particuiar, the relations betweean job insecurity and other work-
related constructs need further clarification if we are to fully understand the role
of [ob Insecurity within the organisation, Furthermare, in ordar to understand
employes well-being, the relationship between variables and stress outcomes
neads further clariffcation. Future research could benefit from utilising the
findings of the prasent study, having identifled some causes of siress, and
gxtend rasearch by exploring possibis solutions to tevelop models for mental
health promotion and distrass pravention.

Conclusion

Based on previous theory und expleration, a multl-variate causal medel of
stressful environmental change, Job Insecurity and stress reaclions of
Individuais within organisations was daveiopad and empirically valldated In the
present study. The model represents an Initial and exploratory step in
axamining relationships betwasn stressors, Job Insecurity and stress reactions,
The findings succeeded in drawing cenclusions that are theorstically and
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than others, then It bacomes vital fo identify the factors producing this
increased resllience (Roskies et al,, 1993). Stress research has repeatably
shown that certain dispositional factors can moderate Individual's susceptibility
to stress reactlons (Neison et al,, 1895; Roskies et al., 1983). Personality traits
such as neuroticlsm, seif-esteem {Bargal et al., 1992), feslings of competence
(Bhagat & Allle, 1989), and Type A or Type B (Newiton & Keenan, 1990)
Influence whether or not the Individual will respond with adaptative or
maladaptive behaviour. Ashford (1988) found that varlous coping resources
such as fealings of personal control and tolerance of amhiguity, and responses
such as sharing concerns and worries, moderated the stressor-strain
relationship. Soclal support has also been ragarded as a strong modarator
variable that buffers the negative impact of strassors (Gallén, 1983; Dekker &
Schaufsll, 1995; Kessler et al,, 1885). In addition, differential reactions to
stressful events at work and job Insecurity have been shown to be & function
of the job level employaes hold within the organisation (Cooper & Bramwaell,
1992; Khunert & Vanee, 1992; Orpen, 1993a). Research has thus shown that
employees utilise a varlaty of resources and strategles In reacting to change
and job Insecurlty. Accordingly, future research should be concerned with
understanding the role of various potential moderators in mitigating the effects
of stressful expeariences and job Insecurlty on indicators of strain,

Research has raroly concentrated on charatteristics of indlviduals which
mediate reactions to stressful change (Nelson et al., 1996). Lazarus (1988)
states that coping operates as a powearful mediator of emotional outcomes by
changing the individual's relationship with the anvironment or by changing the
ways Individuals attend to or interpret what Is happening. Israel et al.{18589)
found that the ways in which workers cope with job stressors have significant
associations with stress reactions, Dewe et al (1993) stated that coping
methods, whereby the individual refers to what is at stake and what can be
done, are key alemants of understanding what individuals actually think and do
in a stressful engounter.  Other authors have founu thet empluyess facing a
strassful situation such as job insecurity go through & common sequence of
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as psychologlcal distress, job satisfaction and organisational commitment have
been found to yield different effects in terms of causal ordering (Davy et al,,
1891 Hendrix et al,, 1891; Vandenberg & Lance, 19982), It would be interesting
for future research to address the location of each indicator in terms of a stress
model,

The mode! in the current research served as an Initial attempt In the
developmant and testing of a thaoretlcal framework outiining some
psychological responses of Individuals to stressful change and job Insecurity.
The prasent study may thus operate as a starfing point for future research,
Previous studles of stress have reflacted bath the diversity and the complexity
of factors that may contribute to ~mployees' perceptions of stress (Decker &
Borgen, 1988). 1t s therafore 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 varlables are studled, & may bhe
ascertained which stressors are most often associated with stress outcomes,
the ralationshlp between objective stressors and cognitive appralsals, and the
rnanlfestations of straln responses most flkely to emerge under conditlons of
stressful changes, The present study did not test all potentlal outcomes of
stragsors and job insecurity. Although the present study demonstrated that
stressful environmental change and Job insecurlty play a role In generating
stress reactions, such factors cannot aceount 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 Jol insecurlly,

Unexplalned varlanca in e model of the present study infers that explanatory
vatlables have baen omitied from the study that could further explain the stress
and job insecurlty process. The present study demonstrated that the
environment produces a host of stressors. Future research could examine
potential moderators such as the Impact of indlvidual diffarences on the
strassor-strain relationship. Since, strassors are difficult for any individual and
organisation to avold, if some individuals can withstand these pressures better
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An additional limitation of the present siudy relates to the nature of the
constructs measured. A limitation was identified in terms of one of the
dimensions of stressfll environmental change. Political and soclal ehange was
measured by the Soclal Change Index whict wag specifically designed to
maasure the South African socio-political climate and for use on South African
samples (Biuan & Ribeiro, 1982), On the other hand, organisational change
was assessed by the Organizational Change Inventory (OC!) which was
developed on an overseas sample, and focuses on general types of job
changes occurning within any organisation {Sarason & Johnson, 1879), Even
though the OC) was found to be psychomaetrically sound in the present research
and has exhibited validity In other South African 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 identlfied by some subjects in the open-ended question of the OCI
referring to the ocourrence of addltional work-related events, Since It was
re sed by respondents, and because affllrmative action has become one of the
machanisms {o change South African organisations (Venter, 1994}, ft should
have baen measured in the prasent study. Future ressarch on organisational
change should thersfors attempt to develop and utllise a measure which
addresses issues speciic to the South African situation, which would In turn
enable researchers to assess more accurately the potential stress assoclated
with cliange In South Afncan 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
88 & compaslite Index. Although ths fiterature and research has commoniy clted
thai the construct stress reactions Is comprised of outcomes such as
nxyahobiyinal distrass, lower Job satisfaction and reduced organisational
conunihent (Cooper & Cartwright, 1994, Jamal, 1990; Rice, 1992), Information
cot it have beer lost in the present study when stress reactions was treated as
one gonstruct. Instead, by measuring sach indicator as a unique construst, the
differential effects of each indicator could b¢ assessed. Since, variables such
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measures when one Is meaasuring cognitlors which require to report on what
may have been ephemeral thoughts (Ashford, 1988). Thus, desplte the
weaknasgsses of a cross-sectional self-report methedology, this design can be
useful in providing a picture of how people feel aksut and view their jobs
{Spector, 1904),

Sulllvan and Bhagat (1992) proposed that It is Important that researchers
should employ maximally dissimilar meathods In collecting data on both
independent measures of stress and affectlve responses, as this wili reduce the
likelihood of common method varlance. The currant research, in addition to
utillsing subjectlve forms of measurement for dependent variables, employed
a more objective form of stressor measurement in the use of life event scales,
as thay Include objective measures of event ocsurrence (Shrout et al,, 19289),
Newton (1989) refers to the need for research employing more gualitative
approaches o investigating stress. Researchers such as Gorman (1893) and
Simons et al, (1998), have already expressed thelr prefarence for Interview-
based meo nures of life events on the basis that they are sensitive to the
subtletles of life events, provide information about the personal meaning of
events, and the stressfulness of events by assassing the clreumstances under
which the event occurred and the reason of the signiflcance of the event
Using multiple methods of sources of data can expand the corifldence with
which conclusions can be drawn from a set of data (Spector, 1894). Thus,
subsequent studies may benefit greatly from the use of alternative
measuramont strategies, such as qualitative data collection techniques
including interviews, focus groups or particlpent observatlon. In addition,
qualltative data could asssss mors 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 limltation of the presant study pertains to the means of data colisction,
One source of data was utllised, namely self-report, paper-and-pencil
measures, Although all the instruments used in the present research wera
psychometrically sound, certain problems with this overall strategy exist. The
use of one source of data, the salf report has become the target of criticism by
researchers (Spector, 1994), Scepticism is reflected in other researchers’
comments that Interpretations of results are complicaisd by common method
varfancs, [n that rellance on subjactive measures tends fo overestimate the
magnitudes of correlations (Sulllvan & Bhagat, 1992). This Is inflated with
cross-sectional designs because measures are taken simultansously at one
point in time. This may lsad to spurlous associations batween negatlve events
and affective reactlons, as indlviduals with & consistently negatlve response
blas may inflate the correlation between the two (Nelson et al, 1995}, In
addition, cognitive factors have been found te Influence self-report measures,
Decker and Borgen (1993) stated that negative affectivity Is a potent Individual
difference varlabla that influences seif-reports of both stressors and subsequent
percaptions of strain. iasividuals high in negative affectivily tend to focus on
negative aspects of thamselves, which influenses the perception and reporting
of strain. In addltion, 8lmons et al, (1993) demonstrated that dysfunctional
attitudes and attribution style, are related to the definitlon and severity ratings
of self-reporf measures. Anastasl (1988) also cautioned that due to response
blases, such as social desirablliity, subjects' moods, as well as distorflons of
memory, not all respondents will answer the questions accurately.

Spector (1994) stated there are good reasons to ba cautious in the use of self-
raport questionnaires, but reasons of caution are as Important for other
methodologias as wall. Furthermors, the effacts of common method variance
may not be as great as has sometimes been assumed In the past, and that
research that depends on well-valldated measures with reasonably sound
psychometric properties may not ba disterted by method varlance (Spector,
1887). In the pre-~ study all measures were wall-valldated and
psychometrically sound, Moreover, it Is often necessary to utilise salf-report
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collection than upon data analysis. When data relies on cross-sectional
evidence, it preciudes the possibllity of contro!l of prior lavels of stress, The
major weaknass of a cross-sectional design Is that it may fail to consider the
Iridividual baseline levels of autcome variables, whereas, the advantage of the
use of longltudinal studies is that subjects Initlal scores on the measures attain
the status of control or baseline measures (Nelsun et al.,, 1995). Thus, aven
though the present study specified causal relations with the use of LISREL, &
fongitudinal study would be abie to determine more adequately the causal
priorities In the relationships amongst siress processes,

The cross-sectlonal nature of the present study was limiting In that the strength
and duration of the affects of stressors and job insecurity on stress reactions
could not be assessad over time, Seguin and Roskles {1991) proposed that
although job insacurlty has been shown to be psychologleally harmful in the
short run, It is possible that these negative effects are time limited, with
individuatls eventually leaming 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 Indlviduals had not habituated to Job insecurity, but
continued to show multiple signs of distress. |n addition, longitudinal ressarch
designs enable the researcher to consider the differant phases of potantlally
stressful life events, since i Is likely that during the course of ‘a stressful
encounter personal meanings and appraisals change (Vossel, 1987). In order
to assess the pattern of changs, Nelson et al. (19956) studied the impact of
change over three periods of organisational translition; prior, during and after the
organisational change. They found that there was much variance in tha
variables betwesn the stages. Future researcihh should therefore adopt
longltudinal studies to obtaln more detalled information on strength and duration
of the effects of stressors and job insecurity on stress reactions.
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The present study was conductsd 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 resuits could have been obtained if the study had besn conducted
within high risk organisations, that Is in organlsations subject to Intense
organisational changes. In the present study individuals did experience a
significant amount of job insecurity, which conflrmed that even changes in
stable arganisations 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, negatlve reactions in more acutaly
distressad organisations may be even more severe (Khunert & Vance, 1882),
Since Individuals who work for organisations at risk will be more prone to
conslderable stress (Jick, 1885) and are more likely to percelve a significant
amount of job Insecurity (Roskies and Lolus-Guerin, 1990; Seguin & Roskies,
1991), future research would beneflt greatly from replication studles conducted
in other organisational settings faclng greater risk.

The current research was cross-sectional study as It represented an attempt to
capture some affactive and attitudinal responses of Indlviduals during the period
of elactions, at a time whare stress lavels of the population were elevated. |t
would, however, be Interesting to assess how levels of stress would differ in
longitudinal studles. Thus, future research in this field within the South African
context 1s warranted.

Cross-sectional data undermines the strength of causai 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 concurrantly (Spactor, 1994). Brannick (1995} remarked that LISREL
does no; establish proof of causailty, instead causality is an assumption. This
is because causal inferences are much more heavily dependant upon data
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Limitations and directions of future research

To enhance the cradibllity of the present findings, certaln methodologlcal
criticlsms of research were considered. It Is recog.nlsed that generalisations
from research in organisational settings are iimited when only one setting is
sampled {Cook & Campbell, 1979), Ir; the current research, the sample was
selected from three sactors of the economy; retall, service, and the public
soctor. It has also been found that sampls size may limit the power of
statis.cal testing (Dekker & Schaufeli, 1995}, in that small samples can resuit
in incorrect interpretations of the data and unstable parameter estimates (Davy
et al,, 1991), With regard to LISREL, it has been suggested that it s not
advisahle to use a sample size of less than 100 (Cadwallader, 1987). A
generallsed guldeline |s that when researchers want to reduce the risk of
drawing erroneous conclusions, they should not use a ampie size of less than
200 {Lavee, 1988). The present study sample consistad of 267 subjects, The
present research also heeded the criticism that stress research Is limited by the
abundance of two-varlable designs and lack of mulilvariate research designs
(Jex et al.,, 1991; Sulilvan & Bhagat, 1992), Accordingly, it tested a multl-
variate model, and powerful statistics were utilised to complement the research
design, LISREL has been evaluated as the best available systematlc
development of statistical procedures to handle the dual Inferential problems of
simultaneously assessing measurement and theorstical models (Lavee et al,,
1985),

The present study thus addressed a number of methodological issues in
conducting an exploratory study, and obtained significant results for the whole
model. Yet, despite addressing these methodologleal Issues, a number of
limitations can be identified, and Iindicate directions for future research,
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models and a crusial aspect of intervention efforts to Improve employee health
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effacts of change and Job insacurity (Bargal et al., 1892). Howsver, the results
of the present study emphasise the need for work stress interventions that go
beyond organisational dimenslons and to Include broader environmental
dimensions. The current research provides evidence that continued axposure
to siressful changes associated with living in South Africa 1s related to
increased psychological distress. This has important practical implications for
both organisations and individuals, as the majority of the South African
work'.ree are subject to strassful life conditions, such as viclence, crime,
fatlgue due to lack of sleep and nolse, squatting and disease which advarsely
affect performance In the workplace (Odesnik- Duke, 1990). Authors such as
Gxwala (1995), Malimela (1994) and Werth (1994) recognise that South African
organisations are going to have lo accommodate and cone with the widespread
changes ocourring within the macro-environment. These rapidly changing
circumstances generate high levels of uncertainty which must be confronted
effectively if companles hops to survive {(Wolmarans, 1995). Psychologists
such as Gluckman (1990) have noted the need for greater corporate
responsibility to provide ampioyees with the opportunity to deal with change
suceessfully and not to succumb to stress, This may be achieved by providing
members of the organisation with professional support and guidanca in the form
of counselling and Employee Assistant Programmes. Organisations also need
to ascertain the nature of strassors relevant to their employees, befors
embarking on corractive programmes involving soclal Issues suich as education,
housing and health (Odesnik-Duke, 1990}, and before they develop stress
management programmas (Cooper & Cartwright, 1994}, The findings of the
current research may ald In the identificatlon of the stressful clrcumstances in
both the macro-anvironment and organisation which impact upon employees,
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b=
EVENT % 3 -1 +1 |42 143

38, Instalied additional aacurlty in your
homa,

37. A family member or friend died due
to political viclence.

88. Children recelve ihadeguate or
Interlor schooling.

89. Fear of change.

40. Deallng with people whe have
differant bellefs to you.

41. Purchased a gun.

42. Viclim of reverse discrimination,

43, Marde use of Integrated public
transport facilities.

44, Affected by buses which stepped

| tunning.

45. Invalved in an accident with a combl
tad,

46. Experlenced a lack of falth in the
govamnmeant, _

47. Not deing things that you are used |
to for fear of danger.

48, Belng victimised,

48, Invreagsed aloohol prablems in your
tamily.

8§0. {ncreass in cost of living.

§1. Experienced problems with your
accomodation.

52. Locking your car when you drive,
Any additional =oclo-political events
which have affected you?

List and rate.

1,

2,
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EVENT Elas |2 |4 1 |42 |43
8
o
16. Changes in policies and practices
ocoalrred In your church.
18. Expetlenced feellngs of uncertainty
about the future of South Africa. i
17. Heard about viclent erlme In your
community.
18, Changed your political views. "
19, Baing sexually assaulted.
20, Belng Involved In a physlaal fight,
21. Belng forced to accapt an
undesirable job.,
22. Disagreelng with the aoclo-political
changes taking place,
23. Being concernad about the
aducation of your children.
24. Experienced Incteased family
violence,
26. Being abused by your spouss,
26. Having your property wilfully
damaged.,
27. Exposed to raclally integrated
hollday and recreation facliitles.
28, Raclal integration in the workplage.
28, Experlenced viclence on public
transport. ]
80. Expetienced sacuiity force brutallty,
31. Living ih inadequate housing.
32, Baing foroed to stay away from
work,
33. Know of AIDS rolated Incldents,
34, Scrapping of apartheld laws.
85, Baing intimidated.
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Listod balew are a number of events that may have atfected your life, Please Indicate which
of these events YOU have exzarlanced during the iast year.

Pisase place an "X" in the “occurrad” column If you have experlenced that event. If you dld
not experlence the event, then leave the column blank and go to the next item. Also for those
avents which you have experionced, please Indicate the extent to which you viewed the avent
as having a positive {good) or negative (bad) effect on you at the time of occurrence.

-3 = extremely negative affect
-2 = moderately negative effact
“i = slightly negative effect
0 = no effect
+1 = slightly positive atfect
+2 = moderaiely positive effect
+3 = extremely posltive effact
EVENT “ -3 I 2 |- |o #1 (42 |43

1. Experlgnced Interracial conflict.

2.  Interpersonal relationships changed.

8.  Had te change your standard of L
lving. |

4,  Expetlenced palitical viclence.

B. Experienced changes in spont and
recreational facllities.

6.  Family mambers/friends emigrated, [l

7.  Changed recraation activities. ||

8.  Called up for National
Service/Camp.

8,  Belng exposed for the first time, to
radically different political views {o L
yours, |

10. Felt insecure/unsale in your home.

11.  Being in a life threatening situation.

12, Foar of violence, i
14. Rapld socio-politieal shanges in the
country.

14.  Experienced difficulty in planning for
the future,
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CONFIDENTIAL BIOGRAPHICAL INFORNATION

Please answer all the questions. Place an "X" in the relevant boxes.

1. Date of birth

L.

y ¥y m m d d

2. Gender

Male Female

3.Homalanguage - ccnrn s

4' J‘w tﬂle SR

8. Town/suburb in which you presently live

6. Ara you a member of a trade unlon?

Yos No
7. Highast education cbtalned?

* = Balow Std.8
8 = Std.8 or Std.9
C = Matrle

D = Post-imiatrlo

A B c P

8. Any serlous llnessas In the past five years?

Yes No

)l yes, please give details v oman

T i A T R ATy TV RS AT R [k M A R | T~ AL

B

X . AN SRS T
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Dear SirfMadam

| am conducting research for a Mastars 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 Afrlca, and the changes
oceurring within, business organisations wie affecting people.

| would appreciate your asgistance In this ressarch by answering the atiached
questionnalre which shouid take approximately fifieen minuies to complete,

Your participation in this research is voluntary and you may withdraw at any time.
Anonymity is guarantead as you do not need to put your name on the questionnaire,
Your answars will be treated with the strictest confidenca. No-one In your company
will see your answers, only | will have access to the completad questionnalres.
Thank you for your cooperation,

Yours sincersly,

-
/’ St

Beverlsy Catr (B.A. Honours)
Department of Psychology
University of the Witwatersrand
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APPENDIX 1

Covering letter, demographic checklist and measuring instruments
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Ploase Indicate how satisllad or dissatisflad you feel about the following aspects of your Job at the
prasent moment.

Q| B
%@EE@EE—
ggéaﬁgﬁ
- AE-AERE S
_ N SN O S

H‘-"-“'-W"‘"“"m_—
1. Tha physical work conditions,

2. The freedom to chooso your own method of working,

8. Your tollow workers,

4, The reoognition you get for good work,

8. Your Immeadiate boss.

8. The amount of responaibliity you are given,

7. Your rato of pay.

v Your opportunities to use your ablllities,

9. Industrial relations between management and workar
in your company,

10. Your chance of promotion.

11. The way your company g managed,

12, The aliention pald fo suggestions you make.

13. Your hours of work.

14, The amount of variety In your job,
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Listed below are a serles of statements that represent poasible faslings that peopls might have
about the company/organisation for which they work, With respect to your own feslings about the
paricular organisation for which you are now working, please indlcate tha degree of your agreement
or disagreament with each statement by checking one of the alternativas next to aach statemant.

I

1]

o
uiw | 29 >
gg‘?“‘ﬁém%m
23| 3 | Ez | & | BE
gl o | E
na| 6 | 2212|562

e e e e e T e e e e e e e e e

1. 1 am willing to put In a groat deal of effort beyond that
nommally expacted in order to help this organisation be
aLesessfll,

2. |talk about thls organisation to my trlends as a freat
organisation to work for.

3. twould accept aimost any typo of job assighment In
order to keep work/ng for thls organisation.

4, 1 find thet my values and the organisal s are very
simiiar,

6. | am proud to tell others that | am part of this
organieation,

6. Thia organlsation really Inspires the very best In mo In
the way of job performance.

7. | am gxtramaly glad that | chosae this organisation to
work for rathor than others | was considaring at the
time | Joined,

8, 1really cara about the fate of this organisation,

8. For mo this Is the best of all posslble organisations for
which to work.
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The tollewing lems focus on how you have baan feeling recently. Please place an "X" [n the
appropriate block.

1.l

Recantly, have you ...

Been able to concentrate on whatever you are doing?

NOT AT ALL

e e e

SOMETIMES
AUWAYS

FREQUENTLY

t

2,

Lost much sleep over worry?

3‘

Falt you are playing a useful part In things?

a.

Felt capabie of making decisions about things?

5.

Felt constantly under strafn?

8,

Felt that you could hot overcome your difficulties?

7.

Beosn able to anjoy your no'mal day-to-day activities?

8.

Been able to face up to your problema?

9I

Been feeling unhappy and depressed?

10. Besn losing confldencs in yourself?

11, Beean thinking of yourssif as a worthless pérson?

12, Beon feeiing reasonably happy, all things consldered?

188



* Looking to the future, what [a the probabiiity that changes could occur, changes you

don’t want or might disagree with, that would negatively affect each of thesa features?
B e P TP o L L T e

NEGATIVE CHANGE
\ ERY UNLIKELY
NEMHER LIKELY
NOR UNLIKELY
NEGATIVE CHANGE
LIKELY

NEGATIVE CHANGE
NEGATIVE CHANGE

UNLIKELY

NEGATIWE CHANGE
VERY LIKELY

1. Your geographlc locatlon?

2. Your potentlal to get ahead in the organisation?

8. Your potantial to maintaln your current pay?

4. Your potential to attain pay ihoreases?

8, The status that comes with your position In the
company?

6. Your current froedom to schedule your own worl?

7. Your current freedom to petform your work In a
mannet you see fit?

8. Your clrrent accass to resources {(peoplea,
materlals, information) in the organlsation?

9. Your current sense of community in working with
good coworkera?

10, The amount of faedback you ourrantly receive
from your supervisor?

11, The suparvision you recelve?

12. The physical demands your job places on you?

13, The oppertunity to interact with the public?

14, The varlety of tasks you perform?

15. The opportunity to do an éntlre piece of work
from start to finlsh?

16. The signiflcance of your job?

17, The extent to which you can teil how weli you
are doing your jo!_) as you do t?
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The following questions concern your attltude towards, and percaptions of job insecurity. Please
place an "X" |n the appropriate block. (For each questlon mark one block only).

* Thinking about the future how Iikely Is It that each of the following avents might occur to you [n

Lose your job by being preseured to accept early
retirement?

your cument Job?
m-—%ﬂ——ﬁyﬁ@
z > >
g - |XxuW o
5 14 |3 -
zZ (8 |ed =
S ¥ |wE|l x| 2
> | 2 [E 2l m | &
AERFIERR
g 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 job at the same
level within the organisation?
3. Find that the number of hours the company can ofter
you to work, may fluctuate irom day to day?
4. Be moved to a higher posftlon within your company?
§. Be movad to a higher position In another geographie
location?
8. Lose your job and be iald off for a short while?
7. Lose your job and be laid >ff permanently?
8. Find your departrment or division's future uncertain?
9. Lose your job by getting flred?
10,

* [ndicate how much you agres or disagrae with the following statements, (Place an "X" In the

approprate block),
e e e e
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1. | have enough power In this organisation to control
avents that might affact my job.

2. In this organisation, | can prevent negative things from
affacting my work sltuation,

3. | understand this organisation well enough to be able to
eontrel things that affect me,
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]
EVENT E 2 |- 1 |42 |48
8
o
ml
18. Fallure to get expected promotion,
19. Change to new type of work,
20. Fallure to got expected pay ralse. ||
21. Dismissa! of coworker. ||
22.  Injury to coworker, ||
23. Work-related personal injury. ,I
24, Transfer.
26. Gtrike.
28. Conlflict with subordinates.
27. Change in work rules or
requlations,
28, Work-related death of coworker.
28, Negotlations.
80. Citation for outstanding work
performance.
Other work-related avents which
have affected you?
LIst and rate.
1 L]
2.
3-
4. i
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Listed below are a number of events sometllmes experlenced by Indlviduals employed in
various occupations which bring about change in the werk situation and which requlre 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 which you
viewed the event as having elther a positive {good} or negative (bad) effect on you at the ime
of occumence.

3
-2
-1
0
+1
+2
+3

extromely nagative
moderately negative
slightly negatlve

no effect

slightly positive
moderately poslitive
extremely posltive

HHnuuoaoan

EVENT

Y

New supervisor/managament,

oceurred

-2

-1

+1

+2

+3

Promotion.

Confilet with co-worker.

New office.

Change Ih work responsibliities.

More amployees undar your
supervision.

Belng demoted.

Change In closa work assoclate(s).

Conflict with
supervisor/management.

10.

Suspended from Job.

11.

Fewer amployees under your
supervision,

12,

Belng put on probation.

13,

Salary Increase.

14.

Meore dangerous working conditions.

15.

Raductlon in pay.

18.

Job training or development
programme.

17.

Change In wurking hours.
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