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Abstract
The COVID-19 pandemic has brought new challenges regarding employee adaptation to change

as well as job security, with levels of wellbeing and satisfaction being greatly affected. Based on
the literature as well as on Adaptation-level Theory, Stress and Coping Theory, and Motivation-
hygiene Theory, this paper approaches the link between job insecurity and job instability
during the COVID-19 pandemic along with employee job satisfaction in an emerging market.
The proposed conceptual model analyses the influence of job instability and job insecurity on
individual job satisfaction, including supervisor support and promotion opportunities. The
survey-based empirical study was implemented with the aid of a questionnaire taken by 568
employees in Romania. The results determined with the help of a correlation analysis highlight
a strong, direct, and positive link between job instability and employee insecurity in increasing
employee competitiveness. The impact of job insecurity and instability on the components
considered in terms of job satisfaction vary. Job insecurity was shown to manifest a negative
correlation only with regard to satisfaction concerning supervisor support and promotion
opportunities. Perceived job instability showed a significant negative impact on individual work
satisfaction, satisfaction with supervisor support and promotion opportunities. This paper also
enhances the human resources literature by demonstrating how organisational competitiveness

might be enhanced during a global pandemic by focusing on employees.
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1. INTRODUCTION

The context of the COVID-19 pandemic has engendered a change in organisational dynamics,
with organisations having to considerably decrease activity (Bartik et al., 2020) as well as to
reduce jobs or employee working hours. These conditions have generally led to lower productivity
and organisational competitiveness (ILO, 2020). Workers in various industrial branches

have experienced not only the jeopardization of their workplace but also their prospects for
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employment (Fernandes, 2020). Job insecurity may be due to the particular employee in question,
with some simply not able to cope with the stress generated by the job requirements or the
high level of control (Strazdins et al., 2004). Job instability and job insecurity are also caused
by the turmoil related to the labour market (Béckerman et al., 2011), in which in the struggle
to maintain competitiveness economic actors have implemented deep restructuring across the
business sector and have often experienced increased competition within the industry (Hassard
& Morris, 2017) and in terms of technological developments and innovation as well as socio-
economic ctises and/or sanitary crises (Wilson et al., 2020). The literature highlights findings
showing that job instability and job insecurity are associated with low levels of job satisfaction
(Reisel et al., 2010). This paper covers several gaps in the literature in terms of assessing the
links among job instability, job insecurity, and job satisfaction (general satisfaction, satisfaction
with supervisor care, satisfaction concerning promotion opportunities) from an employee
competitiveness perspective. The direct link between perceived instability and job insecurity has
been previously discussed within academic research (Landsbergis et al., 2012). Still, the empirical
links between these two variables have been explored to a lesser degree. Recent approaches in
the context of the COVID-19 pandemic regarding job instability and its impact on employees’
sense of security have not yet come forth in academic research. This study fills a research gap
and highlights a strong, significant, and positive link between job instability and job insecurity

based on empirical results.

The purpose of this paper is to identify in the context of the COVID-19 pandemic employee
perceptions regarding job insecurity and job instability as well as the effects of these factors
on job satisfaction in Romania. From a theoretical perspective, the paper extends previous
research on employees using Adaptation-level Theory (Walker, 2017) along with the Motivation-
hygiene Theory of Herzberg (1964), through which we hope to facilitate an understanding of
the implications of job insecurity and job instability regarding job satisfaction in a competitive
working environment. The authors propose an original model that allows for the assessment of
influential factors regarding general job satisfaction amongst Romanian employees. With the goal
of enhancing employee wellbeing, the paper reveals from a managerial perspective the ways in
which job insecurity and job instability influence job satisfaction amongst Romanian employees
during the COVID-19 pandemic, after which we propose possible solutions for alleviating and

overcoming the challenges and insecurity that employees face.

Section 2 describes concepts related to job insecurity and job instability and general job
satisfaction as well as associated components along with their interdependence. Section 3
presents the research methodology and the proposed model of analysis, while Section 4 tests
the hypotheses and discusses the results. The paper concludes with theoretical and managerial
implications, limitations, and perspectives.

2. THEORETICAL BACKGROUND
2.1. Job insecurity and job instability

Job insecurity refers to the potential concern of individuals that they might lose their job. It is

an experience that engenders stress, anxiety, fear, and other negative emotions (Greenhalgh &
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Rosenblatt, 2010; Wilson et al., 2020; Zhang et al., 2020). These responses are generated by the
lack of predictability concerning the future job evolution of employees, rendering them incapable
of influencing the development of the situation in any manner and forcing them to simply adapt to
it (Vander Elst et al., 2013). Job insecurity differs according to socio-demogtaphic characteristics
of individuals: age, gender, education, state of career (Metin Camgoz et al., 2016; Erdogan et al.,
2020; Salas-Nicas et al., 2020); field of activity, position within the organisation as well as size
and level of the organisation’s competitiveness (Petitta & Jiang, 2020). Social, economic-financial

and/of sanitary crises also influence job security (Gasparro et al., 2020; Wilson et al., 2020).

The study of job insecurity has also been approached from the perspective of gender differences
between employees. Compared with male employees, female employees were once less inclined
towards turnover intention when the workplace became insecure (Metin Camgoz et al., 2016).
Job insecurity is more prevalent also among youth at the beginning of their career (Salas-Nicas
et al., 2020), among the elderly approaching retirement, as well as among those who no longer
have many promotion opportunities left (Pickard, 2019) and are less competitive. Moreover,
strategic decisions with a significant impact on organisational success may make employees
vulnerable in cases of failure (Shkoler & Tziner, 2020). The moment a climate of insecurity or
instability occurs on an organisational level, the organisation’s productivity and competitiveness
are directly affected (Erlinghagen, 2007).

Job security constitutes a crucial factor in determining job satisfaction, not only for employees
with alarger degree of training, who theoretically could easily find another position in case of job
loss, but also for employees who do not fit into this category. Managers monitor improvements
in employee job satisfaction, as this attitude overwhelmingly determines the reduction of
absenteeism as well as the frequency of turnover intention (Wilczyska, 2016). Satisfaction also
favours efficient task completion and competitiveness as well as increases positive employee
orientation towards clients (Singh & Das, 2013; Park et al., 2020).

Changes in job stability and its implications in terms of job satisfaction have been approached
from the point of view of Adaptation-level Theory (Ritter et al., 2016; Walker, 2017), a framework
based on the premise that individuals make decisions concerning a stimulus according to their
previous experience. Employees adapt in various ways to the influence of stress-generating
factors, a lack of clarity concerning their role, or to role conflicts, all of which impact negatively
both on job satisfaction and employee wellbeing (Shkoler & Tziner, 2020). The speed at which
employees return to a high satisfaction level in their work after a disruption by potential negative
or harmful influence on the workplace is an important factor (Ritter et al., 2016; Nemteanu &
Dabija, 2020; 2021).

Job insecurity has been previously studied from the perspective of the Transactional Theory
of Stress and Coping (LLazarus & Folkman, 1984). According to this theory, job insecurity is
perceived as a stressor and a source of anxiety due to the possibility of job loss (Debus et al., 2019;
Yeves et al., 2020). Job insecurity generates negative stress on results and work attitudes such as
job satisfaction, leading to poor performance (Cheng & Chan, 2008). The impact of job security
on job satisfaction has also been studied from the standpoint of Herzberg’s Motivation-hygiene
Theory (Herzberg, 1964), which distinguishes between psychological and hygienic factors (Byrne,
2006; Wilczyska, 2016). Psychological factors are the motivators that contribute to increased
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satisfaction, whereas physical or hygiene factors lead to decreased job satisfaction (Herzberg,
1964; Herzberg et al., 2010; Tziner et al., 2019). If job security constitutes a motivating factor in
enhancing job satisfaction (Matei & Abrudan, 2016; Wilczyska, 2016), the lack of stability and
job insecurity are the two vectors exerting a negative impact on job satisfaction (Reisel et al.,
2010), namely the hygiene factors (Byrne, 2006; Sloan et al., 2020).

Employee perception that the workplace is no longer stable highlights a significant impact on
their individual wellbeing (Salas-Nicas et al., 2018; Wilson et al., 2020). If job insecurity is the
employee’s internal perception, job instability is generated by objective conditions that reduce
the workforce or by the possibility of job loss in the future (Reisel et al., 2010). Job instability has
similar effects to job insecurity and constitutes an economic stressor with significant implications
on employee’s wellbeing, competitiveness, and mental health (LLandsbergis et al., 2012). For most
employees, the workplace constitutes their only source of income; for this reason, job security
comes as a high priority (Keim et al., 2014; Wilson et al., 2020). Amongst European countries,
there is a stark contrast in the perception of job instability. Therefore, countries with a high
unemployment rate reveal an increased number of employees in an unstable workplace, having

signed work contracts for a predetermined time (Keim et al., 2014; Nemteanu & Dabija, 2020).

Companies react to changes in the external environment by channelling their efforts to improve
human resource practices, by recruiting and selecting the best candidates, but also by improving
processes concerning performance and current employees (Osoian & Zaharie, 2009). In this
manner, employees with higher qualifications and competencies are more assured concerning
their workplace and security even in unfavourable conditions (Etlinghagen, 2007). The nature
of tenure and fixed-term employment contracts also implies a direct effect on security and
perception of job stability (Salas-Nicis et al., 2020). Due to the global sanitary crisis generated
by the COVID-19 pandemic, job insecurity has become an uncontested reality on a global scale
(Fernandes, 2020; Gasparro et al., 2020; Wilson et al., 2020). This insecurity is associated with
a great fear of COVID-19 as there is no certainty regarding treatments and recovery rate and
due to the fact that contracting it at the workplace is positively correlated with job insecurity
(Gasparro et al., 2020). In this context, recent research highlights the direct link between job
instability (Sasaki et al., 2020) and the job insecurity felt by the employee (Gasparro et al., 2020;
Wilson et al., 2020). Based on these aspects, the following hypothesis are distinguished:

H1: In the COVID-19 pandemic, employee perception regarding job instability is correlated with

job insecurity.

2.2. General job satisfaction

Job satisfaction represents one of the most important topics tackled by the literature on human
resources (Wnuk, 2017) and the core element of organisational development (Walker, 2017).
It is of great theoretical and managerial importance, and it has multiple implications on heavy
work investment, on increasing employee performance (Wnuk, 2019), and on reducing the
turnover intention (Zaharie et al., 2018). From an employee perspective, general job satisfaction
is composed of satisfaction with their work, satisfaction with supervisor support, and satisfaction
with promotion opportunities (Singh & Das, 2013). Job satisfaction constitutes an attitudinal

vector (Walker, 2017). Maintaining employee satisfaction regarding the work done is a central
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desideratum of human resource management regarding competitiveness (Elrehail et al., 2019).
This attitude can be enhanced by innovation-based human resource management (Lasisi et
al., 2020) or an internal marketing orientation (Nemteanu & Dabija, 2021). Job satisfaction
can be jeopardized by a series of individual and organisational factors. These factors include
job insecurity, job instability (Reisel et al., 2010), lack of tenure employee contracts, and many
responsibilities (Gerich & Weber, 2020), etc. Indeed, job security may influence differently job
satisfaction, job productivity (Kuvalekar & Lipnowski, 2020), heavy work investment, or turnover
intention (Metin Camgoz et al., 2016; Nemteanu & Dabija, 2020), as it is the crucial premise on
which employee satisfaction develops with regard to the work done and it is the way positive
results are obtained. The lack of security engenders dissatisfaction and leads to negative effects
(Byrne, 2006; Wilczyska, 2016; Wilson et al., 2020) and behaviours such as turnover intention
(Metin Camgoz et al., 2016; Nemteanu & Dabija, 2020), task performance or counterproductive
behaviour (Nemteanu & Dabija, 2021)

H2a: Job insecurity is correlated with job satisfaction.

From the perspective of the supervised employee, job satisfaction considers the superior’s attitude
towards his or her subordinate (McCormack et al., 2006). The organisational support perceived
by the employee through supervisory care towards the work done is positively correlated with
employee job satisfaction (Gillet et al., 2013); simultaneously, it contributes to diminishing job
insecurity (Chen et al., 2013). When employees feel insecure regarding their workplace, they will
manifest a lower level of job satisfaction and will evaluate supervisor performance negatively
(Feng et al., 2008; Tecdu et al., 2020).

H2b: Job insecurity is correlated with employee satisfaction and supervisory support.

In relation to employee growth opportunities within the organisation, an important role is played
by age and own perception regarding employability, which constitutes a mix of competencies
and employee knowledge (Sloan et al., 2020). Employability plays a significant mediating
role in the relation between job security and job satisfaction (Yeves et al., 2019). If insecurity
produces adverse effects, job security helps the employee feel appreciated, which is a crucial
aspect for obtaining efficiency and organisational competitiveness. Promotion opportunities,
acknowledgement, and participation in decision-making are directly influenced by job security,

thus contributing to job satisfaction (Mehrabian et al., 2013).
H2c: Job insecurity is correlated with employee’s growth opportunities satisfaction.

Employees who benefit from job stability are more satisfied with the work done (Sanchez-
Sanchez & Fernandez Puente, 2020), are more committed to the organisation and service delivery
compared with their peers with fixed-term employee contracts (Sancha et al., 2019). The lack of
job stability is negatively correlated with job satisfaction and affective organisational investment;
the link is stronger/mote intense in employees with fixed-term employment contracts ot in
employees working for an intermediary than in the case of employees with employment contracts

signed directly by the employer (be it fixed-term or tenured) (Teciu et al., 2020).

H3a: Job instability is correlated with job satisfaction.

u 69



Moreover, job satisfaction is positively correlated with job stability (Wilczyska, 2016) along
with supervisory support (Gordon et al.,, 2019). From an employee standpoint, satisfactory
supervision constitutes a facilitator of integration within the organisation and the way the
sense of belonging and even identity may be developed (Morrow et al., 2005). Therefore, job

instability or insecurity may diminish the degree of employee satisfaction with supervision.
H3b: Job instability is correlated with employee satisfaction with supervision.

Older studies suggested that employee perception regarding job instability is lower in
employees with higher qualifications, as they have access to more promotion opportunities
within the organisation. They manage to easily find another job in the industry or related
fields (Erlinghagen, 2007). Another perspective, a more recent one, is that both employees
with a lower degree of employability and overqualified employees tend to present a high level
of job instability in the absence of promotion opportunities (Peiré et al., 2012). In emerging
countries such as Romania, Cyprus, Turkey, and Peru, the incidence of overqualified employees
is higher; the results of this study reflect that such employees tend to willingly quit their job
(Erdogan et al., 2020). The importance of job stability, but also the prospect of promotion
opportunities, is vital for employees, it being more relevant than the monthly remuneration
in itself (Ali & Ahmad, 2017). To enhance job satisfaction, career advancement opportunities
must be the result of a stable work environment (Origo & Pagani, 2009) and of a fair system
of promotion (Garcia-Izquierdo et al., 2012). Based on these considerations, we distinguish

the following hypothesis:

H3c: Job instability is correlated with employee satisfaction with promotion opportunities.

2.6. RESEARCH CONTEXT AND MODEL DEVELOPMENT

According to the data available in the summer of 2020, it is considered that the ubiquitous
spread of the new COVID-19 virus started approximately in December 2019 (WHO, 2020;
Sohrabi et al., 2020). The sanitary crises imposed a series of restrictive measures adopted by
the governments of many states in a desperate attempt to counteract the effects, and especially
outcomes of this pandemic (Djalante et al., 2020; Thomas et al., 2020).

On 1 April 2020, 81% of the employees on a global scale worked in countries that imposed
restrictive measures concerning the physical conduct of activities in traditional workspaces
(ILO, 2020), like offices, thus encouraging remote work teleworking (Baert et al., 2020).
Isolating the employees to their homes allows not only to obtain important cost savings
for the organisations (Curtis, 2020) but also the carrying out of activities by employees on
condition of safety and job security (Belzunegui-Eraso & Erro-Garcés, 2020; Bocean et al.,
2020; Cirrincione et al., 2020). Organisations seck viable solutions to permanently ensure
employee safety and security to diminish the risk of contamination (Béland et al., 2020; ILO,
2020) and to facilitate the enhancement of employee satisfaction with the work done to avoid
burnout (Zhang et al., 2020).
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Fig. 1= The influence of job insecurity and instability on job satisfaction. Source: own research
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Previous research includes Romania as a former communist country that is undergoing a
transition from a non-market and centralized economy to a free market economy (Shkoler et
al., 2017; Nemteanu & Dabija, 2020). Considering the context of the COVID-19 pandemic, the
authors resorted to analysing the influence of job insecurity and job instability on job satisfaction
(Figure 1) in Romania, an emerging economy greatly affected by the recent sanitary crisis.
Since April 2020, Romania is in a vulnerable situation, having registered the highest number
of COVID-19 related deaths among Central and Eastern Europe in April 2020 (Nemteanu &
Dabija, 2021), leading to the 1,029,304 confirmed cases, 53,043 cases per 1 million inhabitants,
and 206,232 deaths in April 2021 (Google COVID-19, 2021). In the first trimester of 2020, the
employment rate (ages 15-64) was 65.4% in Romania, decreasing by 1.6% compared to the
previous trimester (INS, 2020). Employee insecurity and their perception of job instability are a
reality in the context of COVID-19 (Gasparro et al., 2020; Wilson et al. 2020) due to the changes
in the workplace that engender uncertainty regarding fear of infection (Beland et al., 2020),
and job insecurity in industries profoundly affected (Fernandes, 2020), or domains wherein
unemployment is rising (Couch et al., 2020); this situation negatively influences job satisfaction
(Zhang et al., 2020).

3. RESEARCH OBJECTIVES, METHODOLOGY AND DATA

To identify measures in which job instability and job insecurity influence job satisfaction,
satisfaction with supervision, and promotion opportunities in the context of the sanitary
pandemic generated by COVID-19, the authors resorted to implementing exploratory quantitative
research among employees in Romania. This was based on the investigation model, using self-
administered online questionnaires as a tool. The invitation to participate was disseminated by
the authors on different social media platforms (Facebook, LinkedIn, and Twitter), but also
educational platforms and directly to various organisations. The questionnaire was filled out by
Romanian residents with an employment contract valid at the time of response. The data were
collected in May-July 2020, comprised of 568 valid questionnaires. Sampling was of convenience,
aiming to maintain sampling according to age and gender following the distribution specified in
the Statistical Yearbook (INS, 2020).

3.1. Variable measurement and data analysis
The operationalisation of the investigated domains presented in Figure 1 was carried out
according to literature specifications. The concept of job insecurity was analysed both as a

multidimensional concept and a global concept; measuringitas a global concept was recommended
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by several researchers who propose that multidimensional measurement may diverge from the
basic meaning of the construct (Vader Elst et al., 2015). The global concept of job insecurity was
measured both based on a multiple-item questionnaire (Vader Elst et al., 2015; Bocean et al.,
2020) and a single item in previous literature (Strazdins et al., 2004; Gasparro et al., 2020). In
this respect, to evaluate the impact of job insecurity in the context of the COVID-19 pandemic
from employee’s perspective, the authors introduced the following item, “I felt directly affected
when it comes to job security”. Job instability was analysed less in the previous research from an
employee perception perspective — it being analysed as frequent change of employment (Wille
et al., 2010), which is the reason why the authors have proposed the analysis of this concept
from an employee’s perspective in the context of COVID-19 through the following item “I felt

uncertainty regarding job security”.

A plethora of factors composing job satisfaction have been analysed in the academic literature
(Zaharie et al., 2018). Previous literature emphasizes various components of job satisfaction
concerning job insecurity or job instability, such as general job satisfaction (Byrne, 2006;
Wilczyska, 2016; Wilson et al., 2020), satisfaction with supervisory support (Feng et al., 2008), and
satisfaction with promotion opportunities (Mehrabian et al., 2013). To analyse job satisfaction,
the authors have employed the general job satisfaction scale, which includes employee perception
on satisfaction regarding own work (“I am satisfied with my work”), supervision (“I am generally
pleased with my supervisor”), promotion opportunities (“I am pleased with the promotion
opportunities offered by this workplace”) (Singh & Das, 2013).

3.2 Sample structure

The questionnaire was filled out by Romanian employees with an employment contract working
in different organisations (Table 1). Females make up 65.49% of the sample, respondents having
mostly higher education (69.07%), being employed by local companies (48.11%). The sample is
represented mostly by respondents under 40, 202 aged under 25 and 177 aged between 25 and 40.

Tab. 1 — Sample structure. Source: own research

G Male Female Total
n 0/0 n 0/0 n 0/0

Under 25 years 73 12.85 | 128 | 22.53 | 202 26.05
25-40 years 51 8.97 126 | 2218 | 177 31.16
Over 40 years 52 9.15 96 16.90 | 148 35.56
Vocational education 5 0.88 6 1.05 11 1.93
Upper secondary education 58 10.21 | 104 | 18.30 | 162 28.52
Higher education 131 23.06 | 261 4595 | 392 69.07
Employed in public institutions 14 2.46 59 10.38 | 73 12.85
Employed in local private companies 102 17.95 | 177 31.16 | 279 49.11
Employed in foreign private companies | 63 11.09 | 105 18.48 | 168 29.57
Total 194 3415 | 374 | 65.85 | 568 100.0
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4. RESULTS AND DISCUSSION

In this research, data collection was based on a 1-5 Likert scale, ranging from (1) strongly
disagree to (5) strongly agree, in conformity to previous research of job satisfaction or job
insecurity (Singh & Das, 2013; Gasparro et al., 2020). Norman (2010) suggests that Likert data
can be analysed using parametric tests. Previous academic research indicates Pearson parametric
correlation coefficient is suitable for Likert scale data in social and business research (Malhotra &
Birks, 2007; Murray, 2013). The results of the Pearson Correlation Analysis are shown in Table 2.

Tab. 2 — Correlation analysis results. Source: own research

Variables 1 2 3 4 5 | Mean | Std. Dew.
1. Job insecurity 1 2.71 1.452

2. Job instability 0.693** 1 2.40 1.382

3. General job satisfac- | -0.050n.s. | -0.141%¢ | 1 4.07 0.872
tion

4.Satisfaction with su- | -0.075* -0.147%% | 0.554% | 1 4.03 0.988
pervision

5.8atisfaction with pro- | -0.114** | -0.126** | 0.608** | 0.604** | 1 | 3.62 1.178
motion opportunities

Note: *p<0,05; **p<0,001; n.s. — not significant; Std. Dev. — Standard deviation.

There is an enormously significant and positive link (0.693**) between perceived job insecurity
and instability, which allows for the validation of the H1 hypothesis. This result confirms the
strong link discussed in theory concerning job insecurity and job instability. The fear generated
by the possibility of job loss is directly proportional to the reality of an uncertain future in the

workplace or an unstable work context (Landsbergis et al., 2012).

There is an inversely proportional correlation, lower in terms of significance (-0.075*), between
job insecurity and job satisfaction with supervision, which allows for the partial validation of
the H2b hypothesis. A negative correlation (inversely proportional) means that job insecurity
increases as satisfaction with supervision decreases. This result confirms similar results of
previous research, such as those obtained by Chen et al. (2013) and Di Stephano et al. (2020),
which stress the crucial role that social support plays in reducing employees’ job insecurity and

its impact on job satisfaction.

Table 3 indicates that job insecurity is negatively correlated to employee satisfaction regarding
growth opportunities within the organization (-0.114*¥); the link is less intense and significant,
which allows for the partial validation of the H2c hypothesis. General respondent satisfaction
with work done during the COVID-19 pandemic is by no means determined by insecurity
regarding work done, which serves to invalidate the H2a hypothesis. Previous studies have
analysed the link between job satisfaction as a general construct and job insecurity, highlighting
significant yet weak links between the two constructs. Zheng et al. (2014) emphasize a weaker
although significant and inversely proportional correlation between job insecurity and job
satisfaction. Nevertheless, the results of these researchers show that job satisfaction does

not decrease as job insecurity increases, with only the satisfaction with supervision as well
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as promotion opportunities significantly affected. It is essential that employers recognize in
advance the factors and elements which could generate job insecurity, since these could constitute
carly signals of a possible decrease in job satisfaction (Di Stephano et al., 2020). In response to
diminished job satisfaction, internal marketing orientation (Nemteanu & Dabija, 2021) and an
innovative-based human resource management approach could improve employee performance
and competitiveness (Elrehail et al., 2019).

There are relatively weak, inversely proportional yet enormously significant correlations (-0.141**)
between employee perceptions regarding job instability and job satisfaction, which serves to
validate the H3a hypothesis. The link between job instability and job satisfaction has also been
approached by other authors who have highlighted significant and negative links between the
two variables (Dulebohn et al., 2012; Zheng et al., 2014; Debus et al., 2019). Job instability
is negatively correlated (inversely proportional) although enormously significant to employee
satisfaction regarding their superiors (supervision), which serve to validate the H3b hypothesis
(-0.147**). Finally, the negative and enormously significant correlation (-0.126**) between job
instability and job satisfaction with promotion opportunities validates the H3c hypothesis. The
relation between job satisfaction with promotion opportunities and job instability within the
organisation was found to be significant and reduced in intensity, yet inversely proportional in
effect.

Employee behaviour towards change and job (in)stability has been the objective of countless
studies and research, many of which approach satisfaction based on Adaptation-level Theory
(Ritter et al., 2016). The authors highlight the finding that due to changes of any kind in the
workplace, employees tend to reveal for a relatively long time a low level of job satisfaction.
Later, the level of satisfaction towards work done and towards the organisation reverts to original
values before these changes (Walker, 2017).

According to Adaptation-level Theory, the job insecurity and job instability of the employee
within the organisation are two vectors of negative impact on job satisfaction. When the level
of employee security towards the work done decreases, adapting to the new organisational
context manifests in a low level of job satisfaction felt towards superiors (supervision) and
promotion opportunities. Job insecurity engenders a decrease in job satisfaction regarding the
employee’s own work done. From the point of view of the Transactional Theory of Stress and
Coping (Lazarus & Folkman, 1984), research results have confirmed the negative impact on job
satisfaction of the economic stressors job instability and job insecurity, an aspect which has been
previously highlighted in the literature (Yeves et al., 2020). The results confirm discussions based
on Herzberg’s Motivation-hygiene Theory (Herzberg, 1964), according to which job insecurity
and job instability are considered negative hygiene factors of job satisfaction (Byrne, 2006).

5. CONCLUSION

The results of this research carried out during the sanitary crisis and the COVID-19 pandemic
extends the studies focused on human resource management, making an original contribution
to better understanding the effects of job insecurity and job instability on the work done by
employees of various companies on their perceived satisfaction with their work, their relationship
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with supervisors as well as the promotion opportunities within the organisation in question. The
research extends the studies focused on Adaptation-level Theory in terms of employee behaviour
which highlight job instability and job insecurity as negative stimuli affecting the reduction of job
satisfaction as a result of adaptation to the new conditions engendered by the sanitary crisis. The
paper also brings an essential contribution in extending Herzberg’s Motivation-hygiene Theory
(Herzberg, 1964), as job insecurity proves to be a negative (hygiene) factor that significantly
contributes to the reduction of job satisfaction. The results of the correlation analysis confirmed
the link between perceived employee insecurity and satisfaction with supervisors, but also with
promotion opportunities in the context of the sanitary crisis. Moreover, a negative link was

found in the empirical data analysis between job instability and job satisfaction.

From a managerial perspective, the paper highlights the correlation between job insecurity and
job instability, and perceived employee satisfaction within the organisations in question. It is
important that employers understand the elements contributing to the decrease of employee
satisfaction and that they identify in advance such potential situations and take proper measures.
Superiors may offer employees competent supervision and ideas for the completion of tasks
that occur during their work activity. At the same time, they may offer their employees moral
or social support through communication and even professional counselling, or by providing
support and guidance with task completion. Job instability may be diminished by converting
fixed-term employee contracts into tenured ones or by providing guarantees and a more evident
career track which employees could undertake to accede to higher positions and consolidate
their status within the company. In the context of socio-economic crises, but also of sanitary
ones, identifying the most appropriate solution for employee well-being should constitute
employers’ primary objective. Even converting a position from full-time to part-time or
flexitime, supporting teleworking, and avoiding bouts of unemployment may increase leverage
in enhancing employee satisfaction, serving to reduce and even eliminate risks associated with
turnover intention. Our empirical results reveal that job insecurity is correlated to reduced
intensity, yet significant and inversely proportional with job satisfaction, with satisfaction
towards supervision, and promotion opportunities. Organisational competitiveness is strongly
related to employee well-being and job satisfaction. Reduced job satisfaction should become
a high priority from a managerial perspective, as it carries negative implications on employee
work and organisational competitiveness. We consider that employer efforts must head towards
diminishing not only job instability for the employee, but also insecurity. The employer must
define a proper strategy to improve and maintain organisational competitiveness in this respect
and prioritise the identification of measures that can contribute to maintaining and significantly
enhancing employee satisfaction, particularly in the context of sanitary crises such as the one
generated by the COVID-19 virus.

Despite the clear gaps filled with this research, a series of limitations can be identified, firstly
that this paper focuses only on employees in Romania. Future research may also take into
consideration a contrastive approach among various markets (emerging and developed). In
addition, a limitation regarding the data collection consists stems from featuring respondents
from a variety of organisational categories. More insights could be provided in future research

through comparative studies among different types of organisations, for instance, differences




in job insecurity and job instability in public institutions versus private companies. Another
limitation lies in the fact that although the research was carried out during the sanitary crisis
generated by the COVID-19 pandemic, the respondents were not solicited to emphasize the
extent to which they have been affected by this crisis or the way they believe their career
perspectives might change after the sanitary crisis is over. Future research will approach employee
perceptions in various institutions (public, Romanian companies, foreign companies, non-profit
organisations, etc.) to point out potential differences regarding employee satisfaction regarding
the three components related to work done. Future research could be cartied out to correlate/
link the impact of remote work (teleworking) on employee satisfaction in relation to the sanitary
crisis generated by the COVID-19 pandemic. Finally, another limitation is the limited number
of variables, with job satisfaction being a variable that is influenced by a large number of factors
from an organisational competitiveness perspective. Future research could assess the impact
of other variables such as work conditions, domain influence, organizational culture, wages or

other variables connected to job instability and job insecurity.
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