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Job insecurity, subjective well-being and the moderating

role of locomotion

ABSTRACT. This paper addresses the moderating role

of locomotion - a functional and fundamental dimension

of self-regulation — in the relationship between job insecurity
and subjective well-being. A group of 205 adult Italian workers
took part in the research by filling out an anonymous
questionnaire that included measures of job insecurity,
locomotion, satisfaction with life, positive and negative affect.
Results showed that job insecurity was positively related

to negative affect and negatively related to life satisfaction

and positive affect. Locomotion was positively related to life
satisfaction and positive affect and acted as a moderator only
in the case of the link between job insecurity and negative affect.
This means that when perceived insecurity is high, negative
affect is lower for respondents scoring high versus low on
locomotion. Results and suggestions for future studies

are presented and discussed.
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RIASSUNTO. L’articolo presenta i risultati di uno studio

sul ruolo moderatore della ‘locomozione’ (locomotion) —

una dimensione funzionale fondamentale della regolazione
individuale della condotta — nella relazione che esiste tra
insicurezza lavorativa e benessere soggettivo. Un gruppo

di 205 adulti lavoratori italiani ha preso parte alla ricerca
compilando un questionario anonimo che includeva misure
di insicurezza lavorativa, locomozione, soddisfazione per la
vita, affettivita positiva e negativa. I risultati hanno mostrato
Pesistenza di una relazione positiva tra insicurezza lavorativa
e affettivita negativa e di una relazione negativa tra
insicurezza lavorativa e affettivita positiva. Inoltre, la
locomozione ¢ risultata essere positivamente correlata

alla soddisfazione per la vita e all’affettivita positiva e

ha agito come moderatore solo nel caso della relazione
esistente tra insicurezza lavorativa e affettivita negativa.
Pertanto, quando P’insicurezza lavorativa e percepita come
elevata, coloro che mostrano i punteggi piu elevati sulla scala
di locomozione sperimentano un livello piu basso di affettivita
negativa rispetto a coloro che, sulla medesima scala

di locomozione, ottengono punteggi piu bassi. I risultati,
unitamente ad alcuni suggerimenti per applicazioni

e studi futuri, vengono presentati e discussi.

Parole chiave: job insecurity, subjective well-being, locomotion.
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Sverke, Hellgren, and Naswall (1) defined job insecu-
rity as the “subjectively experienced anticipation of a fun-
damental and involuntary event” (p. 243) related to job
loss. Research on this topic increased significantly after
the mid-80s as a consequence of major changes which
have affected the labor market and have been experienced
all around the world, such as globalization, widespread
diffusion of information and communication technologies,
increase of fixed-term and temporary employment con-
tracts, cost containment strategies and organizational re-
structuring.

Job insecurity is perceived as a real threat for the near
future and consequently belongs to the unpleasant family
of work stressors, which carry detrimental consequences
for both individuals and organizations (1; 2). As an exam-
ple, research evidence showed that high levels of job inse-
curity are related to high levels of job burnout (e.g.,
Bosnam, Buitendach and Laba (3) found a large positive
correlation for the emotional exhaustion dimension, a
large positive correlation for cynicism and a moderate
negative correlation for professional efficacy) and to low
levels of work engagement (e.g., an average moderate
positive correlation between affective and cognitive di-
mensions of job insecurity and work engagement was ob-
tained by Bosnam, Rothmann, and Buitendach, 4). More-
over, Silla, De Cuyper, Gracia, Peird, and De Witte (5)
showed that job insecurity was significantly and negative-
ly associated with life satisfaction when socio-demo-
graphics variables and perceived employability were con-
trolled. Kinnuen, Feldt, and Mauno (6) in a cross-lagged
research found that a cumulative relationship existed be-
tween job insecurity and self-esteem: i.e., high job insecu-
rity decreased global self-esteem over a one-year period,
but at the same time, and to the same extent, low self-es-
teem produced high job insecurity.

As concerns organizations, Ashford, Lee, and Bobko
(7) found that job insecurity scores were negatively as-
sociated with measures of job satisfaction, organization-
al commitment and trust in the organization. Further-
more, Sverke, et al. (1) in their meta-analysis found that
job insecurity was correlated to an increase in the inten-
tion to leave the organization. In Italy, Chirumbolo and
Areni (8) reported that it was also positively associated
with absenteeism and negatively associated with job
performance.
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Because of the negative consequences connected with
job insecurity, it is important to understand how these
could be buffered by various moderating variables (2; 9).
The present study focused on the relationship between
job-insecurity, individual differences and subjective well-
being and, in particular, addressed the moderating role of
locomotion (a functional dimension of self-regulation; see
Kruglanski, et al., 10) in the relationship between job in-
security and subjective well-being.

Job insecurity and subjective well-being

Several studies have analyzed the relationship between
job insecurity and well-being of employees. Most of them
are based on self-reported health data, adopting instru-
ments which assess well-being, such as the General Health
Questionnaire (11) that measures common minor disor-
ders such as symptoms of anxiety and depression (12; 5),
or other indicators of strain that can be ascribed to the job,
such as job induced tension (12). Other studies have con-
sidered work-related well-being as captured by job
burnout (particularly the emotional exhaustion dimension)
and work engagement (3; 4; 13); furthermore, life satis-
faction (5) or job dissatisfaction (12) have also been hy-
pothesized as consequences of job insecurity.

In the present study, differently from the above-men-
tioned literature, we chose to take into consideration sub-
jective well-being, a construct which was proposed within
the Positive Psychology perspective (14) mainly thanks to
the work of Edward F. Diener, and which focuses on peo-
ple’s own evaluations of their lives, including emotions,
moods and satisfaction (15).

According to Diener (16) subjective well-being is a
broad construct grouping together a number of correlated
but distinct components, such as “life satisfaction (global
judgment of one’s own life), satisfaction with important
domains (e.g., work satisfaction), positive affect (experi-
encing of many pleasant emotions and moods), and nega-
tive affect (experiencing of unpleasant emotions and
moods)” (16, p. 34). Thus, subjective well-being is de-
fined as an individual’s cognitive and affective evaluation
of his or her own life and it includes experiencing pleasant
emotions, a low level of negative moods, and a high level
of life satisfaction (17). Although the components of sub-
jective well-being are usually correlated with each other
(18), research showed that they do not overlap completely
(19; 20; 21).

In the job insecurity literature, positive and negative
affectivity, as captured by instruments different from the
Positive and Negative Affect Scale (21), have sometimes
been considered as antecedents or moderators of job inse-
curity in the small number of studies that have investigat-
ed whether certain personality dispositions are related to
the experience of job insecurity (9). Naswill, et al. (12) re-
ported moderate positive associations between negative
affectivity (assessed with the scale proposed by Agho,
Price, and Hueller, 23) and job insecurity, while Bosnam,
et al. (4) found a positive moderate correlation (using
Kammann and Flett’s Affectometer 2, 24). Our idea, how-
ever, was that individual perceptions of job insecurity may
display a negative association with the components of
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subjective well-being, including the experience of positive
and negative emotional states.

The first group of hypotheses we put forward was as
follows:

HI: job insecurity is positively related to negative af-
fect (Hla), and it is negatively related to life satisfaction
(H1b) and positive affect (H1c).

Job insecurity and individual differences

Despite the fact that individual differences are an im-
portant factor influencing the use of coping strategies to-
wards stress (25), and are also associated with subjective
well-being (18; 26), a limited amount of research was con-
ducted on the relationship between job insecurity and in-
dividual differences variables (9). One example is the
study by Bosman et al. (27) which showed that work locus
of control (28) and dispositional optimism (29) were both
associated with job insecurity: the external locus of con-
trol may increase the level of job insecurity, while dispo-
sitional optimism may decrease it.

According to Naswall, et al. (12), personal disposition
can influence the relationship between job insecurity and
well-being because personality affects the evaluation that
people make both of situations and their own personal
well-being, thus also influencing the way they handle
those situations. In their study on 400 female nurses at a
Swedish acute care hospital, Ndswall, et al. (12) found that
external locus of control moderated the effect of job inse-
curity on mental health complaints: that is, the positive re-
lationship between perception of job insecurity and men-
tal health complaints was stronger among nurses who re-
ported higher vs. lower external locus of control scores.

In the present study the moderating effect of locomo-
tion on the relationship between job insecurity and sub-
jective well-being was investigated. To our knowledge,
this is the first study dealing with the possible role played
by locomotion within this important relation. Regulatory
mode theory proposes that in pursuing their goals, people
self-regulate their behavior following two essential orien-
tations: locomotion and assessment (10). Locomotion has
been defined as “the aspect of self-regulation concerned
with movement from state to state and with committing
the psychological resources that will initiate and maintain
goal-related movement” (10, p. 794). Assessment, in con-
trast, “constitutes the comparative aspect of self-regula-
tion concerned with critically evaluating entities or states,
such as goals or means, in relation to alternatives in order
to judge relative quality” (10, p.794). Basically, locomo-
tion and assessment are individual differences variables:
people with a strong orientation towards locomotion are
focused on “doing” while people with a strong orientation
towards assessment are focused on ‘evaluating’ and are
less decisive and prompt than locomotors when it comes
to taking action (10).

Of all the alternatives that lead to achieving a specific
goal, locomotors usually choose the one that can reduce
the distance to the desired objective without delay or di-
versions. Several studies (e.g., 10; 30) have attested that
locomotion is positively related to achievement orienta-
tion, intrinsic motivation, positive affect, optimism and
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self-esteem but is negatively related to negative affectiv-
ity. Furthermore, other research (e.g., 31; 32) has sug-
gested that locomotors are less prone to counterfactual
thinking and regret, preferring to move forward and leav-
ing the past behind. Other studies have given support to
the positive correlation existing between locomotion, job
involvement and effort investment in work activities
(e.g., 33), and between locomotion and performance (e.g.,
34). Moreover, locomotion has also been found to be as-
sociated with a positive attitude towards organizational
change (35). Organizational change usually carries with it
a considerable amount of insecurity and tends to elicit re-
sistance (e.g., 36). Therefore, locomotors, more than oth-
ers, may be able to consider change, and also perhaps un-
certainty, as a positive and dynamic experience rather
than a threatening one. Lastly, Hong, Tan, and Chang (37)
showed that, as far as subjective well-being was con-
cerned, individuals high in locomotion had a higher level
of satisfaction with life. In contrast, assessment was neg-
atively associated with important personal resources (10),
leaving individuals with fewer buffers to counter difficul-
ties, also in the job field.

We chose locomotion over assessment as our focus
since we argued that this kind of regulatory mode could
buffer or mitigate the negative consequences of job inse-
curity on subjective well-being, since people who exhibit
high levels of locomotion are more likely to be optimistic,
to have a higher level of self-esteem, to have more posi-
tive attitudes toward change, to use more effective prob-
lem-solving strategies and to be more willing to accept
new challenges. In general, under conditions of perceived
job insecurity, people high on locomotion may be more
prone to see the situation as an opportunity and not only as
a threat, and this may temper the negative effects of job in-
security on subjective well-being.

Thus the second and third groups of hypotheses were:

H2: locomotion is negatively related to negative affect
(H2a), and it is positively related to life satisfaction (H2b)
and positive affect (H2c).

H3: locomotion moderates the relationship between job
insecurity and subjective well-being so that the negative re-
lationships between job insecurity, life satisfaction (H3a)
and positive affect (H3b) are weaker under the condition of
high versus low locomotion, and the positive relationship
between job insecurity and negative affect is weaker under
the condition of high versus low locomotion (H3c).

Method

Participants

A convenience sample of 205 adult workers took part
in the research, of which 93 were men (45.4%) and 111
women (54.1%) (1 missing value). Age ranged between
18 and 61 years (M = 35.33, SD = 11.34) (10 missing da-
ta). Participants who lived in Southern Italy represented
52.2% (N = 107) of the total sample, while those living in
Northern Italy stand for the remaining 45.8% (N = 94) (4
missing values). Seventy-three people (35.6%) were em-
ployed in the public sector and 130 (63.4%) in the private
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sector (2 missing values). More than half of the partici-
pants (N = 120, 58.5%) had a permanent job position,
while 82 (40%) had a fixed term employment contract (3
missing values). As concerns level of education, 42.4%
declared they had a university degree (N = 87) and 57.1%
(N =117) a secondary school diploma (1 missing values).
Most participants were employed as clerical workers (N=
77. 40.5%) and 40 (20.5%) were blue-collar workers; 28
people were health professionals (14.3%), 26 were
schoolteachers (13.3%) and 14 individuals (7.1%) held a
middle-management position (15 missing values). Tenure
was higher than 6 years for 109 participants (53.2%), it
ranged between 3 and 6 years for 42 (20.5%) people, and
was lower than 3 years for 52 individuals (25.6%) (2
missing values).

Participants were all recruited by trained research as-
sistants near their firms or offices and were asked to vol-
unteer for an anonymous survey dealing with work atti-
tudes and well-being. The interviewer, after a brief de-
scription of the research aim, distributed the questionnaire
and the instructions for completion. No financial or other
type of recompense was given. Participants were informed
that they could refuse to answer any of the questions. They
filled in the questionnaire autonomously and gave it back
to the interviewer after a maximum of three days on
scheduled appointments, where they also received a quick
debrief as regards the actual aim of the study. As clearly
specified to everyone before handing out the question-
naires, return of questionnaires was considered as an ex-
pression of full consent to participate in the study. Three
hundred questionnaires were distributed and only the valid
ones were retained: the response rate was equal to 68.3%.

Materials

Job insecurity was assessed with four items selected
from the Job Insecurity Questionnaire by De Witte (38):
two items regarded the cognitive comprehension of the
possibility of a job loss (“I think that I might be dismissed
in the near future” and “I am sure that I will be able to
keep my job” (reversed score)), and the other two regard-
ed the affective reaction to the feelings of job insecurity
(“I fear that I might lose my job” and “I worry about the
continuation of my career”). The response scale ranged
from 1 (strongly disagree) to 7 (strongly agree). De Witte
(38) stated that, although the content of the affective and
cognitive subscales do not overlap, a high correlation be-
tween them exists (r =.76). As concerns the present study,
a principal component analysis was performed on the cor-
relation matrix between the four items. Only one compo-
nent with eigenvalue higher than 1 could be extracted
which explained 64.54% of the total variance (eigenvalue
= 2.58; factor loadings ranging between .85 and .68).
Cronbach’s alpha was equal to .82.

Locomotion was measured with the 12-item scale pro-
posed by Kruglanski, et al. (10). Respondents were re-
quested to assess the extent to which they agreed or dis-
agreed with statements like “When I decide to do some-
thing, I can’t wait to get started.” The response scale
ranged from 1 (strongly disagree) to 7 (strongly agree).
Previous studies including Italian samples had established
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content, construct and predictive validity of the scale (10),
which was found to be internally consistent with Cron-
bach’s alphas ranging between .78 and .85) and unidimen-
sional. In this study, Cronbach’s alpha was. 81.

In line with the definition of subjective well-being pro-
posed by Diener (16), we selected measures that evaluated
both a person’s cognitive assessment of satisfaction with
their global life and the affective component of subjective
well-being. As regards life satisfaction, the Satisfaction
with Life Scale developed by Diener, et al. (20) was used.
One example of its five items is: “In most ways my life is
close to my ideal.” The response scale ranged from 1
(strongly disagree) to 7 (strongly agree). The Satisfaction
with Life Scale is an internationally renowned instrument
to measure the individual level of life satisfaction. Transla-
tions into various languages (including Italian) are avail-
able (see 39, and the Web Page: http://internal.psychology.
illinois.edu/~ediener/SWLS.html). In the present sample,
Cronbach’s alpha turned out to be. 83.

As regards Positive Affect and Negative Affect, five
adjectives were used for the positive domain (i.e., active,
strong, proud, determined, excited) and five for the nega-
tive domain (i.e., nervous, hostile, ashamed, distressed, ir-
ritable). Both groups were taken from the Positive Affect
and Negative Affect Scales developed by Watson, et al.
(21). In its Italian version (22) the Positive and Negative
Affect Scale showed very good levels of internal consis-
tency (o = .83 for Positive Affect and .87 for Negative Af-
fect). Additionally, test-retest reliability turned out to be
good (r = .76 for Positive Affect and r = .73 for Negative
Affect). Items were introduced by the statement “To what
extent do you feel this way in general?” The response
scale ranged from 1 (very slightly or not at all) to 5 (ex-
tremely). A principal component analysis with varimax ro-
tation was performed on the ten adjectives and two com-
ponents with eigenvalue higher than 1 emerged, which al-
together accounted for 43.68% of the total variance. The
analysis was repeated applying the principal axis method
and imposing the oblimin rotation. The two dimensions
showed a weak negative correlation (-.18). Cronbach’s al-
pha was equal to .83 for the Positive Affect Scale and
equal to .81 for the Negative Affect Scale. In conclusion,
item selection did not affect the good psychometric prop-
erties of the scale.
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At the end of the questionnaire there were a number of
socio-demographic questions, such as gender (0 = woman;
1 = man), age, geographic area of residence, level of edu-
cation, employment sector (O = public sector; 1 = private
sector), job contract (0 = permanent; 1 = fixed term), pro-
fession and tenure.

Data Analysis

Data analysis was performed via SPSS 23 and includ-
ed reliability estimates by means of Cronbach’s alpha and
moderated hierarchical regression analyses with bias-cor-
rected bootstrap confidence intervals.

Results

Composite scores for all scales were computed by av-
eraging the answers to all the corresponding items. Table I
presents mean scores, standard deviations and zero-order
correlations for all variables. Gender was not linearly as-
sociated with all the variables considered. Age was nega-
tively associated with private sector (r = -.34, p< .01), so
that it seemed more likely to find younger workers in the
private sector rather than the public sector; moreover, age
was negatively correlated to fixed-term employment con-
tract (r = -.53, p< .01) (which seemed more frequent
among younger workers), job insecurity (r = -.18, p< .05)
and positive affect (r = -.21, p< .01). As expected, job in-
security was negatively associated with life satisfaction (r
=-.23, p< .01) and positive affect (r = -.25, p< .01); vice
versa, it was positively correlated to negative affect (r =
41, p< .01). Locomotion, as expected, showed positive
correlations with life satisfaction (r = .30, p< .01) and
positive affect (r = .50, p< .01), while it turned out to be
negatively correlated to negative affect (r = -.17, p< .05).
Additionally, a low negative correlation emerged between
locomotion and job insecurity (r = -.17, p< .05).

The predictions regarding the relationship between
job insecurity and subjective well-being, and the interac-
tion effect between job insecurity and locomotion, were
all tested by means of three moderated hierarchical re-
gression analyses, one for each of the components of sub-
jective well-being considered here. Job contract and job
insecurity were always first to be entered in the model.

Table 1. Descriptive statistics and zero-order correlations

M SD 2. 3. 4. 5. 6. 7. 8. 9.
1. Gender -13 .09 -.07 -.01 -.04 -.01 .07 1
2. Age 35.33 11.35 -.34** -53** -.18* .01 -.04 =21 .04
3. Employment sector .07 -.08 13 .05 16" -.01
4. Job contract 32** -.07 -16* .02 .06
5. Job insecurity 3.04 1.45 -17* -.23** -.25%* A1**
6. Locomotion 5.36 76 .30** .50** -17*
7. Life satisfaction 4.20 1.27 .38** -.26**
8. Positive affect 3.79 75 -.18*
9. Negative affect 2.33 77

Note: Gender (0 = woman; 1 = man). Employment sector (O = public sector, 1 = private sector). Job contract (O = permanent, 1= fixed ferm). * p < .05, ** p < .01.
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Locomotion was introduced at the second step, and the
two-way interaction term was added at the third step.
Age, gender and employment sector were not included in
the regression models so as to keep the sample size ade-
quate for the analysis. Only job contract was used as a
control variable since it turned out to be correlated with
both age and job insecurity (see Table I). Before carrying
out the analyses, all continuous variables were standard-
ized (40). Results are summarized in Table II.

Job contract, along with job insecurity, explained 6%
of the variance in the case of life satisfaction, 9% for
positive affect, and 18% for negative affect. When con-
trolling for job insecurity, job contract was not associat-
ed with subjective well-being. In support of the first
group of hypotheses, job insecurity was positively asso-
ciated with negative affect (Hla) (b = .45, p< .001), neg-
atively associated with life satisfac-

G Ital Med Lav Erg 2017; 39:1

1000 resamples was used in order to improve evaluation
of significance of the b coefficient of the interaction
term (40). The 95% bias corrected confidence interval
ranged from -.32 to -.06, and because zero was not in-
cluded in the interval, it can be concluded that locomo-
tion significantly moderated the effect of job insecurity
on negative affect. This significant interaction was
graphically displayed (Figure 1) and examined more
closely by calculating simple regression slopes at the
high and low (+1 SD, -1 SD) levels of job insecurity. The
relationship between job insecurity and negative affect
was stronger for individuals scoring low on locomotion
(b = .62, t|y; = 6.22, p<.0001) than for those scoring
high (b = .28, t,o; = 2.78, p<.007). In conclusion, the
third group of hypotheses (H3) was only partially sup-
ported and only H3c was backed up by data.

tion (H1b) (b =-.17, p< .05) and pos-
itive affect (Hlc) (b = -.24, p< .001).

When introduced in the model, loco-
motion significantly increased the
percentage of explained variance for
life satisfaction and positive affect.
Locomotion was positively associated
with these outcome variables but it
did not show any significant relation
with negative affect (b = -.11, p=.00).
These results supported hypotheses
H2b and H2c. Finally, the interaction
term between job insecurity and loco-
motion, which was entered in the

0,5 1

Negative affect
o

-0.5

—+—Low
Locomotion

----High
Locomotion

model at step 3, led to a significant in- -1
crease in the amount of variance ex-
plained only in the case of negative
affect (b =-.17, p< .05). The applica-

Low Job Insecurity

High Job Insecurity

tion of the bootstrapping method with

Figure 1. Inferactive effect of job insecurity and locomotion on negative affect

Table II. Results of hierarchical regression analyses, unstandardized regression coefficients (N = 202)

Predictors Life satisfaction Positive affect Negative affect

AR? b SE AR? b SE AR? b SE
Step 1 .06** .09*** 18%**
Job contract (J) -19 15 .18 14 -17 14
Job insecurity (1) =21 .08 -.32 > .07 A6*** .07
Step 2 .06*** 22> .02
Job contract (J) -19 15 .20 12 -17 13
Job insecurity (1) -17* .08 24> .07 WV .07
Locomotion (L) 24*** .07 A45%** .06 -12 .06
Step 3 .00 .01 .03*
Job contract (J) -19 15 19 12 -17 13
Job insecurity (1) -17* .08 24> .07 A5*** .07
Locomotion (L) 24*** .07 447> .06 =11 .06
Lxl .05 .08 11 .06 -17* .07
R2 (total) 12 .32 23***

Note: *** p < .001; ** p < .01; * p < .05. All the VIF coefficients were lower than 1.15.
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Discussion

The present study aimed at exploring the relationship
between job-insecurity, subjective well-being and a rele-
vant variable of individual differences which comprises the
regulatory mode orientation called locomotion (10). The
results achieved could be seen as useful acquisitions for
those researchers interested in studying the moderators of
the relation between perceived job insecurity and its con-
sequences in terms of psychological well-being, since the
buffering potential of individual difference variables still
seems to be under-examined in the job insecurity literature.

Coherent with the first group of hypotheses, job inse-
curity was positively related to negative affect and nega-
tively related to life satisfaction and positive affect. These
results are in line with previous research (i.e., 12; 5), and
showed that, even after controlling for a personality char-
acteristic, job insecurity had a negative impact on subjec-
tive well-being.

Following the second group of hypotheses, locomotion
was positively related both to life satisfaction and positive
affect and showed main effects only on these components of
subjective well-being. These results converged with the
large empirical evidence supporting the existence of a strong
relationship between locomotion and several positive out-
comes (e.g., optimism, self-esteem and positive affect). In
this study, the locomotion orientation did not display a sig-
nificant main effect on negative affect when job insecurity
was controlled. This leads us to believe that we have found
a further indication of the importance of job insecurity both
as a basis for negative affect states and in its role as stressor.

As concerns the third group of hypotheses, locomotion
was expected to moderate the relationships between job in-
security and the components of subjective well-being. A
significant interaction effect of locomotion on negative af-
fect emerged, which supported only hypothesis H3c: that
is, when perceived insecurity is high, negative affect seems
to be lower for individuals scoring high versus low on lo-
comotion. One explanation for the lack of moderating ef-
fects in the case of life satisfaction and positive affect may
be that the basis for these kinds of individual judgments
could be both wider and more complex than what the mea-
sures used in the present study allowed us to assess.

Altogether, locomotion seems to play a buffering or
‘protective’ role only in the case of the unfavorable conse-
quences of job insecurity (i.e., negative moods), by lower-
ing the perceived intensity of the negative feelings usual-
ly connected with insecure job perception, although not in
the case of either positive moods or the overall evaluation
of one’s own life.

The percentage of explained variance ranged from low
to moderate for all the regression analyses, especially in
the case of life satisfaction and negative affect. Similar re-
sults were however also found in previous studies ad-
dressing the relation between job-insecurity and employee
well-being (e.g., 12; 5; 41). It is obvious that people’s
well-being is influenced by many factors; therefore, the
impact of a single work stressor, like perceived job inse-
curity, could reasonably be expected to be weak.
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The present study has some limitations that should be
acknowledged. First, a convenience sample was adopted
and, although it was quite heterogeneous in relation to ge-
ographic area, gender, age, job position and type of orga-
nization, it could not be considered as representative of the
Italian population or of any organizational context charac-
terized by specific features of perceived job insecurity.

A second limitation was the fact that data were derived
from self-report questionnaires, thus raising concerns
about common method bias and social desirability. We
nevertheless tried to lessen the influence of these biases by
highlighting both the anonymity of responses and the vol-
untary nature of the survey. Even if the use of instruments
with high reliability standards and demonstrated validity
offsets these limitations to some extent (42), future re-
search should try to integrate different measurement ap-
proaches, including other-reported and objective data.

A further limitation was the cross-sectional design of
the study, which prevented us from drawing inferences
about causal relationship between variables. We theorized
that perceived job insecurity leads to a decrease in subjec-
tive well-being but the inverse path could also be true and
would be worth conducting an appropriate test. A longitu-
dinal research is also necessary to fill this gap and to reach
a more definitive conclusion as regards causality.

Because of the potentially dangerous consequences
linked to job insecurity, future studies will have to exam-
ine the specific contribution of factors that may moderate
the job-insecurity-negative-outcome relation. These fac-
tors could be found both at the individual level (e.g., per-
sonality traits), at the organizational level (e.g., organiza-
tional trust, organizational support) and at the job market
level (e.g., unemployment rate). Additionally, at the orga-
nizational level, other undesirable outcome variables
could be assessed, such as counterproductive behavior at
work, which might become widespread as a consequence
of temporary or insecure job positions (e.g., 43).

The possibility of identifying individual difference
variables that could reduce the impact of job insecurity on
individual and organizational outcomes would be of great
benefit both from the theoretical point of view and also for
practical purposes (2). Because of the current economic
conditions, insecurity — unfortunately — has become a
component of the everyday job experience of millions of
people around the world. Although the present research
was conducted with a theoretical rather than applied aim
in mind, we feel that attention should be paid to locomo-
tion in the promotion of training experience that would al-
low employees to develop a more active, future-oriented
and intrinsically motivated approach to their job, and all
this could be seen as going in the direction of a pro-
nounced locomotion orientation. As we stated before, lo-
comotors seems more likely to be optimistic and self-con-
fident, to have more positive attitudes toward change, to
adopt more effective problem-solving strategies and to be
more willing to accept new challenges. That is, locomo-
tors may be more able to look at a condition of perceived
job insecurity as a chance and not only as a danger, thus
mitigating the negative consequences of job insecurity on
subjective well-being.
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