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Abstract: In a new stage of booming platform economy, improving the employees’ job security
is the key factor to ensure the sustainable development of a platform organization. Based on
the cognitive behavior theory, this study introduces the perceived insider status as the moderator
variable, and constructs the process mechanism model of job insecurity on employee engagement.
The aim of this study is to examine the relationship between job insecurity, emotional response and
employee engagement, and provide suggestions for reducing job insecurity and improving employee
engagement. Using a 2-wave time-lagged survey data of 341 workers in China firms, data were
collected with a self-report questionnaire and analyzed with the statistical package for the social
science (AMOS, SPSS). The research result found a negative relationship between job insecurity
and employee engagement, and that this negative relationship was mediated by negative emotion
or positive emotion. Furthermore, perceived insider status moderated the relationship between
job insecurity and positive emotion or negative emotion; the higher the perceived insider status is,
the weaker the negative impact of job insecurity on positive emotion and the weaker the positive
impact on negative emotion. The research results provide theoretical guidance for organizations to
improve employee engagement and help to strengthen the importance of organizations to employees’
job insecurity.

Keywords: job insecurity; employee engagement; negative emotion; positive emotion;
perceived insider status

1. Introduction

With the rise of the digital platform economy and the reform of state-owned enterprises and
institutions, the traditional employment mode of “iron rice bowl” has undergone a fundamental
reversal, and new flexible employment forms with labels such as “temporary”, “mobile” and “insecure”
have gradually dominated the employment stage. The changing working environment makes
employees feel more insecure than ever before, and job insecurity has become one of the most common
workplace psychological problems faced by employees [1]. Job insecurity is defined as a subjective
and unconscious perception of job loss; to put this another way, job insecurity can be described as
employees’ recognition of a threat from any changes in the job environment [1], including the fear
of losing the job itself and the threat of losing the job’s benefits and characteristics (such as salary,
position, etc.) [2]. A large number of studies have shown that job insecurity has become a common
source of stress for employees. On the one hand, negative workplace effects caused by job insecurity,
such as turnover intention [3], workplace silence [4], workplace bullying [5], etc., that will undermine
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the organization’s human resource management system, thus affecting the sustainable development of
the organization. On the other hand, employees’ mental health problems caused by job insecurity,
such as emotional exhaustion [6], anxiety [7], etc., that will destroy the family harmony of employees,
lead to a decline in health and quality of life, and have an impact on social stability and sustainable
development [8]. Therefore, job insecurity issues are critical to the sustainability of organizations and
societies. But the current research on job insecurity is mostly based on the background of western
countries, however there are significant differences between Chinese and Western cultures, especially as
China is in a transition stage, with a higher culture of uncertainty and a more prosperous online
economy, and job insecurity may be more seriously affected in China. Therefore, it is of great practical
significance to study job insecurity in the context of China. Our research will explore the mechanism of
job insecurity from three aspects: First, employee engagement is selected as the outcome variable. As a
state where individuals are fully engaged in their job roles, employee engagement has always been a
hot issue of human resource management, including the degree of individual resource investment
in emotion, intelligence, and physical strength [9]. The choice of engagement as a result variable is
based on two considerations. First, employee engagement has become a bottleneck restricting the
sustainable development of Chinese enterprises. According to the 2011 engagement survey report
released by The American Callup Research Company, employee engagement is only 6% in Chinese
enterprises, far lower than the proportion of engaged employees in the world. “go on tolling the
bell as long as one is a monk” is a common phenomenon [10]. Employee engagement level not
only has an important impact on job engagement, job performance, organizational performance,
etc. [11,12], but also causes employees’ deviant behavior, emotional exhaustion, employee demission,
etc. [10]. Obviously, individual engagement level has special significance for improving organizational
efficiency and ensuring sustainable development [13]. Therefore, under the changeable working
environment, how to improve employee engagement to ensure the sustainable development of the
organization has become an urgent problem to be solved. Furthermore, the impact of job insecurity on
employee engagement is controversial. Most researchers believe that job insecurity will have a negative
impact from the perspective of hindrance. For example, some studies believe that job insecurity
has a significant negative impact on employee engagement, and job insecurity reduces employees’
participation and initiative in their work [14]. From a challenging perspective, some studies believe that
job insecurity has a positive impact on engagement. For example, some scholars found job insecurity
has a significant positive impact on engagement by a large number of interviews and surveys [15,16].
Therefore, the impact of job insecurity on employee engagement needs to be further verified. Secondly,
positive and negative emotions are introduced into the research framework as mediating variables.
Although previous studies have explored the relationship between job insecurity and employee
engagement, it is worth noting that most studies only examine the direct impact of job insecurity
on the engagement. Additionally, according to cognitive behavior theory (emotional ABC theory),
emotion plays a mediating role between individual cognition and behavior. After individual cognition
is stimulated by the environment, emotion will be generated, and then affect employees’ behavioral
choice. [17]. So, let us consider: how does job insecurity affect employee engagement through different
emotional pathways? Cognitive behavioral theory provides us with an explanatory perspective. As an
important perception, job insecurity is also influenced by emotions. At the same time, with emotion as a
kind of emotional resource, emotional state will directly affect the choice of individual behavior strategy.
Positive emotions can produce a positive behavior motivation, such as organizational citizenship
behavior [18], altruistic behavior [16], etc. Negative emotions will lead to negative behavior choice,
such as the production behavior and silence behavior [19,20], etc. It will directly affect the sustainable
development of the organization. Finally, this study takes perceived insider identity as the boundary
condition. Based on the values of collectivism, China has always guided individual collaboration with
collective consciousness to achieve the goal. In this cultural context, whether employees have a strong
sense of organizational belonging and goal identification, and perceive their internal organizational
membership, will directly affect their performance at work [21]. Therefore, perceived insider identity,
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as an important dimension of self-concept, has gradually become a measurement index in organizational
behavior research. The higher the perceived insider identity is, the more obvious the positive effect
will be and the higher the degree of effort will be [22]. Based on this, this study, using the cognitive
behavior theory, attempts to construct the internal mechanism of action between job insecurity and
employee engagement through emotional expression, and studies the moderating effect of perceived
insider identity on this mediating effect.

2. Literature Review and Hypothesis Development

2.1. Job Insecurity and Employee Engagement

Job insecurity, as a source of stress, comes from two aspects: one is the perception of the risk
of losing the current job, the other is the worry of losing or changing the job characteristics [23].
Existing research conclusions on the outcome effects of job insecurity can be divided into two categories.
First, it is believed that working time pressure, as a source of obstructive stress, has negative effects
on job engagement, organizational commitment, happiness, etc. [3,24,25]. The second suggests that
job insecurity can be seen as a source of challenging stress, which has a positive effect on individual
experience. For example, job insecurity can stimulate employees’ enthusiasm and creativity and
improve their work performance [26–28]. Therefore, scholars’ conclusions on the effects of job
insecurity are still controversial, and as such, the impact of job insecurity should be analyzed on a
case-by-case basis.

According to the cognitive behavioral theory, job insecurity can easily trigger individuals’ negative
response, which can be elaborated from three aspects. First of all, when experiencing job insecurity,
employees usually think that it is meaningless to consume resources to cope with the pressure of
insecurity, there is no intrinsic motivation to deal with job insecurity. At this time, employees are likely
to deal with job insecurity through negative ways such as job withdrawal or engagement reduction [29].
In addition, based on the resource conservation theory, some researchers found that due to the limitation
of internal resources, individuals usually lack sufficient energy and resources to cope with external
pressure, resulting in reduced engagement [30]. Employment as a demand, when employees are aware
that their work is in a dangerous state (that is, a high degree of job insecurity), that is, their needs are
threatened or cannot be met, individuals tend to protect their own resources and reduce the input of
work resources [4]. Secondly, job insecurity can induce individuals to produce emotions such as anxiety,
complaint and depression, and these adverse emotional reactions will lead to deviant behaviors to
varying degrees. Researchers show that through meta-analysis of work insecurity, emotional exhaustion
caused by job insecurity would lead to the decrease in employees’ job involvement. Compared with job
involvement, employee engagement, as a more sensitive indicator of work attitude, may have a more
serious impact on job engagement [31]. Finally, job insecurity increases employees’ perception and
concern about the loss of important job characteristics. Studies have pointed out that organizational
management behaviors not only affect employees’ sense of identity, but also affect their attitudes and
behaviors. Employees evaluate the value of their own efforts and contributions by judging the behavior
of managers [32]. Kahn pointed out that the sense of work meaning from job characteristics would
motivate individuals to better put themselves into their work [33]. Saks, through the perspective of
social exchange theory, analyzed the antecedent and outcome variables of employee engagement;
the results showed that job characteristics are significantly related to employee engagement [34].
Therefore, this study concluded that job insecurity, as a significant job characteristic, was closely related
to employee engagement. Based on the above analysis, this study proposes the following hypotheses:

Hypothesis 1. Work insecurity has a significant negative impact on employee engagement.
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2.2. The Mediating Effect of Positive and Negative Emotions

According to valence, emotions can be divided into positive and negative. Negative emotion is an
emotion generated by external or internal influences in a specific behavior, which is not conducive to
the continuous completion of work or normal thinking. It is often accompanied by anxiety, restlessness,
anger, disgust, fear and other manifestations [35]. Positive emotions are positive emotions or emotions
with positive valence, which is a temporary pleasure. Emotion is one of the factors affecting individual
behavior, and negative emotion is often associated with avoidance motivation, so as to avoid actions
and avoid punishment. The positive emotion is related to the proactive motivation to obtain greater
benefits through active behavior. Studies have shown that positive emotions are associated with the
satisfaction of certain needs, usually accompanied by pleasant subjective experience, and can improve
people’s enthusiasm and activity [36,37]. Therefore, this study concludes that individual emotional
response plays a mediating role between job insecurity and employee engagement.

First of all, positive and negative emotions are important emotional variables with which to predict
individual behavior and are closely related to employee engagement. Based on the cognitive behavior
theory, individual emotional state can affect individual behavioral tendency, especially negative
emotions, such as fear, anxiety and restlessness, which are prone to generate negative behaviors [38].
In the context of the workplace, negative emotions are usually closely related to specific behaviors.
When employees experience unpleasant negative emotions, it is not surprising that they have deviant
behaviors [38]. In addition, based on the mood consensus theory, some studies believe that when
employees are in a negative mood, they are more likely to pay attention to negative information in
thinking, thus affecting their behavioral decisions [39]. Relevant studies have also shown that negative
emotions can cause individual job burnout, generate resistance and reduce job participation [40].
Likewise, the study pointed out that there is a close relationship with interpersonal and happiness mood.
Individuals with positive emotions have a higher sense of happiness and interpersonal relationships,
and are more willing to invest more resources in work, while individuals with negative emotions
have lower sense of happiness and interpersonal relationships, and are unwilling to invest more
work resources [15,16]. Thus, negative emotions had a significantly negative predictive effect on
employee engagement, while positive emotions did not. As a positive emotion, positive emotion
usually has a positive predictive effect on behavior. Based on the extension-construction theory
of positive emotions, some studies have shown that employee engagement originates from the
arousal of positive emotions, and positive emotions promote employee engagement by expanding
cognitive scope, building psychological resources and activating individual action tendency [41].
Specifically, positive emotions can enhance the individual’s cognition of the job, promote employees
to rationalize the perception of insecurity and weaken the negative impact on work engagement.
In addition, positive emotions are conducive to the improvement of employees’ psychological capital
and enterprising spirit, promoting employees to be more enthusiastic, work harder and actively
participate in work. With emotions as antecedents of behavior, behavior is a reflection of emotional
state. Scholars have pointed out that positive emotions can enhance employees’ enthusiasm and
initiative in work, while negative emotions can hinder employees’ initiative and engagement and
easily cause employees’ deviant behaviors [42].

Secondly, cognitive behavioral theory holds that emotion is the intermediary factor connecting job
cognition and employee behavior, that is, employees’ cognition of external affairs will trigger emotional
response, and then affect their behavior through emotion [20]. On the one hand, the work situation will
arouse employees’ safety perception, thus causing an emotional response. Scholars point out that when
the work situation can make the individual feel a sense of happiness and pride, it can stimulate the
individual’s positive emotions to a large extent. Conversely, if the work situation causes the individual
to lose happiness and pride, it will cause the individual to form negative emotions [43]. Other studies
have also shown that work situation factors are closely related to individuals’ negative emotions, such as
depression, worry and restlessness. Studies have found that employees’ assessment of work pressure
will affect their emotional state; positive and challenging assessment will lead to positive emotions,
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and obstacle and negative assessment will lead to negative emotions [44]. In addition, based on
the theory of self-determination, some researchers found that when an individual’s growth or goal
realization process is threatened, his or her intrinsic motivation tends to decrease, thus causing negative
emotions. However, negative emotions will consume individual resources and thus weaken individual
job engagement. On the contrary, when threats are transformed into challenges or opportunities,
positive emotions will be enhanced, thus increasing employee engagement [45]. Some research found
through interview analysis that when employees face the pressure of job insecurity, they will have
evaluation cognition. When evaluation has a positive effect on their career development, they tend to
improve their engagement degree, but when evaluation has a negative effect on their development,
they are more likely to reduce their investment in work [13,29]. Based on the above analysis, this study
proposes the following hypotheses:

Hypothesis 2.1. Positive emotion mediates the effect of job insecurity on employee engagement.

Hypothesis 2.2. Negative emotion mediates the effect of job insecurity on employee engagement.

2.3. The Moderating Effect of Perceived Insider Status

Perceived insider status is defined as employees’ perception of their personal space and acceptance
as members of the organization, which focuses on the sense of belonging to the organization [46].
Employees with high level of perceived insider status tend to put the collective interests first and
are willing to sacrifice individual interests to realize the long-term development of the organization.
They are usually able to show positive attitudes and behaviors, that is, the degree of perceived insider
status has a positive impact on the performance of the organization and individual.

There are three reasons for the moderating effect of perceived insider status on the relationship
between job insecurity and emotional response. First, perceived insider status and psychological
resources. The study points out that employees with perceived insider status have more psychological
resources [47] and are more likely to get support from leadership resources [48]. When experiencing
job insecurity in the workplace, employees with high perceived insider status usually have enough
resources to quickly get out of negative emotions or enhance their original positive emotions without
affecting their work. On the other hand, based on the cognitive behavioral theory, in order to
maintain insider identity and protect acquired resources, employees with high perceived insider status
are more likely to show positive resource-increment behaviors [47,49]. Secondly, the relationship
between perceived insider status and loyalty: employees with high perceived insider status have more
willingness to safeguard the interests of the organization [50]. Previous studies have shown that the
stronger the employee’s perceived insider status, the closer the relationship between organizational
interests and self-interest, and the more likely it is for employees to show positive attitudes and
behaviors [51]. According to this logic, when employees view themselves as the organization’s internal
person, they will have strong loyalty and sense of belonging to an organization, and are more willing to
take responsibility and make efforts; when employees experience the job insecurity, even if the source
is a kind of pressure, they will also show more positive emotions, weakening their negative emotions.
Third, the relationship between perceived insider status and security. The stronger the perceived
insider status is, the more they will show a high sense of trust and obedience to the organization,
which will make employees more optimistic about their own work and reduce the anxiety caused by
job insecurity [48]. Based on the above analysis, these hypotheses are proposed in this study.

Hypothesis 3.1. Perceived insider status moderates the negative effect of job insecurity on positive emotion.

Hypothesis 3.2. Perceived insider status moderates the positive effect of job insecurity on negative emotion.

Altogether, we summarize our research variables and hypotheses in a conceptual framework in
Figure 1.
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3. Methodology

3.1. Sample and Procedure

Before the formal investigation, the reliability and validity of the questionnaire was tested
via a small-scale pre-survey. The preliminary survey was carried out in March 2020. A total of
50 questionnaires were issued, 44 were recovered, and 42 were valid. A Cronbach’s alpha and principal
component analysis were used to verify the reliability and validity of the scale. The test results show
that the Cronbach’s alpha of the five variables were all greater than 0.7. The factor loading values were
all greater than 0.5, thus indicating that the scale has good consistency and reliability. The formal survey
involved collecting data by issuing paper questionnaires. The sample data came from employees of
four financial institutions in Hunan Province. The survey was conducted in two stages, and each stage
was one month apart. The details are as follows: job insecurity, positive emotion, negative emotion,
perceived insider status and control variables were investigated for the first phase in April 2020.
After an interval of one month, the employee engagement was investigated in May 2020. The specific
situation with regard to the questionnaires is as follows: the first time, 385 questionnaires were issued,
and 366 valid questionnaires were recovered, with an effective recovery rate of 95.06%. In the second
time, 348 questionnaires were recovered, with an effective recovery rate of 95.08%. After matching the
two questionnaires, 341 valid questionnaires were finally obtained, with a total effective recovery rate
of 88.57%. The sample features are as follows: females represent the majority, accounting for 58.12%.
Most employees are within the 31–40 age range or under, with employees under 30 accounting for
32.55%. Employees aged 31–40 make up 44.57% of the sample. A total of 16.13% were aged 41–50,
and 6.75% were over 50. In terms of marriage status and children, the largest proportion of respondents
were married. In total, 42.22% were unmarried, and 1.47% were divorced. In terms of educational
background, 7.33% have a college degree, those with a bachelor’s degree account for 66.86%, and those
with master’s degrees account for 25.81%. From the perspective of posts, front-line employees account
for 77.71% of the respondents, grassroots cadres account for 15.54%, and middle-level cadres account
for 6.75%.

3.2. Measurements

The scales used in this study are all mature scales applied in a Chinese context. In order to
ensure the reliability and validity of the research results, human resources experts with good English
skills were invited to examine and translate the scale before the questionnaire was sent out. This was
done to ensure the accuracy of the expression. A Likert’s 5-point scoring method was adopted in the
questionnaire, where 1 means “very inconsistent” and 5 means “very consistent”.

The job insecurity scale. Using the 7-item scale compiled by Hellgren et al. [52], typical statements
in the scale included “I am worried that I will be fired in the future” and “I feel uneasy that I may lose
my job in the future”. The reliability and validity of the scale have been verified by domestic studies.
In this part of the study, the Cronbach’s α = 0. 938.

Emotional scale. The scale is divided into positive emotions and negative emotions.
The two-dimensional 12-item emotion scale developed by Warr et al. is used [53]. Typical items for
negative emotions are such as “My work makes me angry”, and typical items for positive emotions are



Sustainability 2020, 12, 10081 7 of 15

such as “At work. In, I feel objective” and so on. In this study, the negative emotion scale’s Cronbach’s
α = 0. 778, and the positive emotion scale’s Cronbach’s α = 0. 644.

Perceived insider status Scale. Using the 6-item scale compiled by Stamper and Masterson [46],
typical items such as “My work organization makes a sense of belonging” and so on. The Cronbach’s
α= 0.920.

Employee engagement scale. Using the 9-item condensed scale developed by Schaufeli et al. [54],
typical items of the scale are “I am always motivated at work”. In this study, the scale’s Cronbach’s
α = 0. 939.

Control variables. Based on a review of existing literature, this paper finds that demographic
information and other relevant factors (gender, age, education, marriage and position) can affect the
dependent variables. Therefore, these factors were controlled during the analysis.

3.3. Descriptive Statistics and Correlation Analysis

Table 1 shows the descriptive statistics and correlations among all variables.

Table 1. Descriptive statistical results and correlation coefficients.

Variable Mean SD 1 2 3 4

Job insecurity 2.457 0.891
negative emotions 2.630 0.729 0.661 **
positive emotions 2.212 0.668 −0.273 ** −0.081

Perceived insider status 2.792 0.934 −0.223 ** −0.215 ** 0.332 **
employee engagement 3.166 0.994 −0.418 ** −0.360 * 0.292 ** 0.274 **

Note: ** and *, respectively, represent p < 0.01 and p < 0.05. The same as below.

4. Preliminary Analyses and Results

4.1. Common Method Deviation Test

Following Zhou and Long’s suggestions, we first conducted a varimax rotation analysis of principal
factors for all variables to examine the presence and magnitude of the common method variance,
according to the number of factor precipitation or common factor interpretation. Five common factors
(Eigen value > 1) were extracted from the test results, and the first factor explained only 30.00% of the
variance, that is, less than the recommended explanation criterion of 50%. Therefore, we reasonably
concluded that the common method variance in the present research was not significant.

4.2. Confirmatory Factor Analysis

Before testing the hypotheses, we examined the distinctiveness of the research variables.
We conducted confirmatory factor analyses (CFA) with maximum likelihood estimation in Amos.
The CFA results in Table 2 demonstrate that our hypothesized five-factor model (i.e., job insecurity,
positive emotions, negative emotions, perceived insider status, employee engagement) was a better
fit to the data (χ2 = 1086.57, df = 517, RMSEA = 0.059, CFI = 0.920, NFI = 0.906, TFI = 0.913) than
these more parsimonious models. All five-factor models meet the requirements of confirmatory factor
indicators, indicating that the research has good discriminative validity.
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Table 2. Confirmatory Factor Analysis.

Variable χ2 df RMSEA CFI NFI TLI

Five-factor model (JI, NE, PE, EE, PS) 1086.57 517 0.059 0.920 0.906 0.913
Four-factor model (JI, NE + PE, EE, PS) 1398.11 521 0.071 0.877 0.818 0.867
Three-factor model (JI, NE + PE + PS, EE) 1814.95 524 0.088 0.819 0.764 0.806
Two-factor model (JI + NE + PE + PS, EE) 2594.62 526 0.112 0.709 0.662 0.690
Single factor model (JI + NE + PE + PS + EE) 4198.63 527 0.149 0.484 0.453 0.451

Note: Job insecurity = JI, negative emotion = NE, positive emotion = PE, employee engagement = EE, perceived
insider status = PS.

4.3. Hypothesis Testing

In order to test the influence relationship among variables, a regression analysis on the data was
conducted. The results are shown in Table 3. As can be seen from the data results of Model 2, the impact
of job insecurity on employee engagement reaches a significant level (β = −0.455, p < 0.001), indicating
that job insecurity has a significant negative impact on employee engagement. Therefore, Hypothesis 1
is verified. According to the data analysis results of Model 6, job insecurity has a significant positive
impact on negative emotions (β = 0.567, p < 0.001), and has a significant negative impact on positive
emotions (β = −0.199, p < 0.001).

Table 3. Hierarchical regression analysis results of direct effects.

Variable
Employee Engagement Negative Emotions Positive Emotions

M1 M2 M3 M4 M5 M6

Sex −0.047 −0.046 −0.042 −0.043 −0.022 −0.018

Age −0.148 * −0.124 0.024 0.008 0.090 * 0.098 *

Position −0.040 −0.025 −0.028 −0.048 −0.072 −0.065

Education 0.067 0.063 0.043 0.048 0.064 0.067

Job Insecurity −0.455 *** 0.567 *** −0.199 ***

F 2.130 13.308 *** 0.473 50.145 *** 2.229 6.864 ***

R2 0.031 0.193 0.008 0.474 0.032 0.110

∆R2 0.017 0.178 0.007 0.464 0.018 0.094

Note: *** and *, respectively, represent p < 0.001 and p < 0.05.

The mediating effect of emotions is tested based on the three-step method of mediating. 1O This is
done to test whether the independent variable job insecurity has a significant influence on the
dependent variable’s employee engagement. From Table 4 Model 2, it can be seen that job insecurity
has a significant negative influence on employee engagement (β = −0.455, p < 0.01). 2O Test whether
the independent variable job insecurity has a significant effect on the mediating variable positive
emotion and negative emotions. As can be seen from Table 3 Model 6, job insecurity has a significant
negative effect on positive emotions (β = −0.199, p < 0.001), has a positive effect on negative emotion
(Table 3 Model 4, β = 0.567, p < 0.001). 3O Regress the dependent variable employee engagement on
the independent variable work insecurity and the mediating variable negative and positive emotions,
As shown in Table 4, negative emotions have a significant impact on engagement (Model 6, β = −0.189,
p < 0.05), While job insecurity has a significant impact on employee engagement, compared to Model
2, the coefficient of work insecurity becomes smaller. Explain that negative emotions play a part
of the mediating role between job insecurity and employee engagement. This conclusion supports
the Hypothesis 2.2. Similarly, as shown in Table 4 and Model 5, positive emotions have significant
effects on employee engagement (Model 5, β = 0.327, p < 0.001). However, compared with Model
2, the significant coefficient of work insecurity is reduced (β = −0.390, p < 0.001), indicating that
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positive emotions play a part of the mediating role between work insecurity and employee engagement.
Hypothesis 2.1 has been verified.

Table 4. Hierarchical regression analysis results of mediating effects.

Variable
Employee Engagement

M1 M2 M3 M4 M5 M6

Sex −0.050 −0.059 −0.060 −0.087 −0.064 −0.073

Age −0.142 * −0.124 −0.184 ** −0.122 −0.154 * −0.120

Position −0.049 −0.033 −0.016 −0.067 −0.013 −0.045

Education 0.063 0.070 0.033 0.098 0.049 0.084

Job Insecurity −0.455 *** −0.390 *** −0.348 ***

Positive Emotions 0.484 *** 0.327 ***

Negative Emotions −0.477 *** −0.189 *

F 1.746 12.396 *** 6.651 *** 9.680 *** 13.090 *** 11.606 ***

R2 0.027 0.194 0.114 0.158 0.229 0.209

∆R2 0.012 0.178 0.097 0.142 0.212 0.191

Note: ***, ** and *, respectively, represent p < 0.001, p < 0.01 and p < 0.05.

The interaction term between job insecurity and perceived insider status (job insecurity× perceived
insider status) was put into the regression equation, in order to test the moderating effect of perceived
insider status (see Table 5). The results show that the interaction term has a significant negative impact
on positive emotions (Model 4, β = -0.102, p < 0.01). It can be seen from this that the perceived insider
status has a negative moderating effect between work insecurity and positive emotion. Hypothesis 3.1
is thus supported. Similarly, the perceived insider status has a moderating effect between work
insecurity and negative emotions. As shown in Table 5, the interaction item has a significant negative
impact on negative emotions. As shown in Table 5, the interaction item has a significant negative
impact on negative emotions (Model 8, β = −0.074, p < 0.05). It can be concluded that employees’
internal identity perception also plays a moderating role between job insecurity and negative emotions.
Hypothesis 3.2 is supported.

Table 5. Results of hierarchical regression analysis of simple regulatory effects.

Variable
Positive Emotions Negative Emotions

M1 M2 M3 M4 M5 M6 M7 M8

Sex −0.050 −0.059 0.001 −0.006 −0.042 −0.043 −0.039 −0.044

Age −0.142 * −0.124 0.084 * 0.082 0.024 0.008 0.011 0.011

Position −0.049 −0.033 −0.010 −0.007 −0.028 −0.048 −0.064 −0.062

Education 0.063 0.070 0.045 0.041 0.043 0.048 0.054 0.051

Job Insecurity −0.460 *** −0.163 *** 0.112 0.567 *** 0.557 *** 0.556 ***

Perceived Insider Status 0.188 *** 0.431 *** −0.054 0.122

Job Insecurity × Perceived
Insider Status −0.102 ** −0.074 *

F 1.746 12.396 *** 9.159 *** 8.970 *** 0.473 50.145 *** 43.564 38.995

R2 0.027 0.194 0.172 0.189 0.008 0.474 0.478 0.484

∆R2 0.012 0.178 0.153 0.168 0.007 0.464 0.467 0.472

Note: ***, ** and *, respectively, represent p < 0.001, p < 0.01 and p < 0.05. The same as below.

In order to more vividly express and illustrate the moderating effect of Perceived insider status,
this study drew a pitch diagram of the relationship between job insecurity and employees’ negative
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emotions/positive emotions. The diagram is based on the drawing method and procedure proposed
by Aiken et al. [55] (see Figures 2 and 3). As can also be seen from Figure 2, perceived insider
status does not change the negative relationship between job insecurity and positive emotions.
However, perceived insider status can moderate their relationship. Relatively low perceived insider
status (M − 1SD) of employees and high perceived insider status (M + 1SD) of employees can alleviate
the negative effect of work insecurity on positive emotions, Hypothesis 3.1 is further supported.
The same perceived insider status exerts a negative moderating effect between work insecurity and
negative emotions, as shown in Figure 3, and a relatively low perceived insider status (M − 1SD),
high perceived insider status (M + 1SD) can weaken the positive impact of work insecurity on negative
emotions. Therefore, Hypothesis 3.2 is further supported.
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5. Discussion and Conclusions

5.1. Conclusions

This study draws the following conclusions: There is a significant negative impact of job insecurity
and employee engagement; positive emotions and negative emotions play a mediated role between job
insecurity and employee engagement. Job insecurity has a negative impact on employee engagement
by positively affecting positive emotions, and has a negative impact on employee engagement by
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positively affecting negative emotions. Perceived insider status plays a moderated role between job
insecurity and positive emotion, and also moderated the relationship between job insecurity and
negative emotion.

5.2. Theoretical Contribution

This study mainly has the following theoretical contributions: 1O Discussing the relationship
between job insecurity and employee engagement. A review of previous studies found that the
effect of work insecurity has been controversial. For example, job insecurity has a negative impact
on job engagement and happiness [3,18], and a positive impact on creativity and initiative [19,20].
Therefore, the impact of job insecurity should be analyzed on a case-by-case basis. This study finds
that job insecurity has a significant negative impact on employee engagement, which is consistent
with the research results of Feng et al. [10] and Jung et al. [26]. 2O Systematically exploring the role
of job insecurity on employee engagement path. Based on cognitive behavioral theory, this study
found that positive emotions and negative emotions play a part in the mediating role between job
insecurity and employee engagement. Previous studies on job insecurity mainly started from the
perspectives of cognition and motivation [10,26], while this study, from the perspective of emotion,
reveal the role of job insecurity through emotions. On the other hand, the cognitive behavioral
evaluation theory is proved again in the Context of China, namely, emotion is the bridge connecting
the perception of work situation and employee behavior [20]. More importantly, no research has yet
integrated job insecurity, positive emotion, negative emotion and employee engagement. This study
proposes and verifies the mediating effect of job insecurity through emotions on employee engagement,
and theoretically verifies the relationship between the four. In addition, this conclusion also proves
the judgment of Zhu Han et al. [17], that is, employee behavior is not only the result of operation
management, but also the result of emotion. This study breaks through the single limitation that job
insecurity affects employee engagement and investigates the double-path effect of job insecurity on
employee engagement. 3O The boundary conditions of job insecurity on employees’ emotions were
systematically discussed. This study finds that perceived insider status negatively moderated the
relationship between job security and emotion. On the one hand, this conclusion verifies that employee
emotions are the result of the interaction between individual factors and situational factors. On the
other hand, it reveals the reasons for the differences in employees’ emotions under the same situation.
For employees with high perceived insider status, it can weaken the negative effect of work insecurity
on employees’ positive emotions, and it can also weaken the positive effect of work insecurity on
employees’ negative emotions, because high perceived insider status implies individual tendencies
to safeguard the interests of the organization, while individuals with a low perceived insider status
tend to safeguard their own interests. The research conclusion further supports the positive effect of
insider identity perception, that is, the stronger the internal identity perception, the more positive
behavior choices there will be, and conversely, the more negative [14,35]. The research results expand
the theoretical perspective of the relationship between job insecurity and employee engagement.

5.3. Management Implications

From the perspective of job insecurity, this study explores the process of emotional impact on
engagement, providing a more comprehensive theoretical basis for organizations to understand job
insecurity [20]. Cognitive behavioral theory not only provides a new perspective for the study, but also
provides an operational method to intervene in job insecurity in the workplace: 1O the study found that
job insecurity has negative effect on employee engagement, the prompt manager can, through creating
a stable, reliable, and safe working environment, reduce the employee insecurity awareness, such as
improving employees work skills through training, enhancing its hiring sex, and implementing
a management system for matching people and positions to improve employee job satisfaction.
Reducing work performance standards and improving employee protection systems, etc., reduces the
negative impact of work insecurity and even eliminates the source of insecurity. At the same time,
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in the process of organizing human resource management, pay attention to the index evaluation of
occupational insecurity, such as the elimination of personnel with low psychological bearing ability in
the recruitment process, and attention should be paid to the training of psychological bearing ability in
daily training, so as to ensure the sustainability of the human resource system. 2O The study found that
emotions play a mediating role, which suggests that managers should continue to pay attention to
employees’ emotional reactions, especially negative emotions, and do a good job in calming employees’
emotions. To be specific, we should pay attention to the creation of a positive emotional atmosphere,
the formation of a fearless and positive organizational spirit, and guide employees toward the direction
conducive to organizational goals. The organization needs to set up special emotional counseling
personnel and offices to timely do a good job of emotional counseling. When employees are worried
and nervous about losing their jobs, the organization should provide more emotional support such
as communication and care, focus on improve their emotional commitment. In addition, employees’
insecurity caused by environmental instability can be weakened by improving their remuneration,
such as increasing welfare and salary, holidays and rest time, etc., which can alleviate their negative
emotional reactions to a certain extent. 3O The study confirms that perceived insider status has a
moderating effect between job insecurity and emotion, and whether it can alleviate the impact of job
insecurity on negative emotion. Managers can increase employees’ perceived insider status through
material and spiritual aspects. For example, they can give employees more autonomy in their work,
implement family-friendly welfare policies, pay attention to employees’ family life, and improve their
sense of belonging. In addition, the management should pay attention to fairness, build a fair and
transparent promotion mechanism with clear rewards and punishments, give certain commendations
to employees as often as possible, and promote an inclusive working atmosphere.

5.4. Research Limitations and Future Prospects

The conclusions of this research support some hypotheses, but there are still some limitations
in data, theory, variables and other aspects of the study. 1O Single data source. Although the sample
data were collected from two time periods, only a self-reported measurement method was adopted.
Although this method was scientifically reasonable, it lacked mutual verification from multiple
perspectives. Future research may consider adding other methods to improve the credibility of the
data. 2O Variable selection is unitary. Although this study examines the perceived insider status as a
moderator variable between job insecurity and employee emotion, there are still many factors that
influence the process of action, such as organizational level, team level, family level, etc. Future studies
may further explore the impact of other boundary variables. In addition, the study only considers
emotion as a mediating variable, but in fact, individual perception, evaluation and other factors may
play a role in the whole process. Therefore, the research on mediating variables was expanded to
improve the Nomo network in the later period. 3O The research content needs to be expanded. In this
study, job insecurity was taken as an independent variable, but as a perception variable, the field of
antecedent variables remained to be further analyzed. In the follow-up studies, the influencing factors
of job insecurity could be discussed to build a complete chain mediation framework.
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