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ABSTRACT 

 

This thesis tested an appraisal, coping and adaptation model of job insecurity and 

organisational change with a sample of police officers. The model integrated key aspects of 

Lazarus’ (1991a, 1999) cognitive-motivational-relational theory of emotion (personal 

coping resources, appraisal questions, emotion, coping and adaptation outcomes) with the 

ten job characteristics (opportunity for control, opportunity for skill use, externally 

generated goals, variety, environmental clarity, availability of money, physical security, 

opportunity for interpersonal contact, valued social position and supportive supervision) 

from Warr’s (1987, 1999) vitamin model. The ten job characteristics were viewed as valued 

aspects of the environment that may potentially be lost or threatened during organisational 

crisis or change. The service within which the police officers worked underwent a large 

scale organisational restructuring from late 2001 to July 2002. Three research studies were 

conducted for this thesis. The first study developed a psychometrically sound, 40-item job 

characteristics scale, based on the ten dimensions of Warr’s vitamin model. This scale 

assessed participants’ worries about changes to aspects in their work environment. The 

development of this scale met a need within the job insecurity literature for a theoretically-

derived measure of valued job features, and enabled the investigation of the appraisal, 

coping and adaptation model. This measure was included in the questionnaire for the cross-

sectional and longitudinal studies that formed the second and third major research projects 

of this thesis.  

The main aim of the second study was to test a proposed model of appraisal, 

emotion, coping and adaptation following the experience of organisational change. The 

model proposed that person variables and personal coping resources (e.g., personal control 

and coping self-efficacy) would have indirect associations with the adaptational outcomes 

of Psychological Distress, Life Satisfaction and Job Withdrawal Behaviour. The personal 

coping resources were proposed to have indirect relationships with coping strategies 

through job characteristics, appraisal and emotion as well as direct associations with levels 

of distress, Life Satisfaction and Job Withdrawal Behaviour. The ten job characteristics 

were expected to have a direct relationship with Psychological Distress, and indirect 

associations with the three adaptational outcomes through appraisal, emotion and coping. 

Primary and secondary appraisal was proposed to precede and directly influence emotion. 

In turn, emotions were expected to directly relate to the coping strategies that were used, 
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with coping strategies mediating the association between emotion and the three 

adaptational outcomes. An additional focus of this study was to determine whether there 

were mean differences for males and females on the variables examined. 

The second study was conducted in November 2002, three months after the 

restructuring. Two thousand two hundred and eighteen police officers were invited to 

participate in the study, with a total sample of 303 police officers responding. The 

antecedent variables (personal resources, job characteristics, perception of global job 

insecurity, appraisal components, feelings, coping strategies) and the indicators of 

employee adjustment (Psychological Distress, Life Satisfaction and Job Withdrawal 

Behaviour) were collected via a self-report questionnaire. Collateral data were also 

obtained from a friend, spouse/partner or work colleague of the police officer for the 

dependent variables of Psychological Distress and Life Satisfaction. Hierarchical multiple 

regression analyses were applied to investigate the aims of this study. Some support for a 

partial mediating model was obtained, mainly with the work specific adaptational outcomes 

of Psychological Distress and Job Withdrawal Behaviour. The antecedent variables in the 

model explained a substantial amount of variance for each of the adaptation outcomes. 

Notably, the antecedents of the model to uniquely account for variance in Life Satisfaction, 

a non-work contextual outcome, were person variables and personal coping resources.  

The third research study used a two-wave longitudinal panel design. The principle 

aim of this study was to test the proposed model of appraisal, coping and adaptation, 

longitudinally. Specifically, the aim was to examine whether initial levels, and changes in 

levels over time in aspects of the proposed model predicted later levels, and changes across 

time in the adaptational outcomes of Psychological Distress, Life Satisfaction and Job 

Withdrawal Behaviour. The study was conducted in April and May, four to five months 

after the T1 data had been collected, and seven months after the restructuring. A total of 

158 police officers responded from the 303 that participated in Study 2. Difference scores 

were calculated to examine change across time within hierarchical multiple regression 

analyses. Three longitudinal regression models (Basic, Change-in-Outcome and 

Change/Change) were examined to test for robust effects. The model explained 

considerably more variance in Psychological Distress across all three longitudinal models 

tested, compared to Life Satisfaction and Job Withdrawal Behaviour. Generally the work 

related antecedents (T1) had no or minimal association with change in Life Satisfaction. 

However, change in physical safety was associated with change in Life Satisfaction across 
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the two points in time. Some robust associations were found for emotion coping strategies 

with Psychological Distress; personal control with Life Satisfaction; and negative feelings 

with Job Withdrawal Behaviour.  

The findings from the three studies are discussed with reference to Lazarus’ (1991a, 

1999) cognitive-motivational-relational theory and Warr’s (1987, 1999) vitamin model. 

The findings from the cross-sectional and longitudinal research studies support partial 

mediating relationships among the antecedents with the adaptational outcomes. There is 

debate within the job insecurity literature as to whether potential loss of job features should 

be included in the definition and operationalisation of this construct. Based on the results of 

the research, it is recommended that the definition and operationalisation of job insecurity 

include potential loss of job features and potential loss of the job. The model tested 

accounted for more variance in the work specific outcomes of Psychological Distress and 

Job Withdrawal Behaviour than Life Satisfaction. Thus, the organisational restructuring 

appeared to have a greater association with work-specific outcomes rather than non-work 

outcomes. Some limitations of the research are noted. For example, the small sample size 

limited the ability to use latent variable model testing procedures. Second, the conclusions 

from the research studies are applicable to a police service organisation and thus may be 

limited in their application to employees in other organisations. Third, the model focused 

quite heavily on the individual within the organisation, examining personal resources and 

characteristics. Nonetheless, this research has contributed to the literature in several ways 

by: (a) developing a theoretically founded measure of valued job characteristics, (b) 

demonstrating the importance of evaluating changes to these features of the work 

environment and the potential loss of the job during organisational instability, and (c) 

testing an appraisal, coping and adaptation model that shows much promise for use within 

organisations undergoing crisis or change. This newly developed and tested model appears 

especially useful in understanding the impact of organisation changes on work related 

outcomes.  
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CHAPTER 1   - 

INTRODUCTION 

1.1 Overview 

Research within the job insecurity domain has increased extensively over the past 

couple of decades. Organisations in many industrialised countries, including Australia, are 

adapting to leaner times by engaging in widespread layoffs, downsizing and the use of 

more flexible labour arrangements (Hellgren & Sverke, 2002; Kinnunen, Mauno, Nätti, & 

Happonen, 2000). The heightened interest in job insecurity has arisen due to the increased 

number of employees identifying as feeling insecure in their jobs. For example, Kelley and 

Evans (1995) found that in 1989, 73 percent of Australian workers indicated that they felt 

“secure” or “fairly secure” in their work, whereas in 1994 only 57 percent reported such 

security. A report by the OECD (1997) found that from 1992 to 1996 the percentage of 

British workers “not worried about the future of their company” dropped from 52 to 47 

percent (cited in Heery & Salmon, 1999, p.15). These findings suggest that the perception 

of insecurity has increased substantially throughout the 1990s.  

Generally, job insecurity impacts negatively on the individual and results in adverse 

economic consequences for the organisation. Researchers have found that job insecurity is 

associated with reduced job satisfaction (Ameen, Jackson, Pasewark, & Strawier, 1995; 

Ashford, Lee, & Bobko, 1989; Burke, 1998; Davey, Kinicki, & Scheck, 1997; Lim, 1996), 

decreased work and organisational commitment (Armstrong-Stassen, 1993; Ashford et al., 

1989), impaired work performance (Armstrong-Stassen, 1993; Heaney, Israel, & House, 

1994; Hellgren, Sverke, & Isaksson, 1999; Probst, 2000; Rosenblatt & Ruvio, 1996), 

reduced organisational loyalty, trust and perceived support, an increased resistance to 

change and a heightened intention to leave the organisation (Rosenblatt & Ruvio). 

Organisations are detrimentally affected largely through reductions in efficiency and 

innovation (Kinnunen et al., 2000). 

At the individual level, job insecurity has been associated with reduced physical and 

psychological well-being, as well as poorer family functioning. For example, job insecurity 

has been related to increased symptoms of depression, anger, guilt and withdrawal (Burke, 

1998; Dekker & Schaufeli, 1995; Ferrie, Shipley, Marmot, Martikaninen, Stansfeld, & 

Smith, 2001; Ferrie, Shipley, Marmot, Stansfeld, & Smith, 1998; Probst, 2000), and 

increased symptoms of ill-health and psychosomatic complaints (Barling & Kelloway, 
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1996; Dekker & Schaufeli; Ferrie et al.; Ferrie et al.; Kinnunen & Natti, 1994; Roskies & 

Louis-Guerin, 1990). At the family level, it has been found that depression (Barling & 

MacEwen, 1992) and psychosomatic symptoms (Mauno & Kinnunen, 1999a) mediated the 

relationship between job insecurity and marital satisfaction, and that a father’s feelings of 

job satisfaction was a mediating factor between job insecurity and parenting behaviour 

(Stewart & Barling, 1996). Job insecurity has also been associated with increased marital 

tension (Hughes & Galinsky, 1994) and reduced marital and family satisfaction (Larson, 

Wilson, & Beley, 1994). These findings emphasise the importance of obtaining a greater 

understanding of job insecurity and its antecedents and consequences. 

To carry out empirical research into the antecedents and effects of job insecurity, to 

identify mediating and moderating variables, and to develop theoretically-based measures 

of job insecurity, a clear conceptual understanding of the construct is required. Kinnunen et 

al. (2000), examining perceived job insecurity and its organisational antecedents and 

outcomes, suggested that job insecurity is a “job stressor” that has been conceptualised 

from two perspectives, globally (often referred to as uni-dimensional) and 

multidimensionally. This thesis concurs with the contemporary literature, adopting the 

perspective of job insecurity as a job stressor. To date, the research investigating perceived 

job insecurity from a stressor perspective has focused predominantly on cognitive 

appraisals and cognitive reactions to job insecurity, with little research focusing on the 

emotional experience, coping and consequences of job insecurity.  To better understand the 

emotional experience (including coping) of job insecurity this thesis proposes a model 

founded on Lazarus’ (1991a, 1991b, 1999) cognitive-motivational-relational theory of 

emotion. The model elaborates upon Lazarus’ theory by integrating Warr’s (1987, 1999) 

vitamin model of work and well-being, which identifies ten job characteristics, valued by 

the employee, that may be threatened during times of organisational change or crisis. 

Lazarus’ theory has been further adapted by focusing on the employees’ appraisals and 

affect specifically relating to organisational change. The cognitive-motivational-relational 

theory (Lazarus) falls within the conceptual domain of appraisal theory, which in its 

simplest form, proposes that emotions are elicited by evaluations (appraisals) of events and 

situations that are meaningfully relevant to an individual’s goals, values or personal 

commitments (Roseman & Smith, 2001).  

The primary focus of the research for this thesis is to test a model of appraisal, 

coping and adaptation of job insecurity and organisational change, both cross-sectionally 
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and longitudinally, with an organisation that underwent change, in this case, the 

restructuring of a police service. Examining the model longitudinally allows for the 

identification of whether initial changes of, and changes over time in the aspects of the 

proposed model predicted later levels of, and changes across time in  the adaptational 

outcomes of psychological well-being, life satisfaction and job withdrawal behaviour.  

A secondary focus of the research for this thesis is the development of a job 

characteristics scale founded on Warr’s (1987, 1999) vitamin model. This scale was 

developed to assess valued features of the work environment that individuals may appraise 

as threatened.  These features have been identified in the literature as at risk or impinged 

upon during times of change, subsequently affecting employees’ psychological well-being 

and job performance. Currently, there are no measures available based on Warr’s vitamin 

model that comprehensively assess features of the work environment that may be affected 

by organisational change. 

The remainder of this chapter describes the research setting, detailing the 

organisational re-structuring of the New South Wales (NSW) Police Service. Following 

this, the definitions of key terms used in this thesis are presented, concurrently introducing 

Lazarus’ (1991a, 1999) cognitive-motivational-relational theory of emotion and Warr’s 

(1987, 1999) vitamin model of work and well-being.  Finally, the model examined in this 

thesis is described and the relationships between the constructs delineated.  

1.2 Research Setting 

The organisation examined in this study was the NSW Police Service. The 

restructuring of this Police Service within this state was one of the biggest changes to occur 

in the history of this organisation, designed to “provide a more strategic direction for NSW 

Police while ensuring daily operational requirements remain focused on local policing” 

(NSW Police Public Affairs Branch, 2002, p. 4). The planning for the restructure began in 

late 2001. The primary goals of the restructure were to deliver a more visible and localised 

police force, and to increase the accountability and autonomy of Local Area Commands.  

The restructure was implemented in three stages. The first stage was to appoint two 

new Deputy Commissioners as a top-level command restructure. The aim of this first stage 

was to ensure day-to-day operations were more focused on local policing. Most significant 

to the current study was the second stage of the restructure. This stage aimed to give local 

communities increased and more visible street policing while removing the existing 
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bureaucratic structure. This was achieved by reducing the number of Region Commands 

from 11 to five, enabling a reallocation of physical and human resources to the local level. 

This resulted in substantial changes to reporting structures, the relocation of personnel, 

changes in Local Area Command boundaries so that they were better aligned with Local 

Government boundaries for an improved focus on addressing local problems, the 

reorganisation of Specialist units (such as Highway Patrol, Anti-Theft Squad officers, and 

Weapons Trainers) so that they were attached to the new Local Area Commands, and the 

provision of greater control over staff and resources to Local Area Commanders. The new 

regions took effect from the first of July 2002.  The final stage of the restructure involved 

the establishment of an additional campus for training new recruits. 

 Police officers were informed of the restructure through media releases, a special 

23-page edition of the Police Weekly providing information about the restructure and how 

police officers would be affected, and through the Police intranet which provided regular 

up-dates on the progress of the region restructure.  

1.3 Definition of Terms 

The field of job insecurity has been plagued by much inconsistency concerning the 

conceptualisation, definition, and operationalisation of this construct. Earlier researchers 

(e.g., Ashford et al., 1989) stated that job insecurity was often measured as a secondary or 

incidental variable in studies and that this complicated the development of a precise 

definition. Definitions of job insecurity have ranged along a continuum of uni-dimensional 

to multidimensional. The more recent literature (e.g., Hellgren et al., 1999; Klandermans & 

van Vuuren, 1999) has offered several conceptual clarifications concerning job insecurity. 

This thesis discusses the conceptualisation of job insecurity in further detail toward the end 

of chapter two. At present, a standardised and widely accepted conceptualisation, definition 

and measure of job insecurity does not exist.  

This section first presents the manner in which job insecurity has been defined in 

the literature, progressing toward the definition of job insecurity applied in this thesis. 

Following this, the key terms associated with Lazarus’ (1991a, 1999) cognitive- 

motivational-relational theory of emotion and Warr’s (1987, 1999) vitamin model of work 

and well-being are defined.  
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1.3.1 Job Insecurity 

As stated earlier, job insecurity is viewed as a job stressor and has been 

conceptualised from two perspectives, globally and multidimensionally. From a global 

(often referred to as uni-dimensional) perspective, job insecurity signifies an overall 

concern about the future of one’s job (e.g., Hartley, Jacobson, Klandermans, & van Vuuren, 

1991; Johnson, Messe, & Crano, 1984). This global definition has generally been used in 

the context of organisational crisis or change, such as organisational downsizing, merger or 

closure, as it represents an external threat to individuals and their job. Under these 

circumstances job insecurity has been considered as the first phase in a process of job loss. 

Typically, within an organisation undergoing change or crisis, the number of people 

experiencing job insecurity is considerably larger than the number who actually lose their 

job. Based on this rationalisation, researchers (e.g., Ferrie et al., 2001; Roskies, Louis-

Guerin, & Fournier, 1993) have objectively assessed job insecurity. An objective 

assessment involves the researchers evaluating the current state of the organisation, 

identifying whether it is in turmoil, meaning that there is a higher than usual chance of 

individual job loss or change and then classifying the organisation (and the employees 

within) as at high or low risk of job insecurity. Alternatively, employees report whether 

they had been transferred from those anticipating being transferred, classified as chronic 

job insecurity and anticipation phase respectively (Ferrie et al.). Ferrie et al. referred to this 

as attributed job insecurity, falling within the classification of objective, as there would be 

people within these groups who regardless of the transfer (or anticipation of) did not feel 

themselves to be at risk of job insecurity. 

To delineate clearly the uni-dimensional definition of job insecurity, Jacobson 

(1991) suggested three distinctions that must be contemplated. First, one must distinguish 

between insecurity as an objective or subjective phenomenon. In his review, Jacobson 

promoted the notion that job insecurity was a subjective experience as the cues that are 

objectively available in the environment are perceived by the individual as threats to the 

continuity of one’s job. The second distinction concerns insecurity as a cognitive (the 

likelihood of losing one’s job) or affective quality (of being concerned) relating to beliefs 

and feelings about insecurity. This highlights that insecurity involves a cognitive appraisal 

of the situation that elicits an emotion(s), which is based on the meaning of potential job 

loss, or loss of job features to the individual’s beliefs, goals or values. The final distinction 

concerns whether insecurity is about the continuity of the job or aspects of the job. 
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Generally, the uni-dimensional concept of job insecurity focuses only on the concern for 

the overall job. Multidimensional definitions of job insecurity incorporate the dimension of 

loss of job features as well as concern for the overall job. 

The multidimensional view of job insecurity refers to uncertainty and concerns not 

only about job continuity, but also about the continuity of certain dimensions of the job, 

such as opportunities for promotion, pay rises and contact with colleagues (Greenhalgh & 

Rosenblatt, 1984). Greenhalgh and Rosenblatt defined job insecurity as “a sense of 

powerlessness to maintain desired continuity in a threatened job situation” (p. 438). 

Ashford et al. (1989) developed a multidimensional measure of job insecurity based on 

Greenhalgh and Rosenblatt’s multidimensional view. This scale tapped components of job 

features (importance x likelihood of losing a given job feature), total job (importance x 

likelihood of losing the total job), and powerlessness. Powerlessness has come to be 

recognised as an individual’s evaluation of his or her inability to exert control over job 

continuity or loss of job features. This multidimensional approach argues that it is not only 

the perception of losing one’s job that is threatening, but also the perception of losing 

important features of the job, the probability of losing the job or job features, and the 

individuals’ perception of their ability to exert control in the threatening situation. 

According to Mauno and Kinnunen (1999a), “regardless of whether job insecurity is 

operationalised from either a global or multidimensional point of view, it has generally 

been considered as a type of job stressor” (p. 149). This view has led to the application of 

stress theories to job insecurity research. Theories that have been applied in this way 

include Osipow and colleagues’ occupational stress-strain-coping framework (Mak & 

Mueller, 2000; Osipow, 1991; Osipow & Davis, 1991; Osipow, Doty, & Spokane, 1985), 

Hulin’s theory of job adaptation (Probst, 2000), Karasek’s (1979) demand-control model of 

stress (Karasek, 1998), and Lazarus and Folkman’s (1984) transactional theory. The 

dimensions within these frameworks (such as social support, control, demands placed on 

the employee, levels of strain) have been investigated as mediators or moderators of the 

effects of job insecurity (Barling & Kelloway, 1996; Dekker & Schafeli, 1995; Ferrie et al., 

2001; Kivimaki, Vahtera, Thompson, Pentti, & Ferrie, 2000; Stansfeld, Head, & Ferrie, 

1999). Thus, researchers have investigated aspects within a particular stress framework that 

may produce feelings of insecurity, aid in its alleviation, or moderate the severity of its 

consequences.  
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1.3.2 Lazarus’ Cognitive-Motivational-Relational Theory of Emotion 

Conceptualising job insecurity from a job stressor perspective permits the 

application of Lazarus’ (1991a, 1999) theory of emotion.  This theory is consistent with 

appraisal and cybernetic theories (see Edwards, 1992) that focus on goals, perceptions and 

the emotional experience of the individual. These theoretical approaches emphasise the role 

that goals and emotions perform in the coping process. Lazarus (1991b) proposed that the 

coping process consists of a set of lower order goals (or intentions) that serve as methods of 

achieving higher order goals, as in a means-ends relationship. A tree metaphor was 

presented by Lazarus to capture the coping process. In this metaphor, small coping steps are 

the twigs and small branches, while the larger branches higher up the tree, and the trunk, 

are the grand goals. It is proposed that the larger order, more abstract goals, such as 

providing for oneself and one’s family, rely on lower order goals such as working in a 

secure environment and earning money from a job. The more concrete goals are paths that 

must be completed successfully in order to reach the higher order goals. Thus, although 

individuals might not be consciously aware of their higher order (abstract) goals, they are 

motivated to overcome the obstacles in their path to preserve or move closer to the higher 

order goal. This metaphor suggests that there is more to the individual’s internalised 

component of coping than simply the cognitive appraisal of the situation as a threat, harm, 

loss or challenge.     

Within the job insecurity literature the transactional theory of stress and coping 

(Lazarus & Folkman, 1984) has been applied when examining job insecurity from the 

perspective of a job stressor. Less frequently employed (with the exception of a study by 

Scheck & Kiniki, 2000) is Lazarus’ (1991a, 1999) cognitive-motivational-relational theory 

of emotion. Within this modified cognitive appraisal theory “psychological stress is 

considered part of the larger construct of human emotion” (Zohar & Dayan, 1999, p. 195). 

This theory expands upon the original transactional theory of stress and coping (Lazarus & 

Folkman) in several ways. For example, the concept of core relational themes (Lazarus; 

Smith & Lazarus, 1993) is introduced. These themes are believed to capture the essence of 

the emotion experienced, described as a summary of the configuration of answers provided 

during primary and secondary appraisal. A particular combination of primary and 

secondary appraisal answers produces a specific theme which consequently results in an 

analogous emotion. For example, a core relational theme of danger or threat summarises an 

individual’s appraisal of a situation as personally relevant to (motivationally relevant), and 
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inconsistent with, their commitments, desires or goals (motivationally incongruent), as well 

as an uncertainty concerning their ability to emotionally adapt to the situation (emotion-

focused coping potential). This theme of danger or threat represents the appraisal process 

that underpins the specific feeling of anxiety. These concepts - primary and secondary 

appraisal (including motivational relevance, motivational congruence and emotion-focused 

coping potential), core relational themes, and emotion - will be more fully described and 

defined below.  

1.3.3 Primary and Secondary Appraisal 

Lazarus and Folkman (1984) originally stated that primary appraisal was the 

assessment of threat, harm, loss or challenge. Zohar and Dayan (1999) succinctly stated that 

“assessment of adaptational demands and the attendant classification of the situation as 

posing threat, harm or challenge are no longer included in the definition of primary 

appraisal. The revised theory removes threat, harm and challenge from the appraisal side of 

the cognition-emotion equation to the emotion side of that equation” (p. 195). Globally 

defined, primary appraisal is the stakes one has in the outcomes of an encounter. There are 

three appraisals an individual performs at this point. First, an appraisal of goal relevance 

(labelled motivational relevance) is ascertained. This is an evaluation of whether a goal is 

at risk for the individual. If so, then there is the potential for the individual to have an 

emotional response. The second appraisal involves the individual assessing whether the 

situation is goal congruent or incongruent (labelled motivational congruence). It is at this 

stage that an appraisal of threat or benefit is made. The appraisal then determines whether 

the emotional response will be positive (benefit) or negative (threat). The third appraisal is 

goal content, which determines what goal is at risk. This final appraisal decision 

distinguishes the specific emotional response the individual feels, such as anger, guilt, 

sadness or anxiety. Lazarus (1991b) contends that it is not the physical characteristics of the 

environment that count in the emotional process, but the subjective meanings for the 

individual. Thus, the initial stage of this adaptational process can be conceptualised as the 

appraisal by individuals of demands placed on them by the situation, and the effect these 

demands may have on their higher order goals. This evaluation then determines the 

individual’s cognitive response to the situation as well as his or her emotional response. 

Secondary appraisal focuses on the options and prospects for coping. In other 

words, individuals assess their ability to cope with the event. Three appraisal decisions are 
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hypothesised by Lazarus (1991b) to occur at this juncture. The first concerns blame or 

credit (labelled other and self accountability) and whether this appraisal is directed at 

oneself or another object or individual. “Blame or credit depends on whether there is an 

attribution of accountability or responsibility for the harm, threat or benefit, and the extent 

to which those persons are in full control of their damaging or beneficial actions” (p. 827). 

The second appraisal decision proposed by Lazarus refers to coping potential, defined as 

“whether and in what way we can influence the person-environment relationship for the 

better” (p. 827). Coping potential was originally separated into two components. The first 

was problem-focused coping potential, defined as “the evaluation of one’s ability to act 

directly on the situation to bring or keep it in accord with one’s desires” (Smith & Lazarus, 

1993, p. 238) or the evaluation of one’s options for influencing or controlling the situation 

(Lowe & Bennett, 2003). The second component emotion-focused coping potential was 

defined as “the perceived prospects of adjusting psychologically to the encounter by 

altering one’s interpretations, desires, or beliefs” (Smith & Lazarus, p. 238). It is, in other 

words, the ability to emotionally adapt to the situation (Lowe & Bennett). These aspects 

correspond to the two central ways of reducing discrepancies between one’s circumstances 

and one’s desires and motivations (cf. Kimble, 1990; Lazarus & Folkman, 1984; Smith & 

Lazarus, 1990; Smith, Haynes, Lazarus, & Pope, 1993). Lazarus (1991a, 1993) merged 

both problem and emotion-focused coping potential into one focal component, this thesis 

proposes to examine both problem and emotion-focused coping potential as features of 

secondary appraisal. 

The final secondary component is future expectations in which the individual 

evaluates, “whether things will work out favourably or will get worse for any reason” 

(Lazarus, 1991b, pp. 827-828). This evaluation includes effective or ineffective methods of 

coping. Lazarus’ reconceptualisation of secondary appraisal suggests that the core meaning 

is the bottom-line assessment of coping options, irrespective of the specific strategies 

(Zohar & Dayan, 1999). “It is assumed that the situation has been appraised in terms of 

alternative action strategies, such that the essence of secondary appraisal is assessment of 

how much can be done to mitigate harm, considering all coping strategies (e.g., 

instrumental, emotional and cognitive) together” (p. 196). Lazarus does not delineate any 

specific temporal order concerning the appraisal components or the appraisal decisions that 

are formed during any emotional situation. Thus, the secondary appraisal process consists 
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of attributions of accountability and control, the evaluation of whether the individual can 

exert an influence on the person-environment relationship and in what way.  

1.3.4 Core Relational Themes 

Primary and secondary appraisal components are one way of describing the 

relational meaning underlying emotion. There is also a second, broader level that is 

proposed to capture the central essence of the emotion, referred to as the core relational 

theme (Lazarus, 1991a; 1999; see also Smith & Lazarus, 1993). Examples of themes 

include other-blame which represents the feeling of anger, self-blame which represents 

guilt, and danger-threat which represents anxiety. Core relational themes are “believed to 

encapsulate the fundamental relational meaning of the emotion not easily captured by 

appraisal components” (Bennett, Lowe, & Honey, 2003, pp. 259-260). These relational 

themes combine individual appraisal components into summaries forming “gestalts of 

relational meaning” (Smith & Lazarus, p. 236). Appraisal components describe the specific 

questions evaluated in the appraisal while the core relational themes capture the central 

meaning derived from the configuration of answers to these appraisal questions, which 

differ for each emotion. 

The relationship between appraisal and the core relational themes is described as 

one of logical or analytic causality (Smith & Lazarus, 1993). There is a reciprocal 

relationship between these two aspects, with a specific configuration of appraisal 

components denoting a specific relational meaning, although core relational themes are also 

believed to configure the responses to appraisal questions. Smith and Lazarus state that 

appraisal components and core relational themes provide alternative means of representing 

the same relational meanings associated with various emotions. “If one compares the molar 

relational meaning as captured by the core relational themes one would expect the latter to 

be more efficient to predicting emotion because they capture the meaning of the full 

configuration of appraisal components in a way that transcends the components individual 

meanings – much in the way that a sentence captures a complex idea that goes beyond the 

meanings of its individual words” (Smith & Lazarus, p. 237).  

1.3.5 Emotion 

Following the core relational theme in Lazarus’ (1991a, 1999) theory is emotion, 

which is proposed to perform an important role in coping. Emotions are believed to prepare 
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and mobilise the person to cope (Lazarus, 1991a). Hence, emotions are described as 

“driving” the coping response. Lazarus (2000a) recommends that stress would more 

suitably be defined as an individual’s emotional arousal to a stimulus or event. He (2000b) 

asserted that “emotion encompasses all of the important phenomena of stress. I believe the 

emotions provide a far richer understanding of the adaptational struggles of human and 

infrahuman animals” (p. 231). Emotions are defined as “organised psychophysiological 

reactions to ongoing relationships with the environment, most often, but not always, 

interpersonal or social” (Lazarus, 2000b, p. 230). Several appraisal theories accede that 

cognitions are important antecedents to emotion (e.g., Arnold, 1960; Ellsworth & Smith, 

1988; Frijda, 1986; Lazarus, 1991a; Roseman, 1984; Scherer, 1984). Emotions are evoked 

by an evaluation of the significance of one’s circumstances for personal well-being. 

Although the debate continues as to the exact relationship between appraisal and emotion 

(Reisenzein & Schonpflug, 1992), this thesis has accepted Lazarus’ conclusion that 

appraisal is a necessary causal condition prior to the presence of an emotional response. 

This leads to the proposal that emotions mediate the relationship between cognitive 

appraisal and coping.   

Despite the importance of emotions, their role was seldom acknowledged in 

organisational research until the 1990s. Fox and Spector (2002) argue that there is an 

apparent need for more research on emotions in the workplace.  “Until recently emotions 

have generally been seen as aspects of well-being that are not of organisational concern, 

and likely, many researchers have felt they belong more in the realm of clinical or health 

psychology” (Fox & Spector, p. 168). George and Brief (1996) argue that the field of 

organisational behaviour has been absorbed with cognitive processes and needs to 

encompass the role of feelings to enhance our understanding of individuals at work.  

When emotions have been examined within the organisation realm the emphasis has 

been on emotional traits, i.e., the tendency to experience emotions across situations and 

time, rather than states, i.e., the immediate experience of emotion. Fox and Spector (2002) 

state that emotions are a by-product of workplace life and advocate that strong emotions 

can be highly disruptive in organisations. These authors present a persuasive argument for 

the importance of examining employees’ feelings, as feelings are considered to be a 

response to events encountered in the workplace and a cause of our coping responses.  

In summary, this thesis examines (a) the primary appraisal components of 

motivational relevance and motivational congruence and secondary appraisal components 
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of other accountability, self accountability, problem-focused coping potential, emotion-

focused coping potential and future expectations as defined in this section, (b) core 

relational themes, and (c) emotion concerning the changes that occurred in the work 

environment and (d) the effect these variables listed previously (a-c) have on adaptational 

outcomes.  These variables were measured using the scales from Smith and Lazarus’ (1993) 

study. These scales were recently employed by Bennett et al. (2003), Lowe and Bennett 

(2003), and Orbell, Hagger, Brown, and Tidy (2004) in their studies of appraisal, core 

relational themes, emotion and coping. At present, these are the only scales available that 

specifically assess the appraisal components, core relational themes and emotions outlined 

by Lazarus (1991a, 1999) in his theory of emotion. 

1.3.6 Coping 

The final mediating construct identified within Lazarus’ (1991a, 1999) model is 

coping, which also is proposed to have a direct effect on adaptational outcome. Coping is 

considered to have a reciprocal relationship with emotion, thus, implementing a coping 

strategy can consequently shape or change the emotion experienced. Coping is 

psychological, complex, deliberate and planful (Lazarus, 1993). Coping refers to “the 

person’s cognitive and behavioural efforts to manage (reduce, minimise, master, or tolerate) 

the internal and external demands of the person-environment transaction that is appraised as 

taxing or exceeding the person’s resources” (Folkman, Lazarus, Gruen, & DeLongis, 1986, 

p. 572). This definition has become widely accepted (Tennen, Affleck, Armelli, & Carney, 

2000). Carver and Scheier (1999) believe that coping fundamentally constitutes efforts at 

self-regulation in times of duress. Other researchers view coping as a response to life’s 

demands that operates to thwart, avoid or control emotional distress (Aldwin & Revenson, 

1987; Pearlin & Schooler, 1978).  

Lazarus (1993) argues that coping shapes emotion in one of two ways, first, through 

the use of problem-focused coping strategies in which the individual takes action to change 

the person-environment relationship by acting on the environment or oneself. Second, by 

the use of emotion-focused coping strategies which involves the alteration of what an 

individual is experiencing within themselves by attention deployment (e.g., avoidance) or 

changing the meaning of the relationship (e.g., denial or distancing). One of the major 

conclusions arising from research investigating the manner in which individuals cope with 
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stressful life events is that the coping process cannot be investigated apart from the context 

in which the coping behaviour occurs (Billings & Moos, 1981, 1984; Folkman et al., 1986). 

The most common classification used within the literature, is the separation of 

coping into problem-focused and emotion-focused coping. Very few researchers have 

recognised the importance of these two methods being used simultaneously in the aim of 

managing a particular stressor. Bandura (1997) argues that successful coping usually 

requires both problem solving and emotion management due to the fact that most difficult 

situations that are changeable involve some degree of stress (even if viewed positively). 

Bandura further states that there are two problems associated with dichotomising coping 

into problem management and emotion management. First, it is presumed in the literature 

that people resort to problem solving coping when difficult situations are changeable, but 

they turn to stress reducing coping by cognitive reappraisal and diversion when they cannot 

change difficult situations. Second, Bandura contends that the dichotomy of problem-

focused coping and emotion-focused coping confuses means and ends. He argues that when 

people are managing tasks they are predominantly solving an external problem, but in 

emotion management they are solving an internal problem. Bandura emphasises that 

“human adaptation requires concurrent regulation of thought, affect and action” (p. 68). 

Recently, Folkman and Moskowitz (2004) aptly captured the complementary roles of 

emotion-focused and problem-focused coping by the following statement: “coping 

responses are thus initiated in an emotional environment, and often one of the first coping 

tasks is to down-regulate negative emotions that are stressful in and of themselves and may 

be interfering with instrumental forms of coping” (p. 747).  

In their discussion of self-regulation, Carver and Scheier (1999) referred to three 

classes of coping. The first, active coping, likened to problem-focused coping, which 

consists of attempts to remove the obstacle or to minimise its impact. Emotion coping 

consists of attempts to reduce the distress caused by the obstacle (which can entail 

reappraisal of the obstacle or management of the emotion per se; Gross, 1998). Finally, 

avoidance coping is a class of responses aimed at avoiding acknowledgement that the 

problem exists (via self-distraction, denial, substance use, wishful thinking) or at giving up 

the attempt to do anything about the problem (for example, by substance use, or giving up 

goals that are being interfered with). Anshel (2000) highlighted that for each coping 

category, cognitive and behavioural methods can be used by the individual, as proposed by 

previous researchers (Begley, 1998; Billings & Moos, 1981; Carver & Scheier; Lazarus & 



14 Job Change and Job Insecurity 

Folkman, 1984). Carver and Scheier argue that the use of these various coping responses 

differs as a function of people’s expectancies.  

Within the literature there has been much debate concerning the appropriate manner 

in which to conceptualise and assess coping strategies (see Endler & Parker, 1989; Skinner, 

Edge, Altman, & Sherwood, 2003), currently “there is no gold standard for the 

measurement of coping” (Folkman & Moskowitz, 2004, p. 751). For example, coping 

strategies have frequently been assessed retrospectively using inventories or qualitative 

methods. Researchers have increasingly used daily diary studies (e.g., Stone & Neale, 

1984) and narrative studies (e.g., Folkman, Chesney, & Christopher-Richards, 1994) to 

identify specific coping strategies used by individuals at the point in time that they were 

used (momentary assessment). There are many benefits and costs to the application of the 

various approaches (see Folkman & Moskowitz for a review). Folkman and Moskowitz 

comment that “the measurement of coping is probably as much art as it is science. The art 

comes in selecting the approach that is most appropriate and useful to the researcher’s 

question” (p.751). When a large sample is being examined the most fruitful approach is the 

use of a self-report inventory, with an emphasis on the assessment of the coping strategies 

used at the current point in time (momentary rather than retrospective coping) to manage 

the situation.  The assessment of coping strategies assessed at the point in time in which 

they are being utilised helps to ensure the assessment of state (“episodic”) coping strategies 

rather than dispositional “trait” coping (Begley, 1998). The dispositional approach assumes 

that people form fairly enduring styles of coping, whereas situation-specific styles suggest 

that different techniques are employed based on the situation or event.  

Various measures have been developed to assess coping including the Ways of 

Coping Checklist (WCC; Folkman & Lazarus, 1980), a revision of the WCC, Ways of 

Coping Questionnaire (WCQ; Folkman & Lazarus, 1988), Coping Orientation to Problems 

Experienced (COPE; Carver, Scheier, & Weintraub, 1989), and the Multidimensional 

Assessment of Coping (Endler & Parker, 1990). Other measures have been developed 

specifically for the organisational realm such as the Cybernetic Coping Scale (CCS; 

Edwards, 1991) and Personal Resources Questionnaire (PRQ) from the Occupational Stress 

Inventory (Osipow & Spokane, 1984). Similarly, Latack (1986) developed a measure 

assessing three coping behaviours of control, escape and symptom management. These 

measures are only a handful of the coping measures available in the literature (see 

Schwarzer & Schwarzer, 1996 for a comprehensive review of coping measures). One 
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reason such a proliferation of measures exists is the disparity in the manner in which coping 

behaviours have been conceptualised (which, in turn, is a function of the diversity of 

theoretical frameworks formulated by researchers to understanding stress and coping).  

Concern has been expressed about the psychometric properties of the various 

coping scales (see Endler & Parker, 1990; Parker & Endler, 1992; Roger, Jarvis, & 

Narjarian, 1993), an additional reason for the existence of numerous coping measures. The 

measures developed by Lazarus and Folkman (WCC, WCQ; 1980, 1988) have received the 

brunt of the consternation, with the COPE (Carver et al., 1989) scale extensively criticised 

on psychometric grounds as a result of comprising too many factors (i.e., 13 scales, plus a 

single item measuring drug-alcohol disengagement) with poor reliability (see Endler & 

Parker; Parker & Endler; Roger et al., 1993). An advantage of the COPE scale is that it 

comprehensively assesses numerous means individuals use to deal with situations, and for 

this reason has been widely used within various health settings (Begley, 1998; Belding, 

Iguchi, Lamb, & Lakin, 1996; Boland & Cappeliez, 1997; Carver et al.; Kennedy, Lowe, 

Grey, & Short, 1995). As a result of these criticisms directed towards the COPE scale, Lyne 

and Roger (2000) performed a factor analysis identifying the existence of three reliable 

factors (with the removal of some of the original items) labelled active, emotion and 

avoidant. These three factors are somewhat compatible with the literature and development 

of coping scales (e.g., MCI: Endler & Parker) that has identified the existence of three 

higher order coping strategy classifications described as task (active or problem-focused), 

emotion and avoidance coping (see Olff, Brosschot, & Godaert, 1993; Roger et al.; Roger, 

1996). Although there is agreement as to the existence of these three forms of coping, 

inconsistencies abound across the various measures as to the precise definition of, and 

strategies that fall under, each classification (see Skinner et al., 2003 for a comprehensive 

critique of coping strategies and best practices for constructing category systems). 

Inconsistencies of this kind produce difficulties when deciding on the appropriate measure 

to use and when forming conclusions across the empirical findings (Lyne & Roger). The 

revised COPE scale (Lyne & Roger) assesses three broad coping strategies: (a) intentions to 

act, (b) expression of emotion and seeking of emotion support from others, and (c) 

avoidance based on denial and giving up. This thesis examines these three types of coping 

strategies, that of, active, emotion and avoidant, using the revised COPE scale (Lyne & 

Roger). 
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1.3.7 Personal Coping Resources 

Another component of Lazarus’ (1991a, 1999) theory of emotion and the 

transactional theory of stress and coping (Lazarus & Folkman’s, 1984), proposed to 

influence the coping process is external and internal (personal) coping resources. The 

transactional theory of stress and coping (Lazarus & Folkman) referred to coping resources 

as personal resources that individuals have, which can be used to handle specific types of 

environmental threats or demands. Resources allow persons to strive for and pursue their 

goals and to reduce hindering and unpleasant conditions and influences.  

Resources must be distinguished from coping or the activities associated with it: 

“They [resources] define a potential for action, but not action itself” (Gore, 1985, p. 266). 

Resources are considered to be static, with the coping process dependent on these 

resources. Coping resources are accessible to a person as they develop their coping 

strategies, with access to appropriate resources aiding in the development of helpful 

strategies (Compas, 1987; Menaghan, 1983). It has been argued that conceptual problems 

arise when coping is separated from resources such as mastery and coping self-efficacy. 

Lazarus and Folkman (1984) assert that appraisal mediates the relationship between coping 

resources and coping, however, coping resources also may have a direct impact on the 

coping strategies used and the individual’s well-being.  

Until recently there has been minimal research that has simultaneously examined 

the role of coping resources and appraisal variables within the organisational change and 

job insecurity literature (Callan, 1993; Kinicki, McKee, & Wade, 1996; Terry, 1994; Terry 

& Jimmieson, 2003; Scheck & Kinicki, 2000). The personality variables that have been 

investigated as coping resources within the job insecurity and organisational change field 

include coping efficacy and perceived control (e.g., Scheck & Kinicki), as well as locus of 

control, self-confidence, self-esteem (e.g., Callan & Dickson, 1992; Callan, Terry, & 

Schweitzer, 1994) and neuroticism (Terry, Callan, & Satori, 1996; Terry & Callan, 2000). 

Of relevance to this thesis is the investigation of personal control and coping self-efficacy.  

For the purposes of this thesis, personal control, sometimes referred to as mastery, 

is defined as the “extent to which people see themselves as being in control of the forces 

that importantly affect their lives” (Pearlin, Menaghan, Lieberman, & Mullan, 1981, p. 340; 

although see Skinner [1996] for the complexity related to definitions of control). “This 

definition presents a dispositional approach towards understanding control because it is not 

tied to any particular situation or condition” (Scheck & Kiniki, 2000, p. 631). Very early 
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on, White (1959) highlighted that one of the primary motives of human beings is the need 

to control their environment.  

The stress literature has identified the importance of control for psychological well-

being, suggesting that the perception of personal control results in positive outcomes, 

whereas the perception of loss of control results in negative consequences to well-being 

(Burger, 1989; Skinner, 1996, 1997). Maintaining a sense of control or mastery has been 

found to aid in the ability to cope with stressors generally (Bandura, 1989; Glass & Singer, 

1972; Lachman & Burack, 1993; Skinner, 1996). Studies have found that the greater one’s 

perception of personal control, the less likely an individual is to appraise a specific situation 

as harmful or threatening (Folkman, 1984; Rotter, 1975; Schank & Abelson, 1977). 

Additional support for this conclusion, specific to the job insecurity field, was obtained by 

Scheck and Kinicki (2000) who found that an organisational acquisition was perceived as 

more threatening and harmful when employees had less personal control and coping 

efficacy.   

Coping efficacy is defined as the degree to which people believe themselves capable 

of coping with a specific threatening situation (Bandura, 1986, 1997). Self-efficacy theory 

(Bandura, 1999) views stress reactions primarily in terms of a low sense of efficacy to 

exercise control over aversive threats and taxing environmental demands. “Perceived self-

efficacy refers to beliefs in one’s capabilities to organise and execute the courses of action 

required to produce given attainments” (Bandura, 1999, p. 3). Bandura proposed that stress 

reactions are governed largely by beliefs of coping efficacy rather than being triggered 

directly by the objective properties of threats and environmental demands. Thus, he 

concluded that it is the perception of life events as overwhelming one’s coping capabilities 

that becomes the stressful reality. Self-efficacy theory argues that “people’s beliefs in their 

self-efficacy influences how they construe situations and the types of anticipatory scenarios 

and visualised futures they construct” (Bandura, p. 3). Self-efficacy theory further contends 

that “efficacy beliefs affect the appraisal process and the impact of organisational stressors 

on the physical health and emotional life of employees” (Bandura, p. 3). Thus, an 

individual’s self-efficacy can affect the appraisal process, specifically the future 

expectancies of the individual.  

Personal control and coping self-efficacy will be examined in this thesis as personal 

coping resources consistent with Lazarus and Folkman’s (1984) transactional theory and 

Lazarus’ (1991a, 1999) theory of emotion. It is proposed that these personal coping 
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resources will have an indirect effect on psychological distress, life satisfaction and job 

withdrawal behaviour via job characteristics, appraisal, emotion and coping. 

1.3.8 Warr’s Vitamin Model 

Warr’s (1987, 1999) vitamin model describes ten aspects of the environment that 

could be considered in the appraisal process. The ten vitamins identified by Warr are 

opportunity for control, opportunity for skill use, externally generated goals, variety, 

environmental clarity, availability of money, physical security, opportunity for 

interpersonal contact, valued social position and supportive supervision. These ten features 

have generally been found to impact on an individual’s well-being within the workplace. 

Warr used the analogy of vitamins to demonstrate how these factors operate to affect an 

individual’s well-being. Vitamins are essential to the functioning of the human body, but, 

for example, when the levels of some fall below an acceptable point the individual 

experiences deficiencies, whereas when the intake of other vitamins exceeds requirements, 

a toxic effect might occur. A similar effect can occur within the work environment if the 

individual was to receive too little of all ten environmental vitamins or too much of the 

following six vitamins of, externally generated goals, variety, environmental clarity, 

opportunity for control, skill use and interpersonal contact.  

A detailed description of each of these job characteristics and their relationships to 

mental health is presented by Warr (see Warr, 1987, 1999). A brief outline of each of the 

job characteristics is provided here to clarify the manner in which they have been viewed in 

this thesis.  For example, opportunity for personal control is the opportunity afforded by 

the work environment for a person to control activities and events, allowing a person to 

decide and act in a manner they see fit. Opportunity for skill use is the degree to which the 

work environment obstructs or promotes the utilisation and development of skills. The 

presence or absence of goals generated by the work environment is labelled externally 

generated goals. This feature is sometimes referred to as job demands, role responsibility 

and normative requirements. Variety refers to diversity in job content and location, the lack 

of repetitive work and the provision of a range of tasks. The degree to which a person’s 

work environment is clear or opaque defines environmental clarity. Availability of money 

concerns income level, the amount of pay and the financial resources available to the 

person. Physical security suggests the absence of danger, and the protection against 

physical threat. The opportunity for contact with other people provided by the work 
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environment is classified as opportunity for interpersonal contact. This feature is generally 

referred to as social support in the literature. Valued social position is a position within a 

social structure that holds some esteem from others. Warr (1987) states that “esteem within 

a social structure is generated primarily through the value attached to activities inherent in a 

role and the contribution these make to the institution in question” (p. 8). The final 

characteristic is supportive supervision which is the provision of support from supervisors 

and management as well as efficacy in leadership and management. Warr (1999) noted that 

it is the personal meaning of the job feature for the person that influences well-being.  

In relation to job insecurity, the vitamin model (Warr, 1987, 1999) identifies those 

valued job features that are subject to threat or loss. For example, individuals may feel 

threatened in their job if they lack the supervision they require (deficient) or are promoted 

to a level for which they are ill-prepared (toxic). As a result of this interaction among the 

vitamins in the workplace, the individual appraises the situation as threatening due to 

deficient and/or toxic levels of vitamins, thus potentially producing feelings of anxiety or 

sadness.  

There are several advantages associated with the application of the vitamin model to 

aid the identification of features in the environment that are contributing to feelings of 

insecurity. First, it provides a comprehensive, empirically-based coverage of features 

within the environment that can affect an individual’s well-being. These vitamins 

encompass aspects identified in previous stress models, such as increased demands, social 

support and lack of supportive supervision. Second, this model focuses on the environment, 

which has been acknowledged as a major contributing factor to the appraisal of a job threat. 

Finally, it recognises that the individual can exert an influence on these environmental 

factors, thus viewing the person as proactive in the process rather than reactive. To date, 

there has not been a comprehensive assessment of the role of Warr’s ten job characteristics 

as valued job features that may be threatened during times of organisational change or 

crisis. This thesis aims to develop a job characteristics scale based on Warr’s framework to 

identify those salient job features that may be negatively altered or threatened during an 

organisational change or crisis.  

1.3.9 Adaptational Outcomes 

Appraisal and coping processes are of fundamental value in that they affect 

adaptational outcomes (Lazarus, 1991a; Lazarus & Folkman, 1984). Three basic outcome 
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domains are work and social functioning, morale or life satisfaction, and somatic health. 

These outcomes are interrelated with the ways that people evaluate and cope with the 

stresses of living (Lazarus; Lazarus & Folkman). This thesis examines two outcomes that 

are closely linked with the work context, psychological distress and job withdrawal 

behaviour, and one context-free outcome, life satisfaction (see Hart, 1999; Warr, 1999). 

“Job-specific” well-being focuses on “people’s feelings about themselves in relation to 

their job” (Warr, p. 393), while “context-free” well-being has a more expansive focus, 

embracing feelings in any setting (Warr). Life satisfaction has not received as much 

attention within the job insecurity and occupational stress domain as psychological distress 

and job withdrawal behaviour. This may be because context-free indices such as life 

satisfaction may say more about the non-work domain than the work domains of 

employees’ lives (Hart).  

The first work-contextual outcome examined in this thesis is psychological distress. 

Generally, “stressors”, “demands” and “hassles” have been evidenced to heighten 

psychological distress, which, in turn, adversely influences the physical and mental health 

of employees (Brenner et al., 1983; Burchell, 1994; Cottington, Matthews, Talbot, & 

Kuller, 1986; De Witte, 1999; Dooley, Catalano, & Rook, 1987; Hartley et al., 1991; 

Kuhnert, Sims, & Lahey, 1989; Roskies & Louis-Guerin, 1990). Findings indicate that job 

insecurity is more strongly related to mental health than to physical health (Barling & 

Kelloway, 1996; Kuhnert & Vance, 1992). A recent meta-analysis (Sverke, Hellgren, & 

Näswall, 2002) confirmed this conclusion by reporting a larger population effect size of job 

insecurity on mental health (-0.24) than on physical health (-0.16). Consequently this thesis 

focuses on the psychological well-being (mental health) of employees. 

Employee adjustment and psychological well-being have been conceptualised and 

operationalised by various means and measures, for example, as depression, anxiety, 

burnout and as global psychological well-being (as measured by the General Health 

Questionnaire [GHQ]; Goldberg, 1972). Global psychological well-being suggests a state 

of mental and emotional health and prosperity, therefore, psychological distress in this 

thesis is viewed as a less than optimum state of mental and emotional health and prosperity. 

Global psychological well-being has been widely used as an outcome and adjustment 

measure within the organisational realm. Additionally, it has been used as a screening test 

for the purpose of detecting non-psychiatric health symptoms (Hellgren & Sverke, 2003). 

Global psychological distress is examined as a work-contextual outcome in this thesis. 
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The second work-contextual variable examined in this thesis is job withdrawal 

behaviour which reflects the employee’s intentions to leave the organisation (e.g., turnover, 

retirement intentions, looking for other jobs). Hanisch and Hulin (1991) defined job 

withdrawal behaviour as “employees’ efforts to remove themselves from a specific 

organisation and their work role” (p.111). Job withdrawal behaviour is an important 

outcome to examine as these behaviours are highly visible, costly (financially) for most 

organisations and potentially costly (financially and in terms of physical, psychological and 

emotional well-being) for the individuals performing these behaviours (Hanisch & Hulin, 

1991, 1990). Findings from Hanisch and Hulin’s research indicate that individuals’ 

decisions to engage in withdrawal behaviours were based on aspects that define the 

individuals’ work roles (such as the “balance between work role inputs that reflect the 

individuals’ contributions to their job and work role outcomes that reflect the inducements 

organisations offer the job incumbents”; p. 76), work-role affect (e.g., job satisfaction) and 

their perceptions of the importance of their jobs.  

Most research within the job insecurity realm has focused primarily on intentions to 

leave (Ashford et al., 1989; Davy, Kinicki, & Scheck, 1991) rather than on the global 

assessment of job withdrawal behaviours. The findings suggest that increased job insecurity 

heightens employees’ intentions to leave the organisation. Recently, Probst (2000) 

examined job insecurity and organisational withdrawal behaviours. The results 

demonstrated that job insecurity had critical negative consequences at both individual and 

organisational levels, including increased organisational withdrawal, greater incidence of 

reported health conditions, more psychological distress and lower organisational 

commitment. Thus, employee job withdrawal behaviour appears to be a situationally 

relevant and salient outcome to examine in terms of the impact of organisational change 

and perceptions of job insecurity via the appraisal process. The conceptualisation of job 

withdrawal behaviour in this thesis, similar to Probst, is based on the work by Hanisch and 

Hulin (1990). Job withdrawal behaviour is operationalised using the measure developed by 

these authors.  

The third outcome evaluated in this thesis was life satisfaction, which “represents a 

global cognitive evaluation or judgement of one’s satisfaction with their life” (Heller, 

Watson, & Hies, 2004, p. 574). Contemporary research (e.g., Cummins & Nistico, 2002) 

has identified that life satisfaction is a subjective phenomenon that is based on people’s 

internal predispositions, that is, it results from internal or subjective processes rather than 
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objective processes such as income, and education. Three aspects of the self, that is a sense 

of worth (self-esteem), a sense that one is in control of aspects that importantly affect life 

(control), and a sense of optimism, have been identified in the literature as having a 

predictive relationship with life satisfaction (see Cummins, Eckersley, Pallant, Van Vugt, & 

Misajon, 2003; Cummins & Nistico). Cummins and Nistico propose that these aspects of 

self perform a regulatory role in that they are homeostatic mechanisms that restore or 

maintain equilibrium of life satisfaction.  

Cummins (1995, 1998, 2002) has found that life satisfaction has a “set point” or a 

normative standard for Western population samples. Research has demonstrated that major 

life events may disrupt levels of life satisfaction, though there is a strong tendency for these 

levels to return to their original level over time (Headey & Wearing, 1991). This is based 

on research that has found that even the experience of extreme events exerts minimal 

influence on people’s subjective assessments of their life satisfaction. People facing 

extreme hardships or experiencing great success quickly adapt to these conditions and show 

little long-term change in their subjective well-being (Brickman, Coates, & Janooff-

Bulman, 1978; Frederick & Loewenstein, 1999; Hellmich, 1995).  

Researchers (Mauno & Kinnunen, 1999a) within the job security domain have 

examined overall and family (negative work spillover into parenthood) well-being as 

outcomes to determine whether job insecurity – a stressor that is encountered in the 

occupational context – spills over to affect non-work domains. Mauno and Kinnunen found 

that for female employees job insecurity impacted on negative work spillover into 

parenthood (family well-being) in the long-term, suggesting that job insecurity may have 

prolonged negative effects on this aspect of well-being. The general assumption (e.g., Hart, 

1999; Warr, 1987) is that the perception of job insecurity would be more strongly related to 

occupational well-being and performance than to general life satisfaction, as job insecurity 

is a “stressor” encountered in the occupational context.  

A handful of studies have examined life satisfaction as an outcome in the job 

insecurity domain. For example, Burke (1998), conceptualising job insecurity as a work 

stressor, examined three work stressors (e.g., job insecurity, underemployment and unmet 

expectations) on job satisfaction, career satisfaction, psychological well-being and life 

satisfaction. This study demonstrated that individuals with fewer job demand expectations 

and greater involvement in their job experienced more life satisfaction. In this study the 

role that job insecurity had on life satisfaction was unclear. The findings suggested that one 
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of the three aspects of job insecurity assessed (e.g., threats to security, danger signs, and 

insecurity) was related to life satisfaction. Thus, job insecurity seems to be associated with 

life satisfaction and further evidence of this association is required.  

A study by Lim (1996) examined the moderating effect of (a) work-based social 

support on job insecurity and the outcomes of job dissatisfaction, proactive job search, 

noncompliant job behaviours and (b) non-work based support on job insecurity and life 

(dis)satisfaction. Job insecurity was positively related to life (dis)satisfaction, suggesting 

that the greater the perceived job insecurity the more dissatisfied employees were with their 

lives. The findings showed that non-work based support was a significant moderator of job 

insecurity and life (dis)satisfaction. Exploratory analyses revealed that work-based support 

did not perform a similar role for job insecurity and life (dis)satisfaction. Lim suggested 

that life satisfaction is a context-free outcome, non-work support may perform a more 

salient role in buffering individuals against the strain associated with job insecurity. The 

effects of job insecurity on context specific outcomes such as job dissatisfaction, proactive 

job search and noncompliant job behaviours were moderated by work based support. This 

was interpreted as suggesting that work-based support from people sharing similar work 

experiences as those experiencing job insecurity may be more helpful to other individuals 

in dealing with these outcomes. Although this thesis does not examine the role of social 

support as a coping strategy or resource for employees, the relationship between the 

experience of job insecurity and life satisfaction is investigated.  

Hart (1999) examined a model based on the dynamic equilibrium theory of stress 

(Hart, Wearing, & Headey, 1993; cf. Headey & Wearing, 1989) which integrates 

perceived-quality-of-life literature with Lazarus and Folkman’s (1984) cognitive-relational 

approach. This model was tested using structural equation modelling on three waves of data 

with a sample of 479 Australian police officers. This model proposes that work hassles and 

uplifts, and non-work hassles and non-work uplifts, impact on domain specific satisfaction 

(e.g., job satisfaction, non-work satisfaction), which ultimately influences the employees’ 

life satisfaction. Neuroticism and extraversion were examined as stable predispositions that 

may potentially influence the variables at each stage of the model. Although the findings 

demonstrated that work hassles and uplifts affected life satisfaction, non-work hassles and 

uplifts were much stronger contributors to police officers’ overall levels of life satisfaction. 

Hart states that these findings do not imply that work is unimportant in relation to life 

satisfaction. Rather the work domain needs to be considered in the overall context of 
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employees’ lives. These findings demonstrate the importance of distinguishing between 

context-free and domain-specific aspects of psychological well-being when investigating 

occupational stress (Hart; Kelloway & Barling, 1991). 

This thesis examined whether the experience of organisational change and the 

perception of job insecurity (conceptualised as an occupational stressor) impacts on a 

context-free outcome such as life satisfaction through the appraisal process.  

1.3.10 Mediators  

A mediator is defined as a variable that signifies the mechanism through which an 

independent variable influences a dependent variable (Baron & Kenny, 1986). Mediating 

variables intervene between an antecedent variable and a consequence, implying a causal 

order among the variables in a model (James & Brett, 1984). The presence of a mediator 

suggests an additive relationship that is often tested using exploratory (i.e., correlational) 

analytic procedures such as hierarchical regression and partial correlation (Baron & Kenny; 

James & Brett). The presence of a mediating relationship is demonstrated by a correlation 

between the proposed mediator, the antecedent and consequence, and by a reduction in the 

strength of the relationship between the antecedent and consequence variables occasioned 

by partialling out the effects of the proposed mediator (Evans, Johansson, & Carrere, 1994). 

Full mediation is present when the partialling out of the mediator from the relationship 

between the antecedent and consequence is reduced to zero. When there is a substantial 

reduction in the strength of this relationship but it remains statistically significant or the 

relationship is reduced to non-significance, partial mediation is evident (Baron & Kenny; 

James & Brett; Jimmieson, Terry, & Callan, 2004).  

The cognitive-motivational-relational theory of emotion (Lazarus, 1991a, 1999) and 

the transactional theory of stress and coping (Lazarus & Folkman, 1984) are process 

models in which intervening variables such as appraisal components and coping are 

proposed to mediate antecedent and adaptational outcomes. The term “process” also 

implies a specific context and change over time or circumstances (Lazarus & Folkman). 

There are five kinds of variables on which these theories are predicated: stress, appraisal, 

coping, person and environment antecedents of stress and coping, and short- and long-term 

adaptational outcomes (Lazarus & Folkman). The model proposed in this thesis is founded 

on these variables, with an emphasis on the salience of emotion. This model is a process 

model in which there is a mediating relationship between an antecedent variable, an 
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intervening variable and the variable subsequent to this. The specific context in which this 

model is evaluated is within an organisational context undergoing restructuring. The 

examination of this model longitudinally to identify the effect of changes in the 

independent variables, via mediating variables, on the adaptational outcomes is consistent 

with the concept of a process model.   

1.4 The Proposed Model 

For the purposes of this study, job insecurity is defined as a state of emotional 

arousal (concern, anger, anxiety) to the appraisal of a demand or aspect of the work 

environment that is impeding one’s progress toward one’s higher order goals (such as 

providing for one’s family, establishing a career). The demands or aspects of the 

environment that are appraised as impeding progress are identified with the use of the ten 

environmental characteristics identified in Warr’s (1987) vitamin model. This model aids in 

the detection of vitamins that are at toxic or diminished levels or both. Lazarus and 

Folkman’s (1984) transactional theory and Lazarus’ (1991a, 1999) cognitive-motivational-

relational theory of emotion provide conceptual guidelines that aid in the understanding of 

(a) the changes that are occurring in the workplace, (b) the cognitive and affective 

processes that occur in the perception of job insecurity and (c) the methods that may be 

used to manage the experience of job insecurity. Both of these theories emphasises the 

reciprocal relationship between the individual and the environment.  

The transactional theory (Lazarus & Folkman, 1984) and the cognitive-

motivational-relational theory of emotion (Lazarus, 1991a, 1999) provide an understanding 

of the person (values, beliefs, and control perceptions) and environmental variables 

(demands, constraints, ambiguity of harm and imminence of harm) that contribute to the 

subjective perception of the threat of job loss or loss of job features. Furthermore, the 

cognitive-motivational-relational theory (Lazarus) highlights the importance of evaluating 

the meaning of the event (job loss or loss of job features) for the individual and the impact 

of the event on the individual’s lower and higher order goals. The author proposes that job 

insecurity is aptly viewed as a subjective phenomenon. It is operationalised as an appraisal 

of the potential loss of one’s job and/or aspects of the job, existing along a continuum from 

none or minimal insecurity (job security) to high levels of insecurity.  The aspects of the 

job that may be perceived as threatened are operationalised as the ten job characteristics 

identified in Warr’s model.  
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1.4.1 Relationships Among the Proposed Predictors and Psychological Well-Being, Life 

Satisfaction and Job Withdrawal Behaviour 

Several interrelationships among the predictor variables and the outcome variables 

are proposed within the theoretical framework presented in this thesis (see Figure 1.1). 

Demographic variables, such as age and personal coping resource variables (e.g., personal 

control and coping self-efficacy) are relatively stable dispositional and background factors 

that are unlikely to be greatly affected by changes in the police officers’ work environment, 

but, nonetheless may have a remote or distal association with employees’ levels of 

psychological distress, life satisfaction and job withdrawal behaviour. The personal coping 

resources are proposed to have an indirect relationship with coping strategies through job 

characteristics, appraisal and emotion, as well as direct associations with levels of distress, 

life satisfaction and job withdrawal behaviour.  The job characteristics identified in Warr’s 

(1987, 1999) model are valued features of the work environment that may be perceived as 

threatened as a result of organisational changes. Consistent with the findings from the past 

organisational literature, these ten job characteristics are predicted to have direct 

relationships with employees’ psychological well-being. Perception of global job insecurity 

is viewed as a perception of the work environment that may affect employees’ goals and 

commitments and thus, the appraisals that they make. The notion that perceptions of job 

characteristics and job insecurity precede primary and secondary appraisal processes is 

consistent with the logic of Lazarus and Folkman’s (1984) model and Lazarus’ (1991a, 

1999) theory of emotion.  

Lazarus (1991a, 1999) and several other researchers (e.g., Roseman, 1991; Scherer, 

1984; Smith & Lazarus, 1993; Terry & Callan, 2000; Terry et al., 1996) proposed that 

appraisals are influenced by dispositional and environment factors, and, in turn influence 

the affect or emotion experienced (Lazarus). Lazarus argued that for an event or situation to 

evoke an emotion, there has to be some meaning for the individual, and that appraisal 

determines the meaningfulness of the event for the individual. Thus, appraisals are 

proposed to precede and be directly associated with emotion. Emotions are proposed to be 

directly related to the coping strategies used by employees, with coping strategies 

mediating the relationship between emotion and psychological distress, life satisfaction and 

job withdrawal behaviour. Finally, Lazarus proposed that the use of coping strategies 

occurs after appraisal and initial affective responses. Coping may produce a reappraisal, or 

may directly influence psychological, physical and social well-being. In this study, coping 
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is proposed to be the most proximate determinant of psychological distress, life satisfaction 

and job withdrawal behaviour.   

1.4.2 Conclusion 

The predominant theme in the literature is that job insecurity is a perception or 

appraisal made by an individual. The advantage of conceptualising it in this manner is that 

it can be investigated without the presence of an objective external threat. This means that 

the cognitive processes that occur for the individual in discerning discrepancies between 

actual and preferred job security can be recognised. This thesis proposes that an integration 

of the transactional theory of stress (Lazarus & Folkman, 1984), the cognitive-

motivational-relational theory of emotion (Lazarus, 1991a) and the vitamin model of job 

characteristics (Warr, 1987, 1999) provides a comprehensive framework in which to 

investigate job insecurity for an organization undergoing change. The vitamin model 

identifies the aspects within the work environment that the individual can perceive to be 

threatened. The transactional theory (Lazarus & Folkman) and the cognitive-motivational-

relational theory of emotion (Lazarus, 1991a, 1999) identify the cognitive appraisal process 

by which individuals evaluate their job situations. The cognitive-motivational-relational 

theory of emotion emphasises the emotional component of a process that is typically 

viewed as predominantly cognitive, and identifies specific appraisal components that can be 

examined. Inherent in the process is the dynamic interaction between the individual and the 

environment, with a focus on the person performing a proactive role. 

1.5 Overview of Chapters 

The following chapter reviews the job insecurity and organisational change 

literature, identifying several pertinent concerns of past research within this field. Chapter 3 

introduces the aims, design and method of the three research studies that were conducted. 

Chapter 4 describes the development of the Job Characteristics Scale. Chapter 5 presents a 

cross-sectional study in which self-report data were obtained from 303 police officers, and 

other reported data were obtained from 229 participants who were either a friend, 

spouse/partner or colleague of the police officer. Chapter 6 describes a longitudinal 

examination of the proposed model in which 158 police officers from the cross-sectional 

study participated. The final chapter reviews key findings from these studies, evaluates the 



28 Job Change and Job Insecurity 

contribution of this research and offers suggestions for future theory development, 

empirical research and organisational practices.  
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Figure 1.1  The conceptual model proposed for this thesis concerning adaptation to 

organisational change and job insecurity.  
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CHAPTER 2   - 

LITERATURE REVIEW  

2.1 Preliminary Remarks 

Initially, this section discusses the manner in which job insecurity has been 

conceptualised, defined and assessed in the literature. There is an emphasis on the 

assessment of job insecurity, and the research that has (a) developed measures of job 

insecurity; (b) evaluated the reliability and validity of measures that already exist; and (c) 

developed or examined models of job insecurity. The first aim of reviewing this research is 

to develop a rationale for the development of a measure based on Warr’s (1987, 1999) 

vitamin model that assesses valued characteristics in the work environment that may be 

appraised as threatened during times of organisational change. A second aim is to 

demonstrate the theoretical frameworks that have been applied and examined when viewing 

job insecurity as a “job stressor” involving cognitive appraisal by employees. A review of 

the organisational change literature will then be presented. 

Organisational change has been identified as a formidable stressor, associated with 

negative outcomes similar to those associated with job insecurity, such as job loss, reduced 

status, conflict at work and home, and threats to the psychological well-being of the 

employee (Ashford, 1988; Judge, Thoresen, Pucik, & Welbourne, 1999; Schwiger & 

DeNisi, 1991; Terry & Jimmieson, 2003). Organisational change “is typically activated by 

a relevant environmental shift that once recognised by the organisation leads to an 

intentionally generated response intended to alter key variables that impact on the members 

of the organisation and their work-related behaviours” (Terry & Jimmieson, p. 92). 

Organisational change and/or crisis has recently been viewed as an antecedent to the 

perception of job insecurity (see Probst, 2002). This section primarily reviews empirical 

research centred on the model of employee adjustment to organisational change presented 

by Terry and Callan (2000). Their model was founded on Lazarus and Folkman’s (1984; 

Lazarus, 1990) cognitive-phenomenological theory of stress and coping. Notably, these 

researchers did not examine job insecurity. The findings from Terry and Callan’s research 

are pertinent to this thesis, as this thesis examines an organisation undergoing restructuring 

and the adaptation of employees to these changes in the short- and long-term. The 

conceptualisation of organisational change (and job insecurity) as a job stressor is 

compatible with the application of a stress, coping and adaptation framework, thereby, 



30 Job Change and Job Insecurity 

supporting the application of the model proposed in this thesis that is based on Lazarus’ 

(1991a, 1999) more recent cognitive-motivational-relational theory of emotion.  

Very little research has examined Lazarus’ (1991a, 1999) cognitive-motivational 

relational theory of emotion within an organisational setting, especially concerning 

organisational change and job insecurity. Research is presented that has examined aspects 

of this model within an occupational setting or in reference to job insecurity. This research 

provides insight into how this model has been applied and demonstrated support for the 

relations among the variables postulated by Lazarus. This chapter progresses by briefly 

reviewing pertinent coping research, research examining gender differences related to the 

key variables examined in the proposed model, a discussion of variables that need to be 

controlled and finally issues relating to previous research within the job insecurity domain. 

2.2 Job Insecurity Literature 

Early in the examination of job insecurity, researchers (e.g., Greenhalgh & 

Rosenblatt, 1984) stated that lack of a theoretically based and psychometrically sound 

measure of job insecurity deterred research in this area. Researchers (e.g., Ashford et al., 

1989; Jacobson, 1987) argued for the development of a valid and reliable measure of job 

insecurity. The lack of consensus concerning the conceptualisation and definition of job 

insecurity has resulted in a variety of ways in which this construct has been operationalised. 

In their review, Klandermans and van Vuuren (1999) stated that “obviously, the study of 

job insecurity would benefit from standardisation of the measurement of job insecurity. If 

we could agree upon the use of standardised measures of the key dimensions of job 

insecurity such as concern over job loss, concern over losing important characteristics of 

the job and the probability and severity of such losses, we could actually begin to compare 

results of studies of job insecurity in different settings and circumstances” (p. 149). Thus, 

twenty years after the pioneering work of Greenhalgh and Rosenblatt, researchers are still 

working toward attaining consensus for the conceptualisation, definition and 

operationalisation of the key aspects of job insecurity, as well as the development of a 

standardised measure of this construct. Notably, the empirical research during this time has 

resulted in several conceptual advances concerning job insecurity. Yet, as aptly summarised 

by Mauno and Kinnunen (2002), “on the basis of the current literature [and their results] we 

might conclude that no general agreement on how to conceptualise and measure job 

insecurity has been reached” (p. 309).  
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2.2.1 Uni-dimensional Assessment 

Job insecurity has been conceptualised, defined and operationalised as uni-

dimensional and multidimensional. An overarching theme among these perspectives is that 

job insecurity is a “job stressor” (see Figure 2.1).  
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Job Insecurity = Job Stressor 
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UNI-DIMENSIONAL MULTIDIMENSIONAL 
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Subjective: 
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Presence of an 

external threat to the 
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Figure 2.1  Common theme, conceptualisations, definitions and operationalisation of job 

insecurity within the literature 

 

From a uni-dimensional perspective job insecurity has been operationalised 

objectively and subjectively. Pearce (1998) defined job insecurity as a psychological state 

in which employees’ perceptions vary in terms of how secure the job is. Self-report 

measures have been used when operationalising job insecurity from a subjective uni-

dimensional perspective, as global job insecurity focusing on the perception of job loss. 

These measures are seldom theoretically derived, but rather have been developed for a 
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specific research study (e.g., Büssing, 1999; De Witte, 1996; Mohr, 2000; van Vuuren & 

Klandermans, 1991). There has been disparity within this perspective as to how job 

insecurity was defined and operationalised, with some researchers examining the likelihood 

of becoming unemployed rather than the fear or worry of job loss (e.g., Garst, Frese, & 

Molenaar, 2000, see Hellgren & Sverke, 2003). From a uni-dimensional perspective, single 

item measures were frequently used to assess job insecurity (see Sverke et al., 2002, for a 

review of studies using single items versus composite scales). Often, when multiple item 

measures were employed they were obtained from subscales of questionnaires such as work 

opinions (Johnson et al., 1984) or work strains (Caplan, Cobb, French, Van Harrison, & 

Pinneau, 1975) or within a general index of stress (e.g., Frese, 1985), with some measures 

focusing entirely on job insecurity (Hartley et al., 1991; Jacobson, 1991; Klandermans et 

al., 1991). Table 2.1 presents a summary of some of the major limitations of the measures 

used to assess job insecurity from a uni-dimensional perspective.  

Another source of disparity in the operationalisation and assessment of uni-

dimensional job insecurity is the demarcation by some researchers of job insecurity into 

objective and perceived job insecurity components. For example, objective job insecurity is 

sometimes determined by the investigators, classifying or rating the organisation as high or 

low risk of job insecurity (e.g., Roskies, Louis-Guerin, & Fournier, 1993). As mentioned in 

Chapter 1, objective job insecurity is often assessed during times of organisational change 

or crisis, relating to threats external to the individual, while perceived or subjective job 

insecurity signifies the individual’s appraisal of the threat. Research demonstrates that 

subjective and objective job insecurity is significantly related in the expected direction 

(Catalano, Rook, & Dooley, 1987; Dooley, Rook, & Catalano, 1988). Nonetheless, the 

stress literature suggests that it is not the objective event, circumstances or situation but the 

appraisal by individuals that determines whether the event, circumstances or situation will 

have an impact (Lazarus & Folkman, 1984). Therefore, perceived job insecurity is more 

likely to have a more potent effect on the adaptation of the individuals than objective job 

insecurity. Furthermore, the assessment of the appraisal of job insecurity is important when 

wanting to understand individual differences. Notably, perceived job insecurity is unlikely 

to be widespread in the absence of objective job insecurity (Hartley et al., 1991; see Ferrie 

et al., 2001).  
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Table 2.1  

Summary of Measurement Issues Concerning Job Insecurity 

Conceptual Perspective Specific Examples 

Uni-dimensional 
Assessment 
 (Global job insecurity) 

 developed for specific research study 
 use of single item measures 
 multiple item measures are subscales of questionnaires 

measuring work opinions, strains or stress 
 demarcation of perceived versus objective job insecurity 
 objective job insecurity often determined by investigators 
 lack of reliability of single item and two-item scales 

Multidimensional 
Assessment 

 some of the dimensions of the scales are correlates or 
moderators of job insecurity  

 lack of parsimony 
 items too general 
 lack of a theoretically based measure of important job 

threatened characteristics that may be 
Subjective Appraisal 
Assessment 
 

  restricted response format 
 focus on future of the job  
 no measure of employees’ perceptions of the security of 

salient job features 
General issues  lack of theoretical basis 

 lack of consensus concerning conceptualisation and definition 
of job insecurity 

 lack of consensus of key dimensions of job insecurity 
 

2.2.2 Multidimensional Assessment 

Several measures have been developed to assess job insecurity from a 

multidimensional perspective. These measures have been criticised on several grounds. For 

example, Lahey (1984) constructed a 44-item measure of job insecurity comprising the 

dimensions: company concern for the individual, job performance, company growth, and 

individual commitment. This measure was criticised as offering “relatively little 

phenomenological contribution to the concept of job insecurity since some dimensions 

could pass for correlates of job insecurity (e.g., work performance)” (Rosenblatt & Ruvio, 

1996, p. 588) and for its lack of parsimony (Hartley et al., 1991; Jacobson, 1991). Borg and 

Elizur (1992) developed a bidimensional job insecurity scale, containing cognitive 

(“worry”) and affective (“fear”) facets. The items in this measure (e.g., “in my opinion I 

will keep my job in the near future” and “I would feel stressed if I had to fight for my job”) 

were critiqued as being too general (Rosenblatt & Ruvio). However, a strength of this 

measure was the delineation between two important aspects (e.g., cognitive and emotive) of 
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the job insecurity experience, yet, it does not “tap into the differential effect that job 

insecurity may have on specific areas of a person’s work” (Rosenblatt & Ruvio, p. 588). 

Neither of these scales were clearly developed from a conceptual or theoretical basis. 

One of the few measures with a conceptual basis that assesses threat to important 

job characteristics is the multidimensional scale developed by Ashford et al. (1989). This 

measure was based on the Greenhalgh and Rosenblatt’s (1984) conceptual model, and 

recommendations concerning the operationalisation of, job insecurity. These authors 

suggested that the assessment of threat would ideally include: 

(1) the range of work situation features that could be in jeopardy; (2) the valence of 

each such feature; (3) the subjective probability of losing each feature; and (4) the number 

of sources of threat. Assessment of Powerlessness would encompass the number of areas in 

which the respondent experienced a power deficit (p. 443).   

Recently, Ashford et al.’s scale has undergone close scrutiny to substantiate its 

reliability and validity as an instrument to assess job insecurity (see Kinnunen et al., 1999; 

Mauno, Leskinen, & Kinnunen, 2001; McCarthy, 1993). For example, Kinnunen et al. 

(2000) tested the usefulness of including the importance of job changes and powerlessness 

dimensions in the assessment of job insecurity using a shortened version of the Ashford et 

al. measure. Previously, the importance of the job changes component had been used as a 

multiplicative weighting of the probability of job changes and the severity of the changes 

(Ashford et al.; Rosenblatt & Ruvio, 1996). Kinnunen et al. demonstrated that the 

evaluations of the importance of the job changes were predicted solely by background 

factors and were not a necessary component to include in a multidimensional examination. 

As to powerlessness, this was not associated with any of the predictor or outcome 

measures, and as such, the authors also concluded that the addition of powerlessness in a 

measure of job insecurity is not justified.  

In support of omitting the three components of probability, importance and 

powerlessness, Mauno et al. (2001) conducted a study to investigate the relative stability of 

job insecurity as a job stressor over a period of nearly three years. A secondary aim of this 

study was to examine the structure of two job insecurity scales (a global scale, and a 

multidimensional scale assessing loss of total job via the importance, probability and 

powerlessness scales). Mauno et al. highlighted that job insecurity has rarely been 

measured via the Ashford et al. (1989) original multidimensional scale. Mauno et al. found 

that the “importance scale and the powerlessness scale, showed a relatively high degree of 
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stability and psychometric reliability across the different time points” (p. 931), whereas the 

probability scale did not measure the same construct across time. The authors concluded 

that the probability scale needs to be further developed if it is to be usefully applied in 

longitudinal studies. Furthermore, when examining the circumstances of three organisations 

(a paper mill, a bank, and a social and health department), the authors declared that “it is 

questionable if powerlessness at work is job insecurity at all” (p. 931). As noted previously, 

Kinnunen et al. (2000) and Kinnunen et al. (1999), suggested that powerlessness at work 

may operate as a predictor for job insecurity or as a moderating factor between job 

insecurity and well-being outcomes (see Barling & Kelloway, 1996; Mauno et al.). Thus, it 

could be concluded on the basis of these studies that job insecurity could suitably be 

operationalised as concern about threats to the overall job and changes to valued aspects of 

the job.  

Notably, Ashford et al.’s (1989) multidimensional measure is one of the few 

measures developed that assesses threat to important aspects of the work environment. The 

items were derived from the general job characteristics literature (e.g., Hackman & 

Oldham, 1975; Stone & Gueutal, 1985), and research on factors underlying job satisfaction 

(Smith, Kendall, & Hulin, 1969), not from a specific theory.  These authors attempted to 

include a “broad range of job features to capture as extensively as possible the job features 

important to the employees studied” (Ashford et al., p. 810). This included promotion 

opportunities, freedom to schedule work, quality of supervision, access to organisational 

resources, and task variety. At the time that this scale was developed, empirically-based 

theories of valued job characteristics such as Warr’s (1987, 1999) vitamin model, had not 

been formulated. Warr’s vitamin model provides a theoretical framework encompassing 

those features identified by Ashford et al. (1989), plus additional features that have been 

identified as salient to employees and their psychological well-being. There exists at this 

time no theoretically-derived measure to assess the perception of threat to these aspects of 

the work environment. This thesis aims to address this limitation in the literature by 

developing a scale that assesses the appraisal of the potential loss of valued job features 

based on Warr’s vitamin model. 

Research suggests that a parsimonious approach to the conceptualisation and 

measurement of job insecurity is the most fruitful approach. Global measures of job 

insecurity, focusing on potential loss of the job, have been demonstrated as clear and simple 

assessments of the construct, although, this assessment may be oversimplified. 
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Consequently, the incorporation of the loss of job features has been deemed necessary and 

“more appropriate in studies which focus solely on job insecurity” (Mauno et al., 2001, p. 

932). Evidence does not support the inclusion of powerlessness as a dimension of job 

insecurity. The dominant view is that powerlessness (inability to exert control) would more 

aptly be conceived as a predictor of job insecurity or a moderator between job insecurity 

and well being. Further, the addition of the components of importance and probability to 

the measurement of job insecurity has been questioned, primarily in relation to their 

usefulness and construct validity. These preliminary findings thus suggest that the 

multidimensional conceptualisation of job insecurity should be restricted to include only 

the dimensions of concern about overall job loss and changes to aspects of the job. 

Researchers are requesting the development of a reliable and valid scale that is 

consistent with the empirical findings concerning job insecurity. “There is an urgent need to 

develop a good assessment scale which contains both multidimensional and emotional 

viewpoints on job insecurity - not forgetting the core element of job insecurity: job 

uncertainty” (Mauno & Kinnunen, 2002, p. 311). The incorporation of a subscale assessing 

potential loss of job features has also been deemed necessary. This is supported by Ferrie, 

Shipley, Stansfeld, and Marmot (2002) in their statement that “it is now widely recognised 

that the definition of job insecurity as the threat of imminent job loss is too narrow in that it 

fails to include threat from deteriorating employment conditions and career opportunities” 

(p. 453). The development of a standardised measure that takes into account the limitations 

of previous scales would substantially advance the job insecurity literature, providing 

consistency concerning the operationalisation and measurement of this construct.  

The assessment of the potential loss of job features is crucial as research has 

demonstrated that the perceived threat of the loss of the job and loss of job features impacts 

differently on the outcomes examined. For example, Hellgren et al. (1999) developed a bi-

dimensional measure of job insecurity that assessed qualitative and quantitative insecurity. 

In this measure, quantitative job insecurity was operationalised as perceived threats to the 

continuity of the job itself, while qualitative job insecurity was defined as threats to the 

continuity of important job features. These two aspects reflect the multidimensional 

definition presented by Greenhalgh and Rosenblatt (1984), minus the components of 

importance of job changes, probability of job changes and powerlessness. The authors did 

not justify their reason for omitting the components of importance, probability and 

powerlessness. Using this scale, Hellgren et al. demonstrated that the qualitative and 
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quantitative dimensions of job insecurity, when examined separately, do predict physical 

and mental health. In their study, quantitative insecurity was closely related to stress 

symptoms, such as sleeplessness and distress, while qualitative insecurity was associated 

with attitudinal outcomes, such as job dissatisfaction and intention to leave. This research 

provides support for the use of measures of job insecurity that include the assessment of an 

individual’s perceived threat of both job loss and loss of job features.  

A longitudinal study by Kinnenun et al. (1999) investigated both global and 

multidimensional definitions of job insecurity to determine whether these views present 

divergent outcomes. In this study the researchers operationalised the global definition as 

threat of job loss and the multidimensional definition as the importance and probability of 

change in job dimensions and the powerlessness to resist the changes. These authors found 

the global scale and probability of change scale to be highly correlated, and both to be 

largely predicted by the employee’s personality. Only the evaluations of negative job 

changes led to reduced occupational well-being, thus confirming that the multidimensional 

assessment of job insecurity demonstrated better construct validity than the global 

assessment alone.  

2.2.3 Subjective Appraisal Assessment 

One of the few measures developed to assess employees’ subjective appraisal of job 

insecurity was recently developed by Probst (2003). Concurring with the literature 

(Kinnunen et al., 2000, Kinnunen et al., 1999, Mauno et al., 2001) that has demonstrated 

that importance and powerlessness are more aptly conceptualised as predictors and/or 

moderators of job insecurity, Probst omitted these aspects from the construction of her two 

scales, the Job Security Index (JSI) and the Job Security Satisfaction (JSS) scale. The JSI 

assesses “an individual’s cognitive appraisal of the future of his or her job with respect to 

the perceived level of stability and continuance of that job” (Probst, p. 452), whilst the JSS 

scale assesses satisfaction with job security. Probst argued that two distinct measures were 

required to clearly differentiate one’s perceptions of job (in)security and one’s affective 

reaction to that job (in)security. The scales were theoretically based on Probst’s (2002) 

understanding of job (in)security, defined as the “perceived stability and continuance of 

one’s job as one knows it” (p. 146). This definition essentially views job (in)security as a 

global construct concerning one’s job. 
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Both the JSI and JSS consist of a series of adjectives or short phrases, for example, 

“unpredictable”, “up in the air”, “never been more secure”, “discouraging” and “secure”.  

Respondents answer on a three-point scale indicating the extent to which the adjective or 

phrases describe the future of their job and describes their job security. Probst’s 

development of these scales is commendable, as she has developed two distinct measures 

that assess subjective appraisal of global insecurity as well as the affective reactions of 

employees, clearly distinguishing between the cognitive and affective evaluation of job 

insecurity.  However, there are several concerns related to these measures. First, the use of 

a three point scale limits the response options of the participants, reducing the variability 

across the items of the scale. Second, the measures focus on the future of the employee’s 

job rather than on the appraisal of, and affective response to, the employee’s job security at 

the current point in time. Finally, there is no assessment of the employee’s perceptions of 

the security of salient job features.  

Several authors concur with Probst opposing the incorporation of the future loss of 

job features into the conceptualisation of job insecurity. Hesselink and Van Vuuren (1999), 

for example, present three criteria on which they base their view of job insecurity: (a) as 

being a subjective phenomenon whereby workers can feel insecure when no objective 

reason exists for it, (b) as having a future focus regarding job progress and its possible 

discontinuity, and (c) as concerning the individual’s personal retention of the job and not 

the continuation of the job itself. It is at this third criterion that Hesselink and Van Vuuren 

argue against the inclusion of concerns about future aspects of the job, maintaining that 

only concerns about the retention of the job should be considered. It has been suggested 

that “future job ambiguity” (French, Caplan, & Van Harisson, 1982) may be a more 

appropriate term to cover how a job may alter over time.  

Probst (2003) justified the lack of inclusion of job characteristics by stating that it is 

unclear how conceptually distinct perceptions of “loss of job features” is from “loss of 

employment”. Nevertheless, the literature (e.g., Hellgren et al., 1999; Klandermans & van 

Vuuren, 1999; Mauno et al., 2001) has demonstrated that the incorporation of the threat to 

job features is necessary and appropriate when measuring job insecurity. Researchers have 

argued that defining job insecurity as threat to the job solely is too narrow as it “fails to 

encompass concerns about deteriorated employment conditions and career opportunities 

(Hellgren et al., p. 181). Greenhalgh and Rosenblatt (1984) contended that “loss of valued 

job features is an important but often overlooked aspect of job insecurity” (p. 441). More 
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recently, Klandermans and van Vuuren stated that “the distinction between job loss and loss 

of important job characteristics deserves theoretical attention. Obviously fearing to lose 

one’s job is different from fearing to lose important aspects of one’s job” (p. 149).  In 

support of this statement, empirical research (see Hellgren et al.; Kinnenun et al., 1999; 

Kinnenun et al., 2000; Mauno et al.) has demonstrated that threat of job loss and loss of job 

features have different effects for employees. Klandermans and van Vuuren argue that, 

“there is no reason why any of the two interpretations of job insecurity should monopolise 

the field. Evidence thus far suggests that fear for one’s job is psychologically more 

damaging than fear for characteristics of one’s job, although the circumstances of the 

people affected may moderate this general picture” ( p. 147). The assessment of whether 

individuals perceive certain aspects of their job to be threatened within their immediate 

work environment may be of great value. Perceptions of threat to aspects of the job could 

contribute to the appraisal of threat to the total job. The appraisal of threat is an important 

component of Lazarus and Folkman’s (1984) transactional theory of stress and coping. 

2.3 Integration of Transactional Theory and Job Insecurity Conceptualisation 

Salter (1998), along with others (e.g., Brockner, Grover, O’Malley, Reed, & Glynn, 

1993; Jacobson, 1991; Roskies & Louis-Guerin, 1990), has argued that the perception of 

job insecurity represents an individual’s subjective appraisal of a threat regarding potential 

job loss or loss of important job features. Lazarus and Folkman (1984) in their transactional 

theory separated the subjective appraisal process into primary and secondary appraisal. 

Primary appraisal entails the individual’s evaluation of whether the event is irrelevant, 

benign-positive or stressful. If the event is considered stressful, the individual determines 

whether it is a threat, loss/harm or challenge (Lazarus & Folkman). According to Salter, it 

is at this stage that an individual would form an appraisal of threat concerning the potential 

job loss or loss of important job features. Secondary appraisal was originally defined as the 

individual’s assessment of his/her ability to cope with the situation (Lazarus & Folkman). 

Salter likened the secondary appraisal process of job insecurity to the individual’s power or 

powerlessness to cope with the threat. The combined effect of these appraisals results in 

feelings of stress, or as Salter argues, job insecurity.  

The transactional model of Lazarus and Folkman (1984) postulates that person 

(values, beliefs and control perceptions) and environmental variables (demands, constraints, 

ambiguity of harm and imminence of harm) lead to a cognitive appraisal process. The 
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central environmental factors that are evaluated in the primary appraisal process concerning 

job insecurity include the nature of the anticipated job loss, the source of the threat, and the 

loss of job (Salter, 1998). Once the event has been appraised as stressful, the environmental 

variables that help determine how stressful it is perceived include the novelty of the event, 

event uncertainty, timing (imminence, duration and temporal uncertainty), and the 

ambiguity of the information (Lazarus & Folkman).  

Salter (1998) has argued that in relation to job insecurity only event uncertainty had 

been considered as a characteristic of the environment that produces the appraisal of threat 

(job insecurity). For example, Bussing (1999) considers uncertainty to be a central aspect of 

job insecurity, and argues that there are four facets that determine the uncertainty associated 

with job insecurity: (a) the general uncertainty as to whether one will become unemployed, 

(b) the uncertainty of the time when the event will occur, (c) the uncertainty of content of 

what the event will be, and (d) the uncertainty of the event outcomes. As demonstrated by 

experimental stress research, the negative effects of uncertainty of events can lead to 

psychosomatic reactions, helplessness and depression (e.g., Folkman, Schaefer, & Lazarus, 

1979; Peterson, Maier, & Seligman, 1993). Although the environmental variables 

postulated by Lazarus and Folkman (1984) were not considered in Greenhalgh and 

Rosenblatt’s (1984) original model of job insecurity, researchers have begun to examine the 

importance of these aspects in determining the degree of job insecurity experienced by the 

individual. For example, some research (e.g., Kinnunen et al., 2000; Kinnunen et al., 1999) 

has focused on the communication within the organisation (ambiguity of information). 

During the secondary appraisal process, individuals assess their ability to cope with 

the appraised threatening or harmful event (Lazarus & Folkman, 1984). At this stage in the 

process they evaluate their ability to exert control, or the extent of their powerlessness, over 

the experience of job insecurity. Greenhalgh and Rosenblatt (1984) in their original 

conceptualisation of job insecurity presented four factors that might result in 

powerlessness: (a) a lack of protection, such as the absence of a union and/or employment 

contracts, (b) unclear performance expectancies, (c) a lack of norms regarding fair 

treatment, and (d) a lack of clarity in termination procedures. The overall level of job 

insecurity is determined by the individual’s evaluation of powerlessness combined with 

their evaluation of severity. Thus, the appraisal process of insecurity involves the 

perception of the event as a threat or harm, as determined by environmental and person 

factors, and the evaluation of powerlessness and ability to cope with the event. 
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Salter (1998) has argued that there is a high degree of overlap between Lazarus and 

Folkman’s (1984) transactional model of stress and coping and Greenhalgh and 

Rosenblatt’s (1984) conceptualisation of job insecurity. One key difference is the focus on 

the situation and available contextual resources in the experience of job insecurity rather 

than on the innate individual factors of the employee and the resources these provide, 

particularly when job insecurity is a result of an organisational change or crisis. Within 

Greenhalgh and Rosenblatt’s original conceptualisation of job insecurity, powerlessness 

referred to “an absence of environmental resources that give an individual control over a 

specific event” (p. 8), whereas in the transactional model, powerlessness or inability to 

exert control depends on the individual’s coping resources that are available to manage a 

specific situation. Greenhalgh and Rosenblatt do refer to these personal orientations or 

beliefs in their conceptualisation of job insecurity, but they are attributed only a minor role. 

Salter argues that the perceptions of situation power have a more important role in the job 

insecurity process than the individual’s perception of personal control. Therefore, the 

identification of aspects within the environment that contribute to the appraisal of job 

insecurity is paramount.  

2.3.1 An Integrated Model of Job Security 

Consistent with the view of job insecurity as a stressor, Probst (2002) recently 

proposed a theoretical framework for studying job (in)security integrating person-

environment fit theories of stress (e.g., Beehr & Newman, 1978; Everly & Sobelman, 1987; 

Lazarus, 1966), Weiss and Cropanzano’s (1996) Affective Events Theory (AET) and 

theories of adaptation, commitment and withdrawal in organisations (Hulin, 1991; Hulin, 

Roznowski, & Hachiya, 1985; Roznowski & Hulin, 1992). Probst proposed that 

antecedents, such as organisational change characteristics (e.g., mergers, acquisitions, 

restructuring and downsizing), affect the employees’ cognitive appraisal of job (in)security, 

which subsequently generates an affective response to the work events as well as influences 

evaluative judgements (i.e., job attitudes) concerning one’s job (see Figure 2.1).  

Based on Affective Events Theory (Weiss & Cropanzano, 1996), Probst (2002) 

argued that if an antecedent event is appraised as obstructing goal attainment (in this case, 

retaining a valued job) the event will produce negative emotions. Thus, affective reactions 

are proposed to mediate cognitive appraisals and consequences. This line of thought is 

congruent with Lazarus and Folkman’s (1984) transactional theory of stress and coping and 
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Lazarus’ (1991a, 1999) cognitive-motivational-relational theory of emotion. Probst utilised 

the JSI to assess employee’s appraisal of job insecurity. Nine affective reactions were 

assessed including anger, alarm, sadness, happiness and contentment. These emotions 

appeared to have been summed to form a single construct of emotion. The affective 

reactions and job attitudes are proposed to consequently impact on the employee’s 

psychological health, physical health, and organisational withdrawal. Several variables are 

proposed by Probst to moderate the effect of perceptions of job security on job attitudes and 

affective reactions including job involvement, cultural values and procedural justice.  
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Figure 2.2  Probst’s integrated model of job security. Adapted from Probst (2002, p.144). 

 

Applying structural equation modelling, Probst (2002) obtained support for the 

majority of the paths depicted in her model. The antecedents of grievance filing, 

absenteeism, organisational change and job technology change were negatively associated 

with job security as expected. The antecedent of proximity to the organisation’s core 

technology did not predict perceptions of job security. Education was negatively related to 

job security perceptions such that the more educated individuals perceived their jobs to be 

less secure.  Job security perceptions were linked to job security satisfaction, work attitudes 

and affect, indicating that the more secure an individual perceived their job, the more 

positive their work attitudes, the greater their job security satisfaction and the less negative 

emotion experienced.  
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Relevant to this thesis is how emotion was related to the outcomes in Probst’s study. 

The findings suggested that the greater the negative affective reaction to the workplace 

reorganisation, the less committed employees were to the organisation, the greater the 

health-related problems, and the greater the psychological distress. The experience of 

intense negative emotion resulted in the engagement of more work withdrawal behaviours. 

Support for the relationships among the variables in the model was also obtained 

longitudinally six months into the reorganisation. Importantly, employees’ initial cognitive 

appraisal of job security predicted affective reactions at follow-up. Thus, Probst identified 

multiple consequences of job security, at an individual and organisational level, that were 

mediated by job attitudes and affective reactions/emotions. The perception of job insecurity 

resulted in increased organisational withdrawal, greater reports of poor health, augmented 

psychological distress and lower organisational commitment. Probst concluded that “job 

security is a rather complex phenomenon. There are many variables influencing perceptions 

of job security however few are typically measured” (p. 164).  

Probst’s (2002) conceptual model of the antecedents and consequences of job 

security advances the job (in)security literature, as previous research within this area, 

although prolific, is fragmented and often lacks a theoretical foundation. The aspects 

identified by Probst are readily conceptualised within the framework of Lazarus’ (1991a, 

1999) cognitive-motivational-relational theory of emotion. Lazarus’ theory encompasses 

the cognitive appraisal process during which an emotional reaction is generated when the 

individual identifies that an event affects the attainment of a goal, something the individual 

values (such as their job) or a personal commitment. This theory contains the central 

aspects of appraisal and emotion that Probst has proposed through the integration of several 

theoretical frameworks. Furthermore, Lazarus’ theory permits the examination of how 

individuals cope or manage the experience of job (in)security, an aspect not delineated 

within Probst’s model, but crucial to the understanding of the job (in)security process. The 

conceptual model advanced and tested in this thesis incorporates the components of 

emotion and coping based on Lazarus and Folkman’s (1984) transactional model and 

Lazarus’ theory of emotion.  

Lazarus’ (1991a, 1999) model is a general theory of stress, emotion and coping. His 

theory does not clearly identify the specific organisational aspects relevant to the 

understanding of job insecurity, such as job characteristics, job attitudes and organisational 

change characteristics, including restructuring, downsizing, mergers and acquisitions. 
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These organisational aspects and organisational change characteristics were identified by 

Probst (2002) as antecedents in her model. Harris (1991) stated that “the adoption of the 

transactional approach in occupational settings may require introducing a new variable in 

the emotion process: the organisation” (p. 23). Harris argues that “the organisation needs to 

be considered throughout the appraisal-emotion-coping process as the organisation may 

influence the ‘stakes’ one has in particular encounters (primary appraisal), the extent and 

degree of potential coping options (secondary appraisal) and may also affect the way 

employees cope as well as the available coping strategies” (p. 25). However, Lazarus 

recommends that the organisation and its influence are best left as exogenous variables 

lying at the commencement of the model. This recommendation has been followed in this 

thesis, where the primary focus is on the individual process.  

Organisational change has frequently been investigated in relation to job insecurity, 

due to the external threat that it poses for the individual of possible job loss or loss of job 

features. Probst (2002) incorporated organisational change as an antecedent to the 

perceptions of job insecurity in her model. Notably, within the organisational change 

literature, there has been a recent movement to apply models derived from Lazarus and 

Folkman’s (1984) cognitive-phenomenological model of stress and coping to the 

understanding of employee adaptation to organisational change without the focus on job 

insecurity (Begley, 1998; Callan, 1993; Callan & Dickson, 1992; Callan, Terry, & 

Schwietzer, 1994; Terry & Callan, 2000; Terry et al., 1996; Terry & Jimmieson, 2003). 

2.4 Organisational Change 

Organisational change, from the employee’s perspective, can be viewed as a critical 

life event that has the potential to evoke stress reactions and other negative consequences 

(Terry & Jimmieson, 2003). The literature has long established that stress at work leads to 

undesirable physiological, psychological and behavioural responses among employees 

(Baker, 1985; Fletcher, 1988; Fletcher & Payne, 1980a, 1980b; French & Caplan, 1973; 

Ganster & Schaubroeck, 1991; Kahn & Byosiere, 1992). Terry and Jimmieson state that 

employees are confronted with a unique set of workplace stressors resulting from a 

changing work environment. The most common psychological state ensuing from 

organisational change is uncertainty. Uncertainty has been considered as a central aspect of 

job insecurity  (see Ashford, 1988; Begley, 1998; Bussing, 1999; Callan, 1993; Carnall, 
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1986; Gemmil & Smith, 1985; Jick, 1985; Nelson, Cooper, & Jackson, 1995; Olsen & 

Tetrick, 1988; Salter, 1998; Sverke, Hellgren, & Öhrming, 1997).  

Employees are likely to experience uncertainty in relation to a range of different 

facets of a changing work environment and among various work characteristics that can act 

as potential sources of work stress (Shaw, Fields, Thacker, & Fisher, 1993). The specific 

facets of the work environment that research has identified as being prevalent during 

organisational change include role conflict as the expectations of the restructured 

organisation may differ markedly from the expectations of the old organisation. Role 

ambiguity may occur when the expectations relevant before the restructuring have not been 

replaced with clear expectations. Additionally, employees may experience role overload 

when too many tasks are assigned in a given time period or when new job duties go beyond 

employees’ current knowledge, skills and abilities (skill underutilisation or over utilisation).  

Changes occurring to these work characteristics have been linked to psychological 

dysfunction (e.g., anxiety; Callan & Dickson, 1992), job and life dissatisfaction, and 

voluntary turnover (Jimmieson, 2000). The work features identified here are congruent with 

the job characteristics identified by Warr (1987, 1999) within his vitamin model.  For 

example, role conflict, ambiguity and role overload are consistent with externally generated 

goals, while current knowledge, skills and abilities - attributes affected by organisational 

change - are captured by opportunity for skill use. These are salient work features that have 

been linked to employees’ psychological well-being (Warr).  

Terry and Jimmieson (2003) highlight that in addition to experiencing uncertainty, 

employees may perceive organisational change as a major threat to their job security, 

personal career path, financial well-being and to many tangible benefits associated with 

their work environment such as power, prestige and a sense of community at work 

(Ashford, 1988; Callan, 1993; Greenhalgh & Rosenblatt, 1984; Kanter, 1983). These 

features are similar to three additional valued job characteristics identified in Warr’s (1987, 

1999) vitamin model of availability of money, valued social position and interpersonal 

contact. Thus, research has established that during times of organisational change valued 

features of the work environment, characteristics identified in Warr’s vitamin model, are 

threatened or surrounded by high levels of uncertainty and ambiguity, potentially resulting 

in detrimental physical and psychological consequences for the individual. To date, the job 

characteristics from Warr’s vitamin model have not been examined in relation to job 

insecurity and employees’ adaptation to organisational change.  
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Until recently, few studies attempted to identify the factors that account for 

variation in employees’ capacity to adjust successfully to organisational change. Several 

authors (Callan, 1993; Callan & Dickson, 1992; Terry & Callan, 2000; Terry et al., 1996; 

Terry &  Jimmieson, 2003) contend that a stress and coping perspective is an appropriate 

theoretical basis for organisational change research as the experience of change is a critical 

feature of potentially stressful events (Holmes & Rahe, 1967). Terry and Callan proposed 

that an understanding of how employees adjust to organisational change “lies within 

knowledge of the characteristics of the situation, their situational appraisals, their coping 

strategies and the extent to which they have access to personal and social resources” (Terry 

& Jimmieson, 2003, pp. 92-93). Their model (see Figure 2.2) was derived from Lazarus 

and Folkman’s (1984; Lazarus, 1990) cognitive-phenomenological theory of stress and 

coping. 
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Figure 2.3  Terry and Callan (2000) stress and coping model of employee adjustment to 

organisational change. Adapted from Terry and Jimmieson (2003, p. 95). 
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Within this model situational appraisals are accorded a central role, reflecting the 

“person’s subjective judgement of the relevance of the situation to his or her level of well-

being” (Terry et al., 1996, p. 106). Primary appraisal was defined in this model as the 

degree to which the organisational changes were viewed as stressful (Terry et al., 1996). 

Terry and Jimmieson (2003) argue that there is some support for the notion that secondary 

appraisal comprises two separate judgements: the perceived controllability of the situation 

and the person’s efficacy expectations (Terry, 1991; Terry, Tonge, & Callan, 1995). The 

first of these components refers to an individual’s belief that they have control over the 

stressor (see Lazarus & Folkman, 1984). The impact of a stressor has reliably been found to 

have less of an effect on both physiological and psychological measures of well-being 

when an individual believes they have control over the situation or event. This belief 

promotes the development of effective coping strategies (Terry, 1991, 1994). The 

proposition that secondary appraisal comprises perceived controllability of the situation is 

supported by Salter’s (1998) view of the job insecurity process based on Lazarus and 

Folkman’s model. Salter states that within the secondary appraisal process individuals 

evaluate their ability to exert control (or the extent of their powerlessness) over the 

experience of job insecurity.  

Terry and Callan’s (2003) second appraisal dimension concerns the employee’s 

self-efficacy expectations. In the context of organisational change, Wanberg and Banas 

(2000) defined change-related self-efficacy as an employee’s perceived ability to function 

well on the job, despite the demands of a changing work environment (see also Ashford, 

1988). Employees who appraise the impending organisational change as being amenable to 

personal control and believe that they have the ability to cope with the demands of the 

situation are more likely than those individuals who perceive the event as uncontrollable 

and believe they are unable to cope, to adapt to the changes through the application of 

suitable problem or emotion focused coping strategies. Generally, personal control and 

coping self-efficacy have been examined within the transactional theory (Lazarus & 

Folkman, 1984) as personal coping resources rather than specific appraisal components 

(e.g., see Scheck & Kinicki, 2000). Terry and Callan (2000; Terry et al., 1996) have 

adapted these constructs so that they are specifically relevant to the circumstances of 

organisational change.  

The final appraisal dimension within Terry and Callan’s (2000) model is readiness 

for change. This is defined as the “extent to which employees hold positive views about the 
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need for organisational change (i.e., change acceptance), as well as the extent to which 

employees believe that such changes are likely to have positive implications for themselves 

and the organisation” (Terry & Jimmieson, 2003, p. 94). The model proposes that coping 

strategies mediate the effects of the event characteristics, situational appraisals and coping 

resources on employee adjustment, with coping viewed as the crucial mediating variable in 

the stress-adjustment relationship (Lazarus, 1990; Terry & Jimmieson, 2003). Consistent 

with Lazarus and Folkman’s (1984) model, coping resources and event characteristics are 

believed to have an indirect effect, via situational appraisal, as well as a direct effect on 

employee’s coping responses. 

The empirical studies related to this model will be reviewed. Initially, this model 

was tested by Terry et al. (1996; Terry & Callan, 2000) with airline staff involved in an 

airline merger and with a public sector organisation experiencing a merger. The researchers 

found support for the model of organisational change with employees’ perceptions of the 

event characteristics strongly linked to their levels of adjustment (psychological distress 

and job satisfaction). The effects were indirect rather than direct. Participants who 

perceived that the organisational change had been implemented in a positive manner (i.e., 

they judged that they had been consulted and kept informed during the period of change, 

and perceived that the leadership had been effective during this period) appraised the event 

as being less threatening than those participants who perceived that the merger had been 

implemented poorly. The perception that the merger had been implemented in a positive 

manner was also linked significantly to the use of problem-focused coping strategies to 

manage the situation. 

In addition to the effects of the perceived event characteristics, the situational 

appraisals predicted adjustment to organisational change. In line with Lazarus and 

Folkman’s model (1984; Lazarus, 1990), and with current models of the determinants of 

coping (see Terry, 1991, 1994), these effects were mostly mediated through coping 

responses. Terry et al. (1996; Terry & Callan, 2000) found that the perception that 

something could be done to manage the event (reflected in perceptions of situation control 

and self-efficacy) predicted the use of problem-focused coping, with the use of escapist 

strategies associated with high levels of stress. These findings suggest that employees’ 

subjective appraisals of stress predict levels of adjustment to organisational change. 

However, the researchers acknowledged that the direct relationships between stress 

appraisals and adjustment may have been inflated as a result of common method variance.  
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Additionally, this study demonstrated support for the association between the 

employment of problem-focused coping and high levels of employee adjustment. The 

authors concluded from this finding that a failure to deal actively with the stressor is 

associated with poor employee adjustment. There was also evidence for the importance of 

taking into account employees’ coping resources when explaining adjustment to 

organisational change. Thus, Terry et al.’s (1996; Terry & Callan, 2000) stress and coping 

model of adjustment to organisational change received some support with evidence linking 

event characteristics, situational appraisals, coping resources, and coping strategies to 

levels of adjustment in a sample of fleet staff employed in a newly merged airline company. 

The finding that coping strategies mediate the effects of event characteristics, 

situational appraisals and personal resources on adjustment was not replicated with the 

sample of employees who experienced the merger within the public sector organisation. 

Terry and Callan (2000) stated that this finding was inconsistent with Lazarus and 

Folkman’s (1984; Lazarus, 1990) cognitive-phenomenological model of stress. They 

acknowledged that this finding may have arisen due to the particular antecedents examined 

in their study. Based on the findings from the public sector merger, the researchers 

suggested that, in general coping, should not be regarded as a mediating variable in stress-

adjustment models.  The research with the airline and public sector organisations was cross-

sectional, the use of a longitudinal design may provide a more powerful test of Lazarus and 

Folkman’s proposition that coping is a mediator in stress, emotion, and coping models.  

A longitudinal study was conducted by Jimmieson, Terry, and Callan (2001). This 

study focused on the main and mediating effects of change-related information, change-

related self-efficacy, and three change-related stressors in predicting levels of employee 

adjustment before and after the implementation of a large-scale organisational change 

process. The predictor variables and criterion were measure at Time 1 (T1) before the 

implementation of the organisational changes, with the outcome measures assessed 

subsequently at Time 2 (T2) approximately two years after the collection of the T1 data. 

The findings at T1 demonstrated that employees who had received change-related 

information before the organisational changes reported higher levels of psychological well-

being, client engagement and job satisfaction at T1. Furthermore, T1 change-related self-

efficacy was positively related to T1 psychological well-being.  

The analyses examining the direct and indirect effects of T1 variables were repeated 

for the measures of employee adjustment obtained at T2. The researchers found that, upon 
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controlling for employee’s adjustment at T1, there was no evidence of main effects of T1 

change related information and T1 change related self-efficacy on T2 employee adjustment. 

Role ambiguity measured at T1 exerted a weak negative main effect on T2 client 

engagement. The results indicated that employees who reported that they were experiencing 

difficulties associated with the planned structural changes at T1 were more likely to report 

decreased client engagement at T2. Overall, stronger effects and support for the model were 

obtained at T1 than at T2. The researchers acknowledged that this is not surprising given 

the two-year time period between the two waves of data collection. In addition, the 

variables assessed at T1 were very change-specific and were likely to be more immediate 

predictors of employee adjustment during the earlier stages of the change implementation 

process in comparison to once the changes had been implemented (Jimmieson et al., 2001). 

Jimmieson et al. concluded that the findings suggest a complex pattern in which change-

related self-efficacy, measured as an appraisal variable, appears to play a short-term 

mediating role during times of organisational change.  

The final study reviewed here is that conducted by Jimmieson and Griffiths (2001). 

This study examined the relationships among event characteristics, situational appraisals, 

and levels of employee adjustment in a group of senior managers undergoing changes in 

relation to a new pay scheme. The model was tested using structural equation modelling. 

Perceptions of readiness of change were found to play an important role in the final model. 

Senior managers who perceived high levels of information provision and participation 

opportunities reported high levels of readiness for change which, in turn, was related to 

high levels of psychological well-being and job satisfaction. It was also found that change 

related self-efficacy mediated the relationship between change-related information and job 

satisfaction. This finding was not replicated when examining employees’ psychological 

well-being. Inconsistent with the researchers’ expectations, change-related participation 

was not a predictor of change-related efficacy. The researchers concluded that the provision 

of information during times of organisational change had a stronger impact on employees’ 

self-efficacy beliefs than change-related participation. The practical implications from this 

study were that “strategies for providing accurate and timely information during times of 

organisational change are potentially more easily implemented than interventions designed 

to afford employees greater participation in what may actually be an uncontrollable 

situation” (Jimmieson & Griffiths, p. 98).  
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In 2003, Terry and Jimmieson reviewed the research presented here that examined 

employee adaptation to organisational change using the model derived from Lazarus and 

Folkman’s (1984) cognitive-phenomenological theory of stress and coping. Their review 

concluded that the findings support the value of a theoretical framework that 

simultaneously considers the effects of event characteristics, situational appraisals, coping 

strategies, and coping resources on employee adjustment to organisational change. They 

argued that the results of the research are important given that little research has tested the 

utility of theory-based models of adjustment to organisational change. Furthermore, the 

findings have implications for the wider stress literature in that they provide additional 

support for models of stress that incorporate both situational appraisals and coping 

responses as mediating processes (see Lazarus & Folkman, 1984; Lazarus, 1990; Terry et 

al., 1995), and which take into account the role that situational variables perform in the 

stress process. Specifically, concerning organisational change, the authors state that “given 

the consistent evidence linking situational appraisals and coping strategies to employee 

adjustment to organisational change, efforts that counter both the belief that the situation is 

threatening and the use of emotion-focused coping should serve to maintain employee well-

being during the increasingly common experience of organisational change” (Terry & 

Jimmieson, p. 99). 

The model presented by Terry et al. (1996; Terry & Callan, 2000) concerning 

employees’ adjustment to organisational change has some notable limitations. For example, 

their model is based on the original cognitive-phenomenological theory of stress and coping 

proposed by Lazarus and Folkman (1984) and has not taken into account Lazarus’ (1991a, 

1999) recent theory of emotion. Hence, this model does not address the emotional response 

of the employees to the appraisals, nor the important role of emotions as mediating the 

relationships between situational appraisals and coping responses. These researchers have 

addressed the fundamental aspects of secondary appraisal identified in Lazarus and 

Folkman’s (1984) original transactional theory by evaluating the individual’s perceived 

ability to manage the organisational changes. When examining primary appraisal there was 

a single focus on the appraised stressfulness of the event, as generally occurs when this 

model is utilised in the literature. Yet the relevance and the congruence of the changes to 

the employees’ goals, values and/or personal commitments were not assessed, thereby 

omitting to thoroughly assess the “stakes” that may have been threatened or lost during 

these mergers or regionalisations.  
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Jimmieson et al. (2001) examined the model longitudinally which advances the 

cross-sectional findings that have been obtained. Yet the researchers themselves 

acknowledged that a two year gap between waves may have been too long to detect 

whether the initial change-specific variables in their model predicted outcomes at this point 

in time. Additionally, their antecedents were very “change-specific” and hence, may have 

been more relevant to the immediate changes to employee’s adjustment, in comparison to 

the long-term changes.  The design used in Jimmieson et al.’s study did not permit the 

examination of change across time among the variables in the model. Understandably, this 

was not the aim of the study which was to examine whether the antecedent variables had 

any long-term predictive effects on employee adjustment.  

The identification of salient and situationally relevant appraisals specific to 

organisational change is commendable. Several authors (e.g., Bandura, 1999; Lazarus, 

1991a, 1999) have argued that it is essential to assess appraisals, emotions and coping 

strategies relevant to the specific context and stressor in order to ensure the evaluation of 

the “state” experience rather than the “trait” or personal disposition of the individual. Terry, 

Callan and colleagues (Jimmieson et al., 2001; Terry & Callan, 2000; Terry et al., 1996) 

have not comprehensively evaluated the appraisal components proposed by Lazarus 

(1991a, 1999; see also Smith & Lazarus, 1993) in his recent theory of emotions.  These 

omissions suggest that there is a need to build upon the foundation laid by Terry and 

colleagues (Jimmieson et al.; Terry & Callan; Terry et al.) by investigating the relevance of 

the appraisal process proposed in Lazarus’ cognitive-motivational-relational theory of 

emotion, to the experience of job insecurity and employees’ adaptation to organisational 

change.  

Another issue is the lack of focus on the experience of job insecurity in this model, 

yet job insecurity is a prominent experience for a large number of employees during 

organisational change or crisis (Heery & Salmon, 2000; Kelly & Evans, 1995).  Finally, 

there is a focus on event characteristics but not specific environmental features or 

characteristics that may be negatively altered during the organisational changes. The job 

insecurity and organisational change research have demonstrated that there are several 

features of the work environment that are detrimentally affected by these phenomena that 

are best captured by Warr’s (1987, 1999) vitamin model. 
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2.5 The Vitamin Model and its Relationship to Transactional Theory 

The vitamin model falls within the category of a situation-centred and enabling 

theory. “It sets out to define principle aspects of environments and to suggest ways in 

which these may affect people. However, individuals are viewed as having some power 

over their environments and over the ways in which they are influenced by those 

environments” (Warr, 1987, p. 16). In this model, the methods by which an individual can 

exert influence over the environment are cognitive or behavioural, or both. It is at this point 

that the vitamin model merges with the current conceptualisation of job insecurity as a job 

stressor. The individual’s response to the vitamins is dependent upon the way in which 

these job features are construed and evaluated in conjunction with the personal meaning 

attached to them. As suggested by Warr, this process can be likened to Lazarus and 

Folkman’s (1984) definition of cognitive appraisal.  

Lazarus and Folkman (1984) in their transactional theory defined cognitive 

appraisal as an assessment process that ascertains why and to what extent a specific 

transaction or series of transactions between the person and the environment is stressful. 

Linking these two theories is possible as both consider the reciprocal relationship between 

the individual and the environment. The utilisation of the transactional theory within the job 

insecurity area provides several advantages. The theory evaluates individuals’ perceived 

levels of stress based on their cognitive appraisal of their work environment. Thus, this 

takes into account the cognitions and perceptions associated with the environment as well 

as the dynamic interaction occurring between the environment and individual. Further, by 

viewing job insecurity as an appraisal by the individual it accounts for the findings by 

researchers (e.g., Kinnunen et al., 1999) that job insecurity can exist regardless of whether 

an objective threat is apparent. Lastly, it provides a theoretical framework to investigate the 

way employees cope with perceived job insecurity. As Lazarus and Folkman contend, “the 

way a person appraises an encounter strongly influences the coping process and how the 

person reacts emotionally” (p. 34). The transactional theory is a holistic approach to the 

investigation of stress and coping and consequently is currently the dominant framework 

within the coping literature.  

Coping within the job insecurity literature has focused on those individuals 

currently suffering from job insecurity and those who have survived an organisational crisis 

or change. The transactional framework (Lazarus & Folkman, 1984) has advanced the 

understanding of how individuals cope with situations or events such as job insecurity. 



54 Job Change and Job Insecurity 

However, the emotional reaction of the individual and the regulatory processes involved in 

the coping process were not as cogently outlined in Lazarus and Folkman’s original theory 

as they are in Lazarus’ revised model (see Lazarus, 1991a; 1999). Lowe and Bennett (2003) 

note that “despite Lazarus and Folkman’s seminal work of the 1980s into stress, appraisal 

and coping, and Lazarus’ more recent cognitive-motivational-relational theory of emotion 

(Lazarus, 1991a; 1999), the relationship between emotions, cognitive appraisals and the 

nature of coping efforts, to some extent, has seemingly been overlooked” (p. 393), 

especially within the organisational realm.  

2.6 Lazarus’ Cognitive-Motivational-Relational Theory of Emotion 

This section will review research that has examined Lazarus’ (1991a, 1999) theory 

of emotion. The studies included here are pertinent to this thesis as they either (a) evaluated 

appraisal constructs, emotions, and core relational themes similar to those tested in this 

thesis (e.g., Bennett et al., 2003; Lowe & Bennett, 2003), (b) were conducted within an 

organisational setting (e.g., Lowe & Bennett), and/or (c) applied Lazarus’ theory to job 

insecurity (Scheck & Kinicki, 2000). One of the few studies that tested Lazarus’ (1991a; 

1993; also Smith & Lazarus, 1993) theory of emotion was conducted by Bennett et al. 

These authors examined the ability of appraisal components and core relational themes to 

predict emotion in a sample of undergraduate students, founding their work on Smith and 

Lazarus’ study. The findings demonstrated that the core relational themes added predictive 

value beyond that of appraisal components. However, researchers have noted that there is 

the possibility that measures of core relational themes are simply surrogate measures for 

related emotions (Power & Dalgleish, 1997). Bennett et al. did not obtain correlations or 

regression coefficients that demonstrated a 1:1 correspondence between individual 

emotions and their corresponding core relational theme. The correlations between these 

measures ranged from .47 to .65. The authors stated that “on a theoretical note the reason 

why the core relational themes accounted for additional variance may be due to over 

parsimony in the model’s identification of relevant appraisal components” (Bennett et al., 

p. 518). Hence, core relational themes may be redundant, in that they may be another 

means of identifying specific emotions experienced by individuals. 

Lowe and Bennett (2003) also examined the specific appraisal components of 

Lazarus’ (1991a, 1999) theory of emotion within an organisational setting. These 

researchers examined nurses’ coping reactions to work stress, focusing specifically on the 
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relationship among the appraisal-emotion-coping components. The findings among the 

appraisal and coping variables demonstrated that those nurses who experienced a general 

feeling of control and the ability to influence the situation (problem-focused coping 

potential) were more likely to use active coping strategies and less likely to disengage 

behaviourally from the stress. Additionally, those individuals who felt confident about 

emotionally adjusting to the stress utilised positive reframing. The primary appraisal 

components of self-accountability and motivational congruence were also related to the use 

of positive reframing. The authors concluded that appraising a situation as consistent with 

personal goals was central to the positive re-evaluation of distressing events.   

The research by Lowe and Bennett (2003) also found that the appraisal components 

predicted coping independent of emotions. The authors concluded that this finding was 

consistent with Lazarus’ (1991a, 1999) proposition that appraisal information may also 

specifically relate to coping, and therefore highlights the value of examining appraisal as a 

possible antecedent to coping. In contrast, emotions (anger, guilt, anxiety and sadness) were 

found not to predict coping independent of appraisal components. As emotions are 

perceived to guide coping efforts, a greater contribution from emotion was expected. The 

researchers stated that emotions should be examined in their capacity as initiators of coping 

and not just as outcomes. The findings obtained from this study need to be interpreted with 

some caution as the internal consistency coefficients for the measures of the appraisal 

components ranged from .41 to .55, suggesting poor reliability of the measures and thus, 

the findings. An additional methodological limitation included the retrospective nature of 

the study which suggests that the associations among the appraisal, emotion and coping 

components may not reflect processes that actually occurred but re-constructions on the 

part of the individual. The findings may thus reflect the impact of coping on appraisals after 

the event rather than vice versa (Folkman & Lazarus, 1988; Levine, Prohaska, Burgess, 

Rice, & Laulhere, 2001).  

Orbell, Hagger, Brown, and Tidy (2004) applied the appraisal components specified 

by Lazarus (1991a, 1999) and Smith and Lazarus (1993) to the understanding of the 

emotional impact of an abnormal cervical smear test result and its management. Specific 

combinations of appraisal questions were proposed to predict the six different emotions 

examined (anxiety, sadness, guilt, anger, embarrassment and relief). These combinations 

were based on the work of Lazarus, and Smith and Lazarus. Emotion-focused coping 

potential and problem-focused coping potential, aspects of secondary appraisal, were 
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investigated separately in this study. Notably, the internal reliability coefficients for any of 

the appraisal components were not presented by the authors. The research demonstrated 

that cognitive appraisal explained 3% to 15% of the variance in emotion. The authors 

concluded that the findings were consistent with “the theoretical prediction that primary 

appraisals determine the valence of emotion experienced in an encounter” (p. 549). 

Specified appraisal components were able to account for unique variance in anxiety, relief 

and guilt but not in anger, sadness or embarrassment, “suggesting that the current appraisal 

dimensions are insufficient to explain discrete emotions” (p. 550). To account for this, the 

authors suggested that perhaps previous studies over-estimated the relation between 

specific appraisals and specific emotions, or it may be that the currently available 

questionnaire-based measures of appraisals and the modified versions used in their study 

are not ideal measures of appraisals. “At a conceptual level, the six appraisals specified 

may not capture some of the uniquely interpersonal aspects of the situation studied” (Orbell 

et al., p. 550). Ergo, specific appraisal components appear to contribute uniquely to the 

emotional reaction. There is some concern, however, that the appraisal questions may not 

capture the social nature of certain emotions, such as guilt and embarrassment, and the 

currently available measures of appraisal may be inadequate.  

An exemplar study by Scheck and Kinicki (2000) applied Lazarus’ (1991a, 1999) 

contemporary theory of emotions to investigate the coping process in relation to a specific 

stressor, job insecurity, in an organisation undergoing acquisition. This was investigated via 

a model that assessed the personal coping resources (perceived control and coping efficacy) 

of the individual simultaneously with situational coping resources (social support and 

supportive work environment). The model also assessed the individual’s primary appraisal 

of the situation, the resultant negative emotion of anger or sadness, and finally the 

particular coping strategy used (confrontive coping, planful problem-solving, wishful 

thinking, or distancing).  

A major finding from this study was that the “heightened emotions elicited due to 

the appraisal of an organisational acquisition were inversely related to problem-focused 

coping strategies” (Scheck & Kinicki, 2000, p. 643). The researchers concluded that 

organisational change “often causes people to focus on negative factors thus impeding their 

ability to focus on positive problem solving alternatives” (p. 643). Partial support was 

provided for the proposition that emotion mediates the relationship between appraisal and 

choice of coping strategy. Negative emotion (anger and sadness combined) was found to 
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influence the use of two of the four emotion-focused coping strategies. Scheck and Kinicki 

recommended that management take a more positive problem-oriented approach towards 

organisational acquisition by taking steps to reduce the negative emotions associated with 

such change. For example, the authors recommended that “one step may be a 

communication program which continuously updates employees as to the status of the 

change and provides timely, credible information” (p. 643).  

These authors advanced the theoretical understanding of the coping and job 

insecurity processes by applying Lazarus’ (1991a, 1999) cognitive-motivational-relational 

theory of emotion to investigate the role of emotions in coping and their relationship to 

particular coping strategies. Despite this, the cross-sectional approach used did not allow 

the investigation of the coping process over time. A longitudinal study would allow an 

evaluation of the temporal or causal relations among the variables in the model (e.g., 

emotion-focused coping and psychological well-being) and a more comprehensive 

evaluation of the changes that occur in aspects of the model as the employees adjust to the 

organisational changes. Whilst the study investigated whether the organisational acquisition 

was viewed as harmful, threatening or challenging (primary appraisal), the role of 

secondary appraisal was not assessed in this model. The specific appraisal components 

identified by Lazarus within the primary and secondary appraisal process therefore, were 

not examined. Only two emotions (sadness and anger) were evaluated. The authors did not 

examine positive emotions, arguing that organisational acquisitions tend to create stress and 

uncertainty for employees (Davy, Kinicki, Kilroy, & Scheck, 1988) and these result in 

negative emotions only. This thesis aims to address these limitations by (a) examining the 

primary and secondary appraisal components specified by Lazarus, (b) testing the proposed 

model both cross-sectionally and longitudinally to identify possible temporal or causal 

relationships among the variables and to identify the changes that occur in the model 

variables as employees adjust to organisational changes (in this case the restructuring of the 

police service), and (c) assessing the role that both positive and negative emotions play in 

the adaptation process. 

2.6.1  Coping Strategies  

Coping is proposed to have a direct effect on adaptational outcome in the model 

tested in this thesis. The following section discusses research that has examined problem- 

and emotion-focused coping within the organisational domain, identifying the relationship 
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between coping and a range of outcomes. The empirical research that has investigated 

active, emotion and avoidant coping strategies is also reviewed as these three coping 

strategies were examined in this thesis.  

Much of the empirical research has drawn on Lazarus and Folkman’s (1984) 

distinction between problem- and emotion-focused coping strategies to examine coping 

with work situations (see Edwards, 1988; Latack & Havlovic, 1992 for reviews of work-

related coping). Numerous cross-sectional studies have demonstrated that the use of 

problem-focused coping strategies are generally associated with improved psychological 

and emotional well-being (Dunkel-Schetter, Feinstein, Taylor, & Falke, 1992; Terry et al., 

1995; Vitaliano, Maurio, Russo, & Becker, 1987). These findings have also been supported 

by longitudinal studies examining the relationship between coping and subsequent well-

being having controlled for initial well-being levels (e.g., Aldwin & Revenson, 1987; 

Aspinwall & Taylor, 1992; Holahan & Moos, 1987). Diminished well-being has been 

related to the use of emotion-focused coping strategies in cross-sectional (e.g., Billings & 

Moos, 1981; Kobasa, Maddi, & Kahn, 1982; Manne & Zautra, 1989; Terry et al., 1995; 

Vitaliano et al., 1987) and longitudinal studies (e.g., Aldwin & Revenson, 1987; Aspinwall 

& Taylor, 1992; Carver et al., 1993).  

Based on the above findings, and the propositions of the transactional theory 

(Lazarus & Folkman, 1984), problem-focused strategies are considered to have a positive 

relationship to adjustment as these strategies aim to deal actively with the situation. On the 

other hand emotion-focused strategies are expected have a negative effect due to a failure to 

confront the event (see also Billings & Moss, 1981; Menaghan, 1982; Pearlin & Schooler, 

1978). There is a general assumption within the literature that problem-focused (or active) 

coping is adaptive while emotion-focused coping is maladaptive. This assumption is 

problematic due to the breadth of these constructs (Tamres et al., 2002; see Skinner et al., 

2003, for a critique of strategies and identification of best practices for constructing 

category systems) in that some problem-focused and emotion-focused strategies are more 

adaptive than are others within the same category. For example, the emotion-focused 

coping strategies of acceptance by stating a problem in a positive manner (“I accept that the 

problem exists and go on with my life”) and positive reappraisal (i.e., finding the good in 

the bad) are generally more beneficial than denial and rumination (other forms of emotion-

focused coping).  
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Additionally, and of greater salience, is that the “adaptiveness of a coping strategy 

is heavily dependent on the stressor” (Tamres et al., 2002, p. 4). For example, problem-

focused coping strategies are considered more beneficial to an individual’s well-being in 

situations in which one perceives oneself able to exert control or in which the situation 

appears to be changeable, whereas emotion-focused coping has advantages when the 

situation is uncontrollable or not amenable to change (Folkman, 1990; Lazarus & Folkman, 

1984). Furthermore, emotion-coping strategies tend to be used and considered beneficial 

when individuals have insufficient personal and contextual resources to allow them to cope 

with stressful life events (Callan & Dickson, 1992; Lazarus & Folkman). As Tamres et al. 

note “even denial is adaptive in some situations but not others” (p. 4). The restructuring of 

an organisation is generally viewed as a situation in which little can be done by employees 

to change the circumstances (e.g., Schweiger, Ivancevich, & Power, 1987; Sutton, 

Eisenhardt, & Jucker, 1986). Therefore, during restructuring, employees may feel the 

situation is beyond change and attempt to cope by choosing to adapt to the stressor or to 

disengage from it.  

Whatever the means an employee attempts to cope with the “stress” of job 

insecurity and organisational change, if he or she does so successfully the likelihood is that 

several benefits will accrue. The worker will stay with the job, maintain a higher level of 

physical and mental health, evidence greater life satisfaction and perform well at work. 

Recent research focusing specifically on coping within organisations undergoing change 

has found direct relationships between coping and well-being with those employees who 

frequently used avoidant coping strategies reporting higher levels of psychological distress 

and poorer social functioning (Terry et al., 1996; Terry & Callan, 2000). Weak negative 

relationships have been demonstrated between the use of problem-focused coping and 

psychological distress (Jimmieson & Callan, 2003; Terry & Callan).  

Another study with a sample of managers found that active coping and planning 

were the prevailing strategies used by this sample to deal with an organisational merger 

(Callan & Dickson, 1992), with emotion-focused coping strategies used less frequently. 

The infrequent use of such strategies suggested to the researchers that the managers 

believed that they had adequate internal and/or external resources to cope with change. 

Notably, research (e.g., Dunkel-Schetter et al., 1992; Terry et al., 1995; Vitaliano et al., 

1987) is predominantly correlational and regression based rather than experimental. This 

kind of research does not provide sound evidence that problem-focused coping strategies 
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are more effective than emotion-focused coping strategies, as there is no random 

assignment of participants to a “coping” condition.  Rather the coping strategy is selected 

by the participants. Hence, it is possible that people who are highly distressed are more 

likely to select emotion-focused coping strategies. 

Studies focusing on coping strategies, other than problem- and emotion-focused 

within the work environment, have found support for the effectiveness of various 

procedures that enable the individual to exercise control in the work setting, whether they 

involve planning, seeking help from others, confronting others or fostering positive 

cognitions (Latack, 1986). The use of avoidance strategies such as denial, mental 

disengagement and escapism have consistently been related to worse adjustment following 

stressful life events (e.g., Aldwin & Revenson, 1987; Aspinwall & Taylor, 1992; Bolger, 

1990; Florian, Mikulincer, & Taubman, 1995; Stanton & Snider, 1993). A four-wave 

longitudinal study by Koeske, Kirk, and Koeske (1993) with human services workers found 

that control coping strategies were most often used and that these strategies facilitated the 

workers’ ability to deal with difficult and challenging work obligations. Control oriented 

coping strategies were also found to have a buffering effect on the experience of stress and 

strain. There was little evidence that avoidance strategies assisted the worker unless they 

were used in conjunction with control-oriented strategies.   

Researchers (e.g., Cohen, Evans, Stokols, & Krantz, 1986) have suggested that 

avoidance-oriented strategies might be protective in inflexible environments which permit 

little feedback or change of control. Experimental research indicates that an avoidant 

strategy is better than no strategy at all (Holmes & McCaul, 1989). Cohen (1987) 

emphasises that specific contextual factors can affect which form of coping produces better 

adaptation. There seems to be no coping style that is highly adaptive across all situations 

(Folkman & Moskowitz, 2004; Tamres et al., 2002). Cohen and Edwards (1989) suggested 

that “the capability of implementing many different strategies, flexibility in coping, is 

critical to effective coping” (p.267). This is consistent with views expressed by Bandura 

(1999), Lazarus and Folkman (1984) and Folkman and Moskowitz. Most studies of the 

coping-adjustment relationship have examined stressful situations chosen by the 

participants or situations in which active problem-solving strategies are appropriate. As 

highlighted, there is a movement in the organisational change literature to enhance the 

understanding of the coping mechanisms employed in such situations. However, little is 

still known about how workers successfully cope with an event such as organisational 
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restructuring that is not usually amenable to change. In fact, based on the theoretical 

literature, active coping strategies may not be appropriate for such events, whereas certain 

emotion strategies may be.  

2.6.2 Background Variables 

Lazarus and Folkman (1984) identified social (e.g., socio-economic status), 

psychological (i.e., beliefs and commitments) and physiological (i.e., genetic or 

constitutional) variables as causal antecedents of stress sources, coping resources and 

outcomes (Costa, Somerfield, & McCrae, 1996; Krohne, 1996; Lazarus, 1990). All 

individuals including police officers bring their own personal characteristics to the job. 

These personal characteristics influence people’s susceptibility to stress, the manner in 

which they interpret and react to stressful events and the extent to which coping with 

stressful events leads to chronic, long-term stress and burnout (Aldwin, 1994; Costa et al.; 

Lazarus & Folkman). Several background variables have been identified within the job 

insecurity and occupational stress literature as important to consider and possibly control 

when examining the relationship among stressors, such as organisational change, job 

insecurity, and strain. These variables include, age, marital status, level of education, 

organisational tenure, gender and rank. Research demonstrates that these variables may 

have main or moderating effects on job insecurity, stress, coping responses, and outcome. 

This thesis is primarily concerned with the main effects of these variables on outcomes. A 

discussion of the effect of these variables on aspects examined in the proposed model, such 

as coping responses and coping resources, is presented to highlight the importance of 

controlling for these background factors.   

Within the job insecurity literature, age is positively related to job insecurity. Older 

employees experience elevated levels of job insecurity (Hartley et al., 1991; Mohr, 2000), 

demonstrating a main effect of age on job insecurity. Meta-analysis results suggest that age 

also has a moderating effect, as the negative effect of job insecurity on mental well-being is 

stronger for older employees (Näswall, Sverke, & Hellgren, 2001, cited in Hellgren & 

Sverke, 2003). A potential buffer to the experience of stress and job insecurity is being 

married or within a satisfactory relationship with a spouse or partner. A satisfactory 

relationship or being married may provide a source of social support and may also result in 

the individual being less reliant on a single income (Lim, 1996). Education appears to have 

a direct relationship with job insecurity, as those who have completed higher levels of 
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education tend to experience less job insecurity, whilst those with less education are 

considered more vulnerable to threats of job loss as they lack the skills and knowledge 

required to enable them to have a greater choice (Hartley et al.; Schaufeli, 1992). Finally, 

research suggests that organisational tenure has a negative main effect on job insecurity as 

people who have worked in the organisation for less time are more likely to experience job 

insecurity (Hartley et al.; Kuhnert & Vance, 1992). Researchers (e.g., Hartley et al.; 

Hellgren & Sverke; Kuhert & Vance) have anticipated that this may be because newcomers 

to an organisation are less stable in their roles as employees and therefore more eager to 

survive in the organisation. These findings indicate that age, education, and organisational 

tenure may have a direct effect on job insecurity and, consequently, need to be controlled.  

Within the police stress literature, organisational tenure, education and age have 

been found to affect sources and the intensity of stress (Burke, 1989; Cooper, 1982; Kaslof, 

1989). Thus, these variables may influence perceptions of job insecurity and the experience 

of organisational change. Kaslof concluded that while stress was observable at all levels of 

experience it was most apparent with officers in the six to thirteen year group, followed by 

officers who had been in the job from zero to five years. These findings were also 

supported in research by Burke, while Cooper found that constables with nine or more 

years of service were particularly vulnerable to experiencing high levels of stress. Burke 

(1994) found that years of police experience and age were related to physical health and 

lifestyle behaviours. Police officers with more education have been found to have less time 

off from work due to illness (Cohen & Chaiken, 1972). Among police officers, years of 

police experience (Evans, Coman, & Stanley, 1992; Patterson, 1992), education (Ayres & 

Flanagan, 1992) and rank (Brown & Campbell, 1990; Kaufmann & Beehr, 1989; Savery & 

Weaver, 1993) have been positively associated with exposure to stressful work events. 

Ayres and Flanagan found that as education increased so did organisational stress. Thus, 

organisational tenure, education and age are important background variables that need to be 

controlled for when examining the stress, appraisal and coping process concerning 

organisational change for police officers.    

There is inconsistency within the police stress literature as to the influence of 

demographic factors on personal coping resources, coping responses, and strain. Alexander 

and Walker (1994) and Fain and McCormick (1988) found no differences in coping 

responses based on gender, work assignment duties, rank or marital status among their 

samples of police officers. In general, gender, work assignment, rank, marital status, 
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education and region are not associated with coping strategies that police officers report 

(Alexander & Walker; Fain & McCormick; Kaufmann & Beehr, 1989). Although recent 

evidence suggests that higher educational attainment was associated with more emotion-

focused coping and seeking of social support, a higher rank was associated with less 

emotion-focused coping (Patterson, 2000). Patterson found that the amount of variance 

accounted for in coping responses by demographic variables (age, educational, rank, sex, 

marital status, and years of police experience) was small. For example, these demographic 

variables accounted for eight percent of variance in emotion-focused coping responses 

while explaining only four percent in seeking social support. Patterson concluded that other 

variables such as personality dispositions or intervening variables (i.e., cognitive appraisal 

and emotion) may explain or predict the use of particular coping responses more so than 

demographic variables, which appear to have minimal influence on the coping strategy 

employed.  

In a more recent study, Patterson (2003) controlled for several demographic 

variables shown by prior research to be associated with psychological well-being in work 

and non-work domains. The variables included marital status (Horwitz, McLaughlin, & 

White, 1997), gender (Roxburgh, 1996; Thoits, 1992; Turner  & Marino, 1994), and age 

(Turner & Marino). Patterson found that older officers have more job tenure and have less 

education. Of note was the high correlation, r = .85, between job tenure and age suggesting 

that there is a large degree of overlap between these two demographic aspects and it may be 

superfluous for researchers to include both. Patterson pointed out that the negative 

relationship between greater job tenure and education may reflect trends in recent years to 

hire police officers who have some college education.  

In Patterson’s (2003) study, education was significantly associated with higher rank, 

a greater number of reported stressful work events, and more emotion-focused coping, 

problem-focused coping and the seeking of social support coping, although the correlations 

were weak. Findings suggest that officers with a college education are more likely to use a 

variety of coping strategies as well as more strategies in response to work events. 

Moreover, officers reporting a greater number of stressful work and life events used more 

emotion-focused coping, problem-focused coping and seeking social support to cope with 

these events. Finally, female officers were more likely to be married and reported fewer 

stressful work and life events and lower levels of distress. Patterson proposed that marriage, 
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as a form of support, and exposure to fewer work and life events resulted in enhanced 

psychological well-being for female police officers.  

The research reviewed in this section demonstrates the main effects that background 

aspects such as age, education, organisational tenure, and a satisfactory relationship with a 

spouse or partner may have on stressor exposure, coping resources, coping responses, 

levels of stress, and strain outcomes. Hence, controlling for these background aspects is 

necessary when examining a model, such as the one proposed in this thesis, which assesses 

coping resources, job insecurity, coping strategies and adaptational outcomes (such as 

psychological well-being). Accordingly, these background variables are controlled for in 

the data analyses reported in this thesis. It is proposed that these variables may have a direct 

effect on the outcomes, but this effect is distal in comparison to the other variables 

examined in this model such as work characteristics, appraisal, emotion and coping.  

2.6.3 Gender Differences 

Empirical research suggests that men and women perceive, evaluate and react to 

their work environment differently (Weisberg & Kischenbaum, 1993). These differences in 

perceptions and reactions affect men and women’s desire to either stay or leave their jobs 

(Weisberg & Kischenbaum). Studies have found differences between males and females 

across several of the crucial aspects examined in this thesis such as the experience of job 

insecurity, the importance of job characteristics, coping, and consequently, employee 

adjustment and well-being. Often, rather than evaluating gender independently, studies 

have incorporated gender as a control variable. The following section presents research that 

suggests that males and females differ in relation to (a) job insecurity and aspects of the 

work environment, (b) work stressors and appraisal, and, (c) coping.  By selectively placing 

an emphasis on identifying factors perceived as important to men and women separately, 

conditions can be created that will differently affect each group’s experience of 

organisational change or crisis and ultimately their perception of job insecurity. 

2.6.3.1 Job Insecurity. 

Most of the studies on job insecurity “have focused almost exclusively on 

males...The pattern of full-time employment without interruption is predominantly a male 

pattern and it could be that males as a group react to and cope with job insecurity 

differently to women” (Hartley et al., 1991, p. 202). When differences for males and 

females have been examined, research demonstrates that men experience greater job 
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insecurity than women (De Witte, 1999; Kinnunen et al., 1999; Rosenblatt, Talmud, & 

Ruvio, 1999). De Witte also found that for men, job insecurity was found to increase 

psychological distress whereas among women job insecurity was not related to 

psychological well-being. Additional support was obtained for De Witte’s results in a 

recent meta-analysis demonstrating that the relations between job insecurity and outcomes 

were stronger for men than for women (Näswall et al., 2001, cited in Hellgren & Sverke, 

2003). To explain these findings the authors applied role theory, suggesting that females 

have more alternative roles available to draw upon than males (De Witte; Rosenblatt et al.). 

2.6.3.2 Job Insecurity and Work Characteristics.  

Gender disparities have been obtained when examining job insecurity from a 

multidimensional perspective, focusing on threat to valued job features as well as the job. 

Copious research demonstrates that work values of males and females differ (e.g., Harpaz, 

1990a, 1990b). Rosenblatt et al.’s (1999) findings suggest that the profile of job insecurity 

and the impact of job insecurity on job attitudes differ for male and females. Males appear 

to be more sensitive to the discontinuation of extrinsic aspects (financial) of the job, while 

females were concerned about the discontinuation of both intrinsic (such as work content 

and work schedule) and extrinsic (financial aspects) features. Moreover, job insecurity was 

found to have a stronger and more positive impact on work attitudes for females than for 

males. For females, all of the job attitudes examined were related to job insecurity whilst, 

among males, only organisational commitment, intention to leave and resistance to change 

were influenced. Females were significantly more committed and perceived their 

performance and organisational support as higher than males, with males displaying a 

higher intention to leave. Rosenblatt et al. concluded that the contextual effect of gender 

cannot be reduced to work-level characteristics, with the findings from the study 

demonstrating the added value of a multidimensional approach to job insecurity. 

A study by Ferrie et al. (2001) applied Karasek’s (1979) demand-control model 

when investigating job insecurity attributed to privatisation for government organisations. 

The aspects of Karasek’s model, such as skill discretion, job control and social support 

were examined as job characteristics. The research found that during the anticipatory and 

pre-termination phase of the privatisation of the organisations, there was a significant loss 

of skill discretion for men working in the property services agency. Men working in an 

executive agency experienced a significant increase in skill discretion. On the other hand, 
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for women the period before the privatisation was characterised by increases in control at 

work and job demands. The findings from this study and that of Rosenblatt et al. indicate 

that men and women may perceive different characteristics of the work environment to be 

threatened or impinged upon during times of organisational change. These studies 

emphasise the importance of examining the effects of work characteristics on outcomes 

separately for males and females.    

2.6.3.3 Appraisal of work stress. 

Work stressors may be perceived differently by men and women due to differences 

in roles across the genders. Although women have recently joined the workforce in greater 

numbers, women often have diverse roles.  For example, in dual earner families, women 

spend more time on housework than men, and are more likely than men to be the primary 

care takers of children (Blair & Lichter, 1991). Discrepancies remain in the workplace with 

women having lower status jobs than men and lower pay for comparable work (U.S Bureau 

of Labour Statistics, 1998). Women may feel that they have minimal control over their 

work situation and that problem-focused coping is risky, useless or even impossible 

(Tamres et al., 2002). Thus, there still may be gender differences in coping with a given 

stressor such as work because this stressor is perceived differently by men and women. 

Men may engage in more problem-focused coping than women with respect to work related 

stressors because those stressors are more amenable to personal control for men than 

women.   

Tamres et al. (2002) examined studies that assessed gender differences in stressor 

appraisals. In the majority of studies, women appraised the stressor as more severe than 

men. The authors proposed that if stress is motivating coping, and women are experiencing 

more stress than men, stress possibly could be responsible for gender differences in coping. 

This suggests that men’s and women’s coping patterns may be more similar if they were 

equally stressed. In other words, gender differences in coping are determined more by 

differences in stressor exposure than by inherent characteristics of men and women. These 

researchers found that for several coping strategies women were more likely to use the 

particular strategy when they appraised the stressor as more severe. To account for the 

gender differences in coping, the researchers concluded that as women are more distressed 

by the stressor than men they are more likely to employ more coping strategies.  
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As yet, few studies within the organisational stress domain have examined whether 

there is divergence for males and females in the appraisals and emotions evoked as a result 

of workplace stress and demands. Anshel, Robertson, and Caputi (1999) advocate that 

research is required to investigate gender differences in the appraisals and reappraisals of 

stressful situations, especially for male and female police officers. The one aspect that has 

been abundantly researched concerning gender differences is coping. Tamres et al. (2002) 

state that it is important to consider stress appraisals and the nature of a stressor when 

considering gender differences in coping, as males and females may differ in the way they 

appraise the stressfulness of an event, and the events they identify as stressful. This may 

consequently elucidate discrepancies in coping strategies used. For this reason, by focusing 

on how people cope with a specific stressor (e.g., job insecurity resulting from 

organisational change) may enable researchers to (a) understand how men and women 

cope, and (b) see if the nature of the problem influences the pattern of coping and 

subsequently, the outcome (i.e., psychological distress, job withdrawal and life 

satisfaction). 

 

2.6.3.4 Coping Strategies 

Anshel (2000) reported that male and female police officers experience different 

sources of stress and use diverse coping strategies even in response to the same type of 

stressful event. There is some basis for expecting unique coping strategies among women. 

Some observers argue that women police officers are likely to employ different coping 

strategies than men because the experience of exclusion and oppression makes them more 

critical of dominant occupational group norms and practices, particularly those that appear 

to preserve predominantly male interests (Worden, 1993). Tung (1980) suggested that 

women may be better able than men to cope with job stress. 

Haarr and Morash (1999) in a study examining stress and coping of police officers, 

with a secondary aim of comparing gender and racial groups, found that women and men 

employ a wide array of strategies in dealing with stress and to a large extent they use 

similar methods. Women were found to use more escapist coping strategies than men. Both 

females and males in the high-stress group reported using escape more than those in the 

low stress-groups. The authors accounted for the lack of differentiation in male and female 

police officers’ use of coping strategies by stating that “possibly gender has diminishing 
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effects on choice of coping strategies as individuals are socialised, over time, into policing 

and the occupational culture of the work environment” (p. 325; see also Fielding, 1988; 

Manning, 1977; VanMaanen, 1979; Worden, 1993). Thus, the influence of the police 

culture may be more significant than gender in shaping officers’ strategies for coping with 

stress. Haarr and Morash’s data revealed that the odds of belonging to the high stress group 

increased by nearly 48% when the officer was female,  concluding that maybe “certain 

structural and cultural features of police organisations create special problems and 

pressures for women” (Haarr, 1997; Hale & Bennett, 1995; Martin, 1980, 1990; Morash & 

Haarr, 1995; Wexler & Logan, 1983). 

Men and women are usually thought to have different ways of coping. Men are 

believed to be more likely to actively confront a problem or alternatively to deny a problem 

exists (Pearlin & Schooler, 1978; Stone & Neale, 1984; Veroff, Kulka, & Douvan, 1981), 

whereas women are believed to exhibit a more emotional response to problems and access 

greater social support such as friends and family (Billings & Moos, 1981; Folkman & 

Lazarus, 1980; Hamilton & Fagot, 1988; Pearlin & Schooler; Stone & Neale). In a recent 

meta-analysis women were found to use more coping strategies, both problem-focused and 

emotion-focused, than men across a variety of behaviours (Tamres et al., 2002). Men did 

not appear to engage in more problem-focused coping for any of the stressors, although 

there were some indications that men engage in more avoidant or withdrawal behaviours 

for certain stressors such as those associated with relationships or others’ health. The 

majority of gender differences in coping were minimal, with the largest effects obtained for 

behaviours that involved the contemplation or expression of feelings to others (seeking 

emotional support) and the self (rumination, positive self-talk). The most robust finding 

was for seeking social support, with women more likely than men to access emotional 

support across a range of stressors. Notably, the findings from these studies and coping 

studies generally are difficult to generalise as researchers have defined coping strategies in 

diverse ways. 

In summary, research suggests that there are differences for males and females in 

the levels of perceived job insecurity, the work characteristics that are perceived as 

threatened or changed during times of organisational crisis, the appraisal of stressful events 

and the use of coping strategies. Tamres et al. (2002) stated that it may be the manner in 

which men and women appraise a stressful situation that determines the particular coping 

strategy and the number of strategies that they use. This could possibly account for the 
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disparities identified in the literature in the number and use of particular coping strategies 

for men and women. As the research suggests that men and women perceive, evaluate and 

react to their work environment in varied ways, it is important to control for gender.  

2.7 Longitudinal Studies 

Two longitudinal studies (Jimmieson et al., 2001; Probst, 2002) salient to this thesis 

have been discussed earlier in this chapter. These studies investigated models longitudinally 

that incorporated key variables such as appraisal (of job insecurity and organisational 

change), emotion and coping that are incorporated in the model examined in this thesis. 

This section will review additional longitudinal studies that have examined organisational 

change, job insecurity and adaptation. There will be an emphasis on those studies that have 

examined focal variables from Lazarus and Folkman’s (1984) transactional theory and 

Lazarus’ (1991a, 1999) theory of emotion, as these theories are foundational to the model 

tested in this thesis. Notably, some of the studies reviewed here investigated pertinent 

variables to the model examined in this study, such as stress and coping processes, without 

directly measuring job insecurity. Very few studies (if any) have comprehensively 

examined these theories of stress, coping and adaptation longitudinally to determine 

whether changes in antecedent variables effect change in the adaptational outcomes. The 

longitudinal study reported in this thesis aims to do this.  

The past decade has seen a movement towards the investigation of the antecedents 

and consequences of job insecurity longitudinally, due to the frequent call by researchers to 

better understand the associations between these variables. The aim of the majority of these 

more recent studies is to untangle the cause-effect relationships that exist between job 

insecurity its antecedents and outcomes. For example, does the perception of job insecurity 

result in increased psychological distress or does psychological distress increase 

perceptions of job insecurity? Several authors (e.g., Dekker & Schaufeli, 1995; Ferrie et al., 

2002; Hellgren & Sverke, 2003) have attempted to address this issue.  

Studies investigating the long-term consequences of job insecurity using 

longitudinal designs have provided preliminary evidence that job insecurity leads to 

negative attitudes and impaired well-being (e.g., Dekker & Schaufeli, 1995; Heaney et al., 

1994). Job insecurity has been found to have significant effects on subsequent health and 

well-being after controlling for prior levels of such outcomes (Hellgren et al., 1999; Iverson 

& Sabroe, 1988; Roskies et al., 1993). Heaney et al. for example, found that chronic job 
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insecurity had predictive effects on subsequent job satisfaction and physical symptoms after 

controlling for initial levels of job insecurity and the outcomes. Hellgren and Sverke (2003) 

commented that none of the studies to date had tested the possibility of alternative 

causation such as reversed causation or mutual causation between job insecurity and 

outcomes: “The strongest support for a causal precedence of job insecurity comes from a 

recent study (Garst et al., 2000) using latent growth curve modelling over six measurement 

waves in five years” (Hellgren & Sverke, p. 24). Garst et al. found that job insecurity 

(conceptualised as a job stressor), generally predicted synchronous and subsequent strains 

(e.g., depression and psychosomatic complaints), however, there was also evidence for 

reverse causation. Hence, this study provided some evidence for reciprocal causal 

relationships between job insecurity and strain. 

Hellgren and Sverke (2003) noted that “while job insecurity was predictive of both 

depression and psychosomatic symptoms in Garst et al.’s (2000) study, the findings 

suggested stronger and more enduring relations with mental health complaints (i.e., 

depression)” (p. 217). Consequently, Hellgren and Sverke conducted a cross-lagged panel 

study with an organisation undergoing downsizing with the aim of determining whether job 

insecurity was a causal precedent of mental health (as measured by the General Health 

Questionnaire) and physical health. To reduce the likelihood of spurious effects, these 

authors controlled for five potential third variables identified by previous research as being 

related to job insecurity and employee health. These variables included gender, age, 

organisational tenure, family status, and education. Providing added support for findings 

from previous longitudinal research, Hellgren and Sverke found that job insecurity 

predicted mental health but not physical health complaints. Consequently, job insecurity 

can be considered a classic work stressor as advanced by previous researchers (e.g., 

Ashford et al., 1989; Barling & Kelloway, 1996; Mauno et al., 2001). Hellgren and Sverke 

suggested from their findings that the uncertainty concerning the employee’s job creates 

difficulties in the use of effective coping strategies, thus, rendering job insecurity especially 

burdensome for the individual.  

Ferrie et al. (2002) investigated psychiatric morbidity and health related behaviours 

across three different groups of employees, those who had lost or gained job insecurity, 

those whose jobs were insecure at two points in time (chronic insecurity), and secure 

employees (control group), in an organisation that was restructured. Psychological distress 

(measured by the General Health Questionnaire) and depression were greater in the high 



 Job Change and Job Insecurity 71 
 

insecurity groups relative to the employees who remained in secure employment. Change in 

job insecurity was examined across a two and half year time-period. Job insecurity was 

found to have adverse effects on health that are not completely reversed by the removal of 

the threat and these effects increased with chronic exposure to the stressor. These authors 

found a difference across gender, with women who reported chronic job insecurity 

evidencing higher psychological distress and depression. Job insecurity was assessed using 

a single item in this study. 

Hellgren et al. (1999) found job insecurity was associated with negative perceptions 

of physical and mental health as well as lowered job satisfaction and higher levels of 

turnover intention. An important finding was that the outcome variables remained fairly 

stable over time. The researchers interpreted this as suggesting that downsizing reactions 

are relatively enduring. Concern about losing one’s job (global insecurity/quantitative) was 

intimately related to stress symptoms such as ill-health, sleeping problems and distress, and 

such problems were found to transfer to the non-work setting. In contrast, perceived threats 

to important job features were related primarily to attitudinal outcomes such as 

dissatisfaction with the present job and the propensity to leave it voluntarily. After 

controlling for both affectivity (positive and negative) and prior levels of the outcomes, 

quantitative job insecurity was found to predict mental health problems and work to leisure 

carry-over one year later. “Hence, job insecurity appears to have lingering and pervasive 

effects on the well-being of individuals over and above what can be explained by mood 

dispositions and prior levels of distress” (Hellgren et al., p. 192). 

Moyle and Parkes (1999) investigated the impact on individual workers of 

relocating to a new supermarket using a longitudinal design that applied Karasek’s (1979) 

demand-control support model. The authors found that transferring to the new branches 

increased psychological distress at that time. An unexpected finding was that higher 

distress levels were sustained over the following six months. Longitudinal path analysis 

revealed that after controlling for initial levels of psychological symptoms, subsequent 

psychological distress was predicted independently by the work characteristic of perceived 

demands. Consistent with the literature on transition stress (e.g., Gerpott, 1990; Karasek, 

1990), these authors found that the negative impact of work relocation was reduced under 

conditions of high support and control during the change period. After controlling for prior 

levels of distress, individual differences (e.g., locus of control, neuroticism) were not found 

to have any influence on psychological distress during the transition, as was expected by 
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the researchers. Griffin (1991) examined the response to job redesign among bank tellers 

over 48 months, finding significant effects on job satisfaction and performance. Job 

satisfaction showed initial improvement, but then returned to baseline levels, while 

performance showed significant improvement only after 24 months, which was sustained to 

48 months. In contrast, a longitudinal survey during the privatisation and structural 

reorganisation of a public utility (Nelson et al., 1995), found that the period of privatisation 

was associated with an initial decline in job satisfaction. However, a year later job 

satisfaction had risen again. There was also a significant increase in the incidence of 

psychosomatic symptoms over the transition period, which remained high in the follow-up 

period. 

A recent study by Armstrong-Stassen and Cameron (2003) investigated coping 

resources and responses of nurses within a hospital that was being downsized and 

amalgamated. The aim was to identify the variables that predicted change in coping 

strategies from the initial phase (Time 1) and during the amalgamation (Time 2). This study 

was a three-wave panel design spanning five years. The researchers found that the nurses 

applied positive thinking, direct action, help-seeking and avoidant coping strategies to deal 

with downsizing and the initial phase of amalgamation. As the amalgamation unfolded the 

use of avoidant and help-seeking strategies were more heavily relied upon. Prior coping 

resources such as personal control, perceived hospital support and affective commitment, 

promoted the use of control oriented coping strategies, whereas prior burnout, especially 

the lack of personal accomplishment, inhibited the use of these coping strategies. 

Hierarchical regression analyses (controlling for initial levels of the outcomes) 

demonstrated that the coping resources that were associated with the organisation 

(perceived hospital support and affective commitment) were better predictors of change in 

the control oriented strategies than were the individual-related coping resource of personal 

control. Furthermore, those nurses who stayed with the hospital because of the lack of 

alternative job opportunities or because of an unwillingness to make the personal sacrifice 

involved in leaving the hospital were more likely to deal with the amalgamation by 

resorting to avoidance coping. The researchers noted that, within the context of 

organisational downsizing, limited studies have examined coping over an extended period 

of time. Generalising the findings of this study to males is difficult as the sample was 

predominantly female (96%).  
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In summary, the empirical studies that have examined job insecurity longitudinally 

and during times of organisational change, have identified that the perception of job 

insecurity produces negative attitudes, impaired physical and psychological well-being 

long-term. Preliminary evidence suggests a causal relationship between job insecurity and 

mental health, however additional research is required to confirm this relationship. 

Research also suggests that job insecurity has a more enduring effect on mental than on 

physical health. Moderating effects of social support and job control have been found 

suggesting that the negative impact of organisational change may be reduced when support 

is high and employees have autonomy in their work environment. This suggests that job 

characteristics may perform a moderating role under these circumstances. More research is 

required to confirm this finding.  Overall, there is a general consensus across these studies 

that job insecurity has a pervasive and enduring effect on well-being, although empirical 

evidence of such a causal link is limited.  

2.8 Critique of Job Insecurity Research and Rationale for Current Research 

In a recent article, Lazarus (2000) highlights that since the mid 1990s research on 

stress and coping has advanced tremendously. Lazarus himself stated that “I am now 

heartened by positive signs that there is a growing number of sophisticated, resourceful and 

vigorous researchers who are dedicated to the study of coping” (p. 665). Researchers have 

reflected upon the critiques of previous work and embarked upon developing stronger 

empirical research methodologies and producing seminal research. Although this 

movement has occurred within the stress and coping literature generally, there has also 

been exceptional progress in the quality of research in the job insecurity and organisational 

change literature. Yet, there still exists several avenues for improvement.  

2.8.1 Conceptualising and Defining Job Insecurity 

This thesis has endeavoured to demonstrate that job insecurity is a job stressor and 

has been conceptualised from three points of view within the literature, uni-dimensionally, 

multidimensionally and as a subjective appraisal. To produce findings of influence, job 

insecurity needs to be cogently conceptualised, defined and operationalised. This then 

needs to be widely accepted and applied by researchers to allow for consistency and the 

ability to compare across studies. Recent empirical research (e.g., Kinnunen et al., 1999; 

Kinnunen et al., 2000; Mauno et al., 2001), and the development of job insecurity models 
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(e.g., Probst, 2002), support the perspective that job insecurity is a job stressor. This stance 

implies that job insecurity is a subjective experience, in which an appraisal of threat to the 

job (e.g., potential job loss) occurs. The subjective experience of job insecurity has been 

characterised as evoking a cognitive and emotive response (e.g., Hartley et al., 1991; 

Jacobson et al., 1991; Probst; Scheck & Kinicki, 2000). Hellgren et al. (1999) presented 

several conceptual clarifications of job insecurity resulting from empirical research. These 

researchers stated that job insecurity: (a) “reflects a fundamental and involuntary change 

concerning the continuity and security within the employing organisation”, and (b) “is a 

subjective phenomenon based on the individual’s appraisal of uncertainties in the 

immediate work environment, which implies that the feeling of job insecurity may differ 

between individuals even if they are exposed to the same objective situation” (p. 181). 

These authors also stated that “conceptual advancement is represented by the introduction 

of multidimensional definitions” (p.181). These statements aptly summarise the points 

highlighted throughout this thesis. Notably, powerlessness - as originally conceptualised by 

Greenhalgh and Rosenblatt (1984) as an aspect of job insecurity – is best viewed as a 

potential mediating or moderating variable in the subjective experience of job insecurity 

(see Kinnunen et al., 1999).  

Although there is some consensus on these matters, there is disagreement as to 

whether job insecurity includes loss of valued job features. Some researchers (e.g., Probst, 

2002) argue that it is unclear how conceptually distinct perceptions of “loss of job features” 

is from “loss of employment”. Researchers have argued that defining job insecurity solely 

as threat of job loss is too narrow as it “fails to encompass concerns about deteriorated 

employment conditions and career opportunities” (Hellgren et al., 1999, p. 181). 

Greenhalgh and Rosenblatt (1984) contend that “loss of valued job features is an important 

but often overlooked aspect of job insecurity” (p. 441). Thus, the appraisal of potential loss 

of job features is a salient aspect to be incorporated when conceptualising, defining and 

examining job insecurity.   

There is also lack of clarity as to the role of organisational change or crisis 

concerning job insecurity. Organisational change has been labelled objective or attributed 

job insecurity, as it refers to threats external to the individual (see Ferrie et al., 2001). 

Organisational change is an area of research unto itself, and is also characterised as a 

formidable job stressor (see Jimmieson et al., 2004). Much of the research on job insecurity 

has been conducted during times of change or crisis, with minimal evaluation of this 



 Job Change and Job Insecurity 75 
 

stressor during times of organisational stability. This is especially true for longitudinal 

studies (e.g., Kinnunen et al., 1999; see Ferrie et al., 1998 for a review). Generally, 

perceived job insecurity is unlikely to be as prevalent in the absence of an objective threat 

such as organisational change. Klandermans and van Vuuren (1999) contend that 

“insecurity is both an objective state a company can bring upon its workers and a subjective 

estimate of someone’s chances to lose one’s job. By taking on one of the two (be it 

objective or subjective insecurity) as ‘real’ insecurity, we are losing sight of such 

potentially interesting research questions” (p. 147).  

Instead of distinguishing between objective (organisational change or crisis) and 

subjective (appraisal or perception) insecurity, one could be viewed as an antecedent to the 

other.  Probst (2002) conceptualised organisational change as an antecedent of perceived 

job insecurity. This permits a parsimonious understanding of job insecurity, in that, job 

insecurity remains a perception of the individual. There is no need to differentiate between 

objective versus subjective job insecurity. Van Vuuren and Klandermans (1999) concluded 

that “objective threat affects subjective experience. If the threat of loss of job increases, 

employees experience greater job insecurity, conversely, if the threat recedes employees 

experience less job insecurity” (pp. 140-141). Furthermore, placing organisational change 

as an antecedent allows for the evaluation of job insecurity during times of organisational 

stability. Evaluating job insecurity during times of stability will substantially enhance the 

understanding of the mechanisms underlying this phenomenon. This thesis concurs with 

Probst’s view of organisational change as an antecedent variable when conceptualising job 

insecurity.  

In summary, several conceptual clarifications concerning job insecurity are 

proposed consistent with the progress within this field of inquiry. Job insecurity is a 

subjective experience, in which an appraisal occurs concerning the potential loss of the job 

and loss of valued job features.  Conceptualising job insecurity in this manner allows for 

differences between individuals when exposed to the same objective situation. The aspect 

of powerlessness is more aptly considered as a mediating or moderating variable rather than 

an aspect of job insecurity itself. The inclusion of potential loss of job features is necessary 

when conceptualising and defining job insecurity, as the appraisal of threat to these features 

has a different effect on relevant outcomes compared to the threat to the job. Finally, to 

permit a parsimonious view of job insecurity, organisational change - a formidable job 

stressor – is suitably recognised as an antecedent of job insecurity.    
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2.8.2 Methodological Concerns (Design and Sample) 

There are identifiable weaknesses concerning the designs, and the samples of 

participants used in previous research concerning job insecurity. Often there has not been 

equal representation of males and females within the sample assessed due to the nature of 

the profession or organisational investigated (e.g., Ashford et al., 1989; Kuhnert & Vance, 

1992; Roskies & Louis-Guerin, 1990). This limits the examination of possible gender 

differences. Some samples are fairly homogenous and hence the lack of heterogeneity 

affects the generalisability of findings (e.g., De Witte, 1999; Mohr, 2000).  

There are several background variables that require consideration (e.g., to be 

controlled) when investigating job insecurity or organisational stress. These aspects include 

age, gender, education, organisational tenure and relationship status. Few studies (e.g., 

Armstrong-Stassen & Cameron, 2003; Ferrie et al., 2002; Hellgren et al., 1999; Hellgren & 

Sverke, 2003; Probst, 2000) have controlled these variables. As noted earlier, gender has 

generally been considered a control or background variable with few authors having 

examined whether there are differences for males and females in the constructs or models 

they investigated. At times, there may have been over-control by including negative 

affectivity. Controversy exists concerning the necessity of including this variable as a 

“nuisance” or confounding aspect (e.g., Burke, Brief, & George, 1993; Judge, Erez, & 

Thoresen, 2000; Spector, Zapf, Chen, & Frese, 2000). Often neuroticism or negative 

affectivity absorbs a large percentage of the variance in the criterion variable(s). This is 

especially true in relation to psychological well-being, suggesting that there may be a large 

overlap between these constructs. Controlling for this personal disposition may restrict the 

opportunity to evaluate the contributions of other variables to the understanding of the job 

insecurity process that is occurring for the individual. This is especially so when examining 

a self-regulatory model such as Lazarus’ (1991a, 1999) which incorporates state measures 

of emotion.  

Common method variance is often stated as a limitation of studies. Thus, there is a 

need to use more than a single assessment method, such as collecting self-report data as 

well as data from another source (e.g., Kinnunen et al., 2000). Finally, cross-sectional 

designs are most often applied. Longitudinal research is required to develop a better 

understanding of the temporal precedence of variables, how time affects the self-regulatory 

process proposed by Lazarus (1991a, 1999), and the impact of this process on the 

individual’s psychological well-being, life satisfaction and work performance long-term. 
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The perception of job insecurity is proposed to have short and long-term effects on the 

individual and organisation (Roskies et al., 1993). Many researchers (Ashford et al., 1989; 

Barling & Kelloway, 1996; Kinnunen et al., 1999; Lim, 1996) have advocated using 

longitudinal research designs to assess the strength and duration of job insecurity’s effects 

on organisational and individual psychological outcomes.  

2.8.3 Longitudinal Design 

Longitudinal research has the advantage that baseline levels of well-being can be 

used to take into account chronic symptomatology. Without such control, spurious 

associations between self-reports of negative environmental characteristics and strain 

outcomes can arise (as discussed by Brief, Burke, George, Robinson, & Webster, 1988). 

Longitudinal designs offer several advantages over the use of cross-sectional designs. In 

particular, longitudinal designs enable the researcher to (a) investigate change over time, 

(b) identify particular variables that may account for individual or group differences in 

change over time, and (c) clarify the sequence of variables and changes in variables as a 

way of strengthening causal inferences (e.g., Cohen, Cohen, West, & Aiken, 2003; Finkel, 

1995; Zapf, Dormann, & Frese, 1996). According to the literature (e.g., Cohen et al.; 

Finkel; Kenny, 1979; Menard, 2002; Zapf et al.), to make causal inferences about 

relationships among variables, three conditions need to be satisfied. First, there has to be a 

time precedence such that X precedes Y in time. Second, there must be covariation of the 

expected sign between the two variables. Finally, the relation needs to be non-spurious, 

such that no third variable accounts for the association between the two variables assumed 

to be causally related.  

Longitudinal designs fulfil the first and second conditions. However, the third 

condition can only be partly met in non-experimental research, such as a field study like the 

one conducted in this thesis. For example, if the use of emotion coping strategies at Time 1 

predicts psychological distress at Time 2 and the effect persists even after controlling for 

initial psychological distress, the data remain consistent with the causal hypothesis. 

Nevertheless, the third condition may never be completely fulfilled as the number of 

potential third variables that may produce spuriousness is potentially infinite (Judd, Jessor, 

& Donovan, 1986). Nonetheless, this thesis controls for several such variables including 

age, gender, organisational tenure, education and relationship status. 
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CHAPTER 3   - 

THE CURRENT PROGRAM OF RESEARCH 

The primary focus of this thesis was to apply Lazarus’ (1991a, 1999) cognitive-

motivational-relational theory of emotion and Warr’s (1987, 1999) vitamin model, to the 

understanding of the experience of job insecurity of police officers exposed to 

organisational change. Lazarus’ theory is an appraisal theory, proposing that emotions are 

elicited by evaluations of events and situations that are meaningfully relevant to an 

individual’s goals, values, or personal commitments (Roseman & Smith, 2001). This theory 

provides an understanding of the specific appraisal questions that produce an emotional 

response, with the emotion consequently motivating a coping response. This theory 

encompasses within a single framework, many of the variables that have been investigated 

within the job insecurity domain and the organisational change realm. Few studies have 

investigated the specific appraisal process (appraisal questions, resulting emotion and 

coping response) of employees who may be experiencing job insecurity during 

organisational change. Furthermore, the literature review presented in Chapter 2 established 

that emotion concerning job insecurity has frequently been overlooked, until recently (e.g., 

Probst, 2002; Scheck & Kinicki, 2000). Coping is an important aspect when adapting to a 

“stressor” such as organisational change or job insecurity. This thesis advances the job 

insecurity literature by investigating specific appraisal components, emotional responses 

and coping within the theory proposed by Lazarus, both cross-sectionally and 

longitudinally.  

Understanding the appraisal process is important for clinicians, individuals and 

organisations alike. Knowledge of the specific appraisal components that produce a 

particular emotional reaction provides an important inferential tool for diagnosing the basis 

of the emotional reaction. This information provides insight into the reasons individuals 

responded to particular circumstances in the manner that they did. This knowledge may 

then be applied clinically in the design of interventions to alleviate troubled person-

environment relationships, in this case, a work environment undergoing restructuring.  

The inclusion of Warr’s (1987, 1999) vitamin model aids in identifying the features 

of the work environment that may be potentially lost or threatened. These features have 

been identified within the literature as threatened or impinged upon during times of change, 
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subsequently affecting employee’s psychological well-being and job performance. The 

literature review demonstrated that a multidimensional assessment of job insecurity 

measuring threat to job characteristics is appropriate and necessary, in that “conceptual 

advancement is represented by the introduction of multidimensional definitions [of job 

insecurity]” (Hellgren et al., 1999, p. 181). To date, there are no measures available based 

on Warr’s vitamin model that comprehensively assess features of the work environment as 

part of a multidimensional assessment of job insecurity. One aim of this thesis was to 

develop such a scale to enable evaluation of the proposed model cross-sectionally and 

longitudinally.  

Methodological concerns regarding previous research within the job insecurity 

literature, such as the manner in which job insecurity has been measured (e.g., use of a 

single item), omitting salient background variables (such as age, satisfactory relationship 

with spouse/partner, and organisational tenure), common method bias, generalisability of 

the sample, and the limited use of longitudinal designs to identify potential antecedent and 

consequences temporal relationships, have been addressed in the research reported in this 

thesis.  

The research comprised three studies. The first study involved the development of a 

job characteristics scale based on Warr’s (1987, 1999) vitamin model. The development of 

this scale involved four phases. In Phase 1, focus groups were conducted to aid in item 

generation. In Phase 2, preliminary items were rated by experts and then piloted. Phase 3 

involved reducing the number of items and identifying the factors of the scale, with Phase 4 

confirming the factors obtained in Phase 3 with another independent sample.  This process 

resulted in the development of a 40-item scale comprising ten dimensions of valued social 

position, opportunity for interpersonal contact, opportunity for personal control, 

environmental clarity, externally generated goals, variety, opportunity for skill use, 

availability of money, physical safety, and supportive supervision. This measure was 

included in the questionnaire of the cross-sectional and longitudinal studies, which were the 

second and third major research projects of this thesis.  

The second study used a cross-sectional design to investigate the model proposed 

for this thesis (see Figure 3.1). The model was revised for testing in this study as it was 

identified that there was a substantial overlap between the core relational themes and 

emotions. Based on the previous literature (e.g., Bennett et al., 2003; Power & Dalgleish, 

1997) that suggested that core relational themes may be redundant, as they may simply be 



80 Job Change and Job Insecurity 

surrogate measures for related emotions, this component was removed from the model and 

not analysed within the current research program. The antecedent variables examined in the 

modified model include: Person Variables (Length of Time in Police Service, and 

Satisfactory Relationship with Spouse/Partner), Personal Coping Resources (Perceived 

Personal Control and Coping Self-efficacy), Job Characteristics and Global Job Insecurity, 

Primary (Motivational Relevance and Motivational Congruence) and Secondary Appraisal 

Variables (Other Accountability, Emotion-focused Coping Potential and Self-Coping 

Potential), Emotion (Positive, Negative and Angry Feelings) and Coping Strategies (Active, 

Emotion and Avoidant). The adaptational outcomes were Psychological Distress, Life 

Satisfaction and Job Withdrawal Behaviour. The main aim of this study was to test a model 

of appraisal, emotion, coping and adaptation following the experience of organisational 

change. The secondary aims were to examine (a) the relationships between the antecedent 

variables, (b) the relationships between the antecedent variables and the adaptational 

outcomes and (c) the extent that the effects of each of the antecedent components are 

additive and independent versus mediating the other components of the model on the 

adaptational outcomes. An additional focus of this study was to determine whether there 

were differences for males and females on the variables examined.  

The study was conducted in November 2002, three months after the restructuring of 

Regional Commands. Stratified random sampling was utilised by the Human Resource 

Department of the NSW Police Service to identify police officers within various ranks of 

the police service to participate in the study. Two thousand two hundred and eighteen 

police officers were invited to participate in the study, with a total sample of 303 police 

officers who responded. The antecedent variables and the indicators of employee 

adjustment were collected via a self-report questionnaire. To address the issue of common 

source bias, collateral data were obtained from a friend, spouse/partner or work colleague 

of the police officer for the dependent variables of Psychological Distress and Life 

Satisfaction. Hierarchical multiple regression analyses were applied to investigate the aims 

of this study. 

The third study used a two-wave longitudinal panel design in which the predictor 

variables and outcome variables collected at T1 were also collected at T2. The principle 

aim of this study was to test a model of appraisal, emotion, coping and adaptation following 

the experience of organisational change longitudinally. Specifically, the aim was to 

examine whether initial levels, and changes in levels over time in aspects of the proposed 
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model predicted later levels, and changes across time in the adaptational outcomes of 

Psychological Distress, Life Satisfaction and Job Withdrawal Behaviour. A second aim was 

to examine robust effects across three different longitudinal analyses to potentially identify 

the temporal precedence of variables in the model. The study was conducted in April and 

May, four to five months after the T1 data had been collected, and seven months after the 

restructuring of the Regional Commands. The 303 police officers who participated at T1 

were invited to participate in this second study. A total of 158 participants responded. As 

the aim of this study was to determine whether changes in the antecedent variables effected 

change in the adaptational outcomes, differences scores were calculated and used within 

hierarchical multiple regression analyses.  
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Figure 3.1   Framework for analysis and interpretation of data. 
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CHAPTER 4   - 

STUDY 1: JOB CHARACTERISTICS SCALE DEVELOPMENT 

4.1 Introduction 

4.1.1 Research Purpose 

The literature review established that, to date, there are no known theoretically-

derived measures assessing the potential loss of features of the work environment. This 

thesis proposed that this dimension of job insecurity would best be assessed with Warr’s 

(1987, 1999) vitamin model of work and well-being. This model provides an extensive list 

of features of the work environment valued by employees that may be perceived as 

threatened or impinged upon. The literature review endeavoured to establish the integration 

of the vitamin model with an appraisal theory, such as Lazarus’ (1991a, 1999) cognitive-

motivational-relational theory of emotion, in the investigation of employee adaptation to 

organisational change and job insecurity. One of the aims of this thesis was to evaluate the 

appraisal of threat to these features of the work environment within Lazarus’ appraisal 

theory to determine the effect of such threat appraisals on employees’ psychological well-

being, Life Satisfaction and Job Withdrawal Behaviour, both cross-sectionally and 

longitudinally. 

4.1.2 Research Aims 

It was expected that the Job Characteristics Scale would contain ten subscales 

assessing worry about changes to each of the ten job characteristics in Warr’s model, 

namely, valued social position, opportunity for interpersonal contact, opportunity for 

personal control, environmental clarity, externally generated goals, variety, opportunity for 

skill use, availability of money, physical safety, and supportive supervision. These 

subscales were expected to be moderately related. Exploratory and confirmatory factor 

analyses were expected to substantiate the ten-factor structure. Other aims included that 

each subscale: (a) would obtain a high level of reliability as demonstrated by the internal 

reliability coefficient, and (b) would have good construct validity as demonstrated by a 

significant correlation between the ten job characteristics subscales and each of 

Psychological Distress, Life Satisfaction and Global Job Insecurity. To balance 

considerations of reliability and discriminability, on the one hand, and manageable 
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demands on participants’ time on the other, the optimal subscale length was identified as 

approximately four items.  

4.2 Method: Phase 1 

4.2.1 Phase 1: Item Development 

The focus of this phase was to generate an ample number of items that represented 

each of the ten job characteristics of Warr’s (1987, 1999) vitamin model.  Items pertaining 

to these ten aspects formed the Job Characteristics Scale. 

4.2.2 Phase 1: Focus Groups 

4.2.2.1 Participants. 

Twenty-nine employed participants, nine male and 20 female, attended one of four 

focus groups. Participants were a convenience sample, recruited via notices that were 

posted at a university in South East Queensland. Participants who attended the focus groups 

were invited to enter a draw to win a gift voucher to the value of $50 at the store of their 

choice. Participants’ ages ranged from 22 years to 58 years (M = 38.62, SD = 12.17). Of 

those participants, 15 (51.7%) were employed in full-time employment, three (10.3%) in 

permanent part-time, eight (27.6%) in casual employment, and one (3.4%) in contract 

work; two participants did not identify their employment status. The participants worked 

within various areas such as Administration, Information Technology, Consulting, 

Aviation, Engineering, Police Service and Psychology. The majority of the participants, 21 

(72.4%), had a tertiary education, three (10.3%) had completed grade 12 or attended TAFE, 

and two (6.9%) had completed an apprenticeship or trade. Overall, the participants were 

secure in their job (M = 4.21, SD = 0.68) and were moderately satisfied with their current 

employment (M = 3.62, SD = 1.20), as assessed by two items with a 5-point scale ranging 

from insecure to secure and not satisfied to satisfied. 

4.2.2.2 Procedure. 

The focus groups were conducted at a location convenient to the participants. Focus 

groups were semi-structured and were of 90 minutes duration. The size of the groups varied 

from six to eight participants. Participants were allocated to a group based on the 

convenience of the location in which they lived or worked and the day or time that most 

suited them. The groups were facilitated by two females, one of these being the researcher 
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of the study. A focus group guide was developed to ensure consistency across the groups. 

Each focus group began with an introduction to the research project and an outline of the 

content to be addressed. Initially, a general discussion about job insecurity was fostered and 

then questions based on Warr’s (1987, 1999) vitamin model were used to guide this 

discussion. All focus groups were audiotaped, with participants providing consent for this. 

Confidentiality was assured.  

The audiotapes from the focus groups were transcribed verbatim. The transcripts 

were analysed by five post-graduate students and two academics applying content analysis. 

All seven people had considerable experience working with employed people and had 

detailed knowledge of organisational and occupational research. The post-graduate students 

and academics were provided with a statement about each of the ten aspects of Warr’s 

(1987, 1999) model to guide the content analysis process. Consequently, the data were 

coded according to the ten aspects of Warr’s vitamin model and themes were identified that 

were consistent with the job characteristics framework. For example, a response such as 

“not knowing what I am doing now is valued” was coded as Environmental Clarity, 

“having a place in the world” was coded as Valued Social Position, “I feel I have no control 

over aspects of my job” was coded as Opportunity for Personal Control, and “I feel 

restricted in how to use my finances” was coded as Availability of Money. 

Once the transcripts had been coded, the same five post-graduate students and two 

academics participated in the generation of 150 items (15 items representing each job 

characteristic), using a deductive process to ensure adequate content coverage (Schwab, 

1980). A stem for the items was also generated, “People feel insecure when aspects of their 

job are threatened. To what extent do you feel the following aspects are threatened in your 

job?” The items were phrased for a five-point Likert-type response scale, with the 

endpoints of “1” representing Extremely threatened and “5” representing Not threatened.  

Researcher bias was reduced in the item generation process by employing: (a) focus groups, 

with participants similar to whom the scale was ultimately intended, to generate the content 

of the items; (b) post-graduate students and academics with expertise working with 

employed people and knowledge of organisational and occupational research in the 

generation of items (see Gregory, 1996; Patterson, 2004 concerning the use of experts to 

generate items), and (c) an academic to facilitate the item generation session rather than the 

researcher.  
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4.3 Method: Phase 2 

4.3.1 Phase 2: Expert Rating of Preliminary Items 

4.3.1.1 Participants. 

Six academics and six post-graduate students with expertise in organisational 

research and scale development participated in the evaluation of the 150 items that had 

been generated in Phase 1. Note, the researcher did not participate in this process to reduce 

any bias that may result from her inclusion. 

4.3.1.2 Procedure. 

The participants were asked to rate the relevance of each item to the construct 

intended to be measured on a four-point scale of Not at all relevant to Very relevant, and to 

suggest alternate wording and/or structure for unclear items. The academics and post-

graduate students were provided with a statement about each of the ten aspects of Warr’s 

(1987, 1999) model to guide their decision making about the relevance of the items to each 

of the constructs.  Participants were also asked to evaluate the stem, providing suggestions 

if they felt that the stem was too wordy or unclear. Following this process, some of the 

items were adjusted, or re-worded. This version of the questionnaire was then pilot-tested 

using a sample of 30 university students for language usage and readability. After this step, 

one item from six of the constructs was removed due to use of colloquial language, and/or 

poor comprehension, thus, forming a 144 item version of the scale.  

4.4 Method: Phase 3 

4.4.1 Phase 3: Item Reduction 

The aim of this phase was to reduce the number of items for each of the ten job 

characteristics to form distinctive and unifactorial scales. Authors differ on the number of 

items required to form a reliable scale. For example, Kline (2000) suggests that at least 10 

items are necessary, while others state that reliability can be achieved using three (Cook, 

Hepworth, & Warr, 1981), four (Harvey, Billings, & Nilan, 1985), or five items (Hinkin, 

1985). A recommendation was made by Carmines and Zeller (1979) to limit the number of 

items comprising a scale, as, beyond a critical point, the addition of items gradually reduces 

the effect on internal reliability while demanding more of the participant’s time. Hinkin 

(1998) suggests that four to six items are appropriate. The discrepancy between these views 
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indicates there is no consensus as to the number of items required to form a reliable scale. 

When determining the number of items per factor for the current scale, the following issues 

were taken into consideration. First, ten job characteristics were being assessed, meaning 

that ten long scales may take an excessive time to complete, taxing the participants’ 

resources and motivation. Second, the survey was to be used with employed samples who 

would have other demands on their time, and thus, would not necessarily have the time 

available to complete a lengthy questionnaire. Therefore, four items for each of the ten 

constructs were targeted to ensure the scale was short, parsimonious and not over-taxing of 

participants’ time. As suggested by Kline (2000), item analysis was conducted first, 

followed by an exploratory factor analysis. 

4.4.1.1 Phase 3: Participants. 

Participants were a convenience sample of 202 university students, 151 (74.8%) 

female and 51 (25.2%) male, who were currently or recently employed in paid work. 

Participants’ ages ranged from 16 to 58 years (M = 26.96, SD = 10.20). Of those 

participants, 98 (48.5%) were employed in causal work, 40 (19.9%) in permanent part-time, 

59 (29.2%) in full-time work, four (2%) identified themselves as unemployed, and one 

(.5%) participant did not provide their occupational status. Participants were enrolled in 

various degrees including psychology, engineering, arts and business. Although a 

convenience sample was used, the participants were similar to the population for whom the 

scale was being developed. 

4.4.1.2 Measure. 

Job Characteristics Scale. This was the 144-item developed in Phases 1 and 2 of 

this study to assess participants’ perceptions of threats to features of their work 

environment. The stem used was “People feel insecure when aspects of their job are 

threatened. To what extent do you feel the following aspects are threatened in your job?” 

The scale comprised ten subscales based on Warr’s (1987, 1999) vitamin model. Example 

items include:  “Other people recognising the work that you do” (Valued Social Position), 

“Opportunity to become involved in leisure activities with work colleagues” (Opportunity 

for Interpersonal Contact), “The capacity you now have to influence your work conditions” 

(Opportunity for Personal Control), “Being clear about the expectations work has of you” 

(Environmental Clarity), “The standard of performance you need to achieve” (Externally 

Generated Goals), “The opportunity you now have to use the skills you possess” 
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(Opportunity for Skill Use), “The number of interesting things you get to do in your job” 

(Variety), “The level of pay you now get” (Availability of Money), “Being able to work 

without taking risks” (Physical Safety), and “How well your supervisor supports you” 

(Supportive Supervision). Participants responded on a 5-point Likert-type scale anchored 

“1” = Extremely threatened to “5” = Not threatened, with high scores on each of the 

subscales indicating that particular feature was not threatened within their work 

environment.  

4.4.1.3 Phase 3: Procedure. 

Surveys were completed during lectures and tutorials. Participants received credit 

towards an introductory psychology course for participating in the study. The survey took 

20 minutes to complete. Informed consent was obtained and confidentiality was assured. 

Participants were debriefed upon completion of the survey. 

4.4.1.4 Phase 3: Results. 

Preliminary Examination of Items. 

Inspection of item distributions demonstrated that there was variability across the 

response options for all of the items. Items that were identified as severely skewed or 

kurtotic were removed (standardised skew/kurtosis > 7). Inter-item correlations and item-

total correlations identified further items for removal. A strict cut-off level was applied to 

the inter-item (r > .7) and item-total correlations (r < .4) to identify items to be removed.  

Items were deleted if they met either of these criteria. T-tests were conducted to investigate 

whether males and females responded differently to the items. Items that were responded to 

significantly (p < .001) differently by males and females were removed. 

In this preliminary stage 78 items were removed, with 66 items remaining. Data 

pertaining to these 66-items were entered into an exploratory factor analysis, with the aims 

of generating a solution with 10 factors corresponding to the 10 job characteristics of 

Warr’s (1987, 1999) vitamin model, and obtaining four to six items to represent each of the 

constructs.  

4.4.2 Exploratory Factor Analysis 

To determine the factor structure of the Job Characteristics Scale, an exploratory 

factor analysis was conducted using principal axis factoring, as suggested by Kline (2000). 

As there was no theoretical reason to indicate that the subscales would be orthogonal, an 
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oblique (direct oblimin) rotation was used.  For this analysis, the Kaiser Meyer Olkin 

measure of sampling adequacy was high (.91) and the Bartlett’s Test of Sphericity was 

significant, χ2(780) = 5044.36, p < .001, suggesting the suitability of the data for factor 

analysis. An item was retained within a scale only if the item was originally written for that 

scale, and if the item loaded (> .3) on that one factor alone. Items that were designed to 

measure one construct but had their highest loading on another, or had multiple loading (> 

.3), or no loading (< .3), were removed from the scale.  

The initial exploratory factor analysis produced a solution in which both the scree 

plot and eigenvalues indicated that an 11-factor solution was appropriate for the data set. 

However, this solution was complex, with several items having multiple loadings in excess 

of .3, or items not loading at all on a factor. Applying decision rules provided by Kline 

(2000), solutions with fewer or more than the original 11 identified were tested. Based on 

the scree plot and eigenvalues (> 1.0), a nine-factor solution was identified as appropriate 

for the data set. In this solution, Supportive supervision and Environmental clarity items 

loaded on the same factor. However, when a 10-factor solution was forced, the ten factors 

conformed to theoretical expectations with all items loading on the expected factor.  

As the aim was to produce ten subscales of equal length, all scales were reduced to 

four items to be consistent with the length of the smallest factor, that of the four-item 

Opportunity for Interpersonal Contact scale that emerged from the factor analysis. This was 

done by removing the items with the smallest loadings on each of the remaining factors. 

When a final EFA was conducted using just the 40-items, a solution comprising ten factors 

with four items each was produced, accounting for 73.31% of the variance. Eigenvalues, 

percentages of variance explained, internal reliability coefficients and inter-factor 

correlations for this solution are presented in Table 4.1. Factor loadings are presented in 

Table 4.2.  

4.5 Phase 4: Confirmatory Factor Analysis and Construct and Divergent Validity 

Phases 1 to 3 identified ten scales based on Warr’s (1987, 1999) vitamin model. 

Phase 4 tested the factorial stability of the scale through confirmatory factor analysis (CFA) 

using AMOS 4.1 (Arbuckle & Wothke, 1995).  The data for this analysis came from a 

second independent sample which was collected as part of the cross-sectional study (see 

Chapter 5) of the thesis.  
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In addition to the confirmation of the factor structure, the construct validity of the 

subscales was assessed by examining a series of bivariate correlations of the ten job 

characteristics subscales with measures of Psychological Distress, Life Satisfaction, and 

Global Job Insecurity. There is a large body of literature that supports the association 

between job characteristics and well-being, both work-related well-being (i.e., 

psychological distress) and context-free well-being (e.g., life satisfaction; De Jonge, 

Dormann, Janssen, Dollard, Landeweerd, & Nijhuis, 2001; De Jonge & Schaufeli, 1998; 

Warr, 1987, 1994, 1999). Based on this research examining employees’ well-being in the 

workplace, it was expected that Psychological Distress would be positively associated with 

threats to the ten job characteristics. This suggests that individuals experience greater 

Psychological Distress when worried about changes occurring to aspects in their work 

environment. Further, it was expected that Life Satisfaction would have a negative 

relationship with the job characteristics, suggesting that Life Satisfaction is reduced when 

the individual worries about changes occurring to aspects of their job.  
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Table 4.1 

Phase 3: Eigenvalues, Percentage of Variance Explained, Internal Consistency and the Inter-factor Correlations for the 40-item Job 

Characteristics Scale. 

 

Correlations 
Factor 

Eigen- 
value 

Variance 
Explained Alpha 

1 2 3 4 5 6 7 8 9 10 

1. Supportive Supervision 14.82 37.04 .92 -          
2. Opportunity for Skill Use   2.84   7.10 .88 .35   -         
3. Opportunity for Interpersonal Contact   2.03   5.07 .84 .31 .45   -        
4. Physical Safety   1.95   4.87 .85 .51 .46 .41   -       
5. Opportunity for Personal Control   1.76   4.39 .88 .43 .48 .37 .50   -      
6. Availability of Money   1.47   3.67 .83 .41 .55 .37 .43 .46   -     
7. Valued Social Position   1.35   3.37 .81 .54 .50 .45 .47 .51 .45   -    
8. Variety   1.15   2.87 .87 .43 .63 .44 .41 .56 .57 .48   -   
9. Externally Generated Goals   1.09   2.73 .82 .46 .44 .43 .61 .52 .49 .54 .45   -  
10. Environmental Clarity     .88   2.19 .82 .60 .47 .49 .49 .54 .44 .60 .40 .59   - 
 
Note. All correlations were significant at  p < .001. 
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Table 4.2 

Phase 3: Principal Axis Factor Estimates of the Oblique (direct oblimin) Factor Loadings for the 40-item Job Characteristics Scale. 

Factor 
Item 

1 2 3 4 5 6 7 8 9 10 

Supportive Supervision           
The respect you have for your supervisor  .90 -.03 -.02  .02  .03  .08 -.05  .00  .00 -.02 
The trust you have in your supervisor  .86 -.03  .07  .00 -.02 -.04  .02  .00  .01 -.08 
How well you supervisor/s are managing the work  .75 -.07 -.03 -.03 -.08  .06 -.08 -.05 -.07 -.03 
How well your supervisor supports you  .71  .02 -.07 -.21 -.02 -.05 -.04 .12  .09 -.05 
Opportunity for Skill Use           
The opportunity you have to learn new skills for personal development  .02  .92 -.04  .01 -.12  .05 -.02 -.06  .00 -.02 
The opportunity you have to learn skills that will lead to advancement -.08  .74  .10 -.07  .01  .08 -.04  .04  .04 -.03 
The opportunity you have to develop your current skills  .07  .56  .07 -.13  .02 -.34 -.06  .23 -.02 -.01 
The opportunity you have to develop skills that will be useful to your career  .02  .41 -.08  .03 -.06  .15 -.06  .25 -.04 -.10 
Opportunity for Interpersonal Contact           
Opportunity to meet new people -.11  .04  .86 -.02 -.11 -.00 -.00 -.05 -.03  .01 
Opportunity to make new friends -.05  .14  .80 -.03 -.00  .00 -.04 -.04  .04 -.04 
Opportunity to become involved in leisure activities with work colleagues  -.04 -.08  .65 -.05  .12  .04  .03  .13 -.07  .02 
The opportunity to have meaningful interactions with workmates  .13 -.06  .54  .05 -.08  .04 -.13  .04  .06 -.08 
Physical Safety           
The need not to worry about work when you are at home -.01 -.02  .05 -.75 -.10  .14 -.07 -.06  .03 -.12 
The need not to work overly long hours  .07  .05  .07 -.67  .02  .04  .06  .01 -.13 -.01 
The capacity to take time out when you are stressed  .18  .18  .05 -.52  .07 -.10 -.03  .07 -.21  .06 
The capacity to work without pressure  .09  .02  .06 -.49 -.26 -.02 -.03  .06 -.15  .06 
Personal Control           
The capacity you have to choose which tasks you work on -.09 -.04 -.05 -.06 -.78 -.04 -.12  .13 -.08  .03 
The capacity you have to make decisions  .08  .04  .02  .02 -.74  .07 -.05 -.04 -.05 -.05 
The control you have over when you start a project  .13  .04  .05 -.09 -.70  .09 -.03  .02  .13 -.10 
The autonomy you have to make decisions about the work you do  .00  .11  .05  .00 -.62 -.02  .12  .09 -.10 -.04 
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Factor 
Item 

1 2 3 4 5 6 7 8 9 10 

Availability of Money           
The money to live a comfortable lifestyle  .02  .06  .05 -.13 -.03  .83 -.02  .02  .06  .02 
The ability to meet your financial responsibilities -.03 -.03  .04 -.03 -.04  .74  .03  .12 -.13 -.06 
The capacity to plan ahead based on what your income gives you  .05  .23  .07  .09  .03  .48 -.07  .13 -.08  .00 
The level of pay you get  .31  .07  .05  .04 -.03  .37 -.04  .01 -.16  .03 
Valued Social Position           
The status you have within your organisation  .04 -.05  .05  .03 -.20  .09 -.73 -.02 -.06  .00 
The prestige you have  .03  .11  .02 -.17  .07  .07 -.64  .02 -.09 -.07 
Your status in your job  .17  .09  .07  .13  .01 -.09 -.63  .06 -.20  .00 
Other people recognising the work you do a  .04  .07  .12 -.07 -.02 -.11 -.27  .13  .03 -.21 
Variety           
The variety you have in your job  .02  .04  .03 -.01  .00  .06  .04  .76 -.03  .01 
The number of activities you get to do in your job  .02  .05  .04  .03 -.05  .04 -.06  .73  .05 -.08 
The variety of tasks you get to do in your job   .01 -.04  .03 -.03 -.16  .14 -.10  .66  .06 -.05 
The opportunity you get to do new things in your job  .09  .25  .09  .03 -.11  .01  .07  .46 -.19  .14 
Externally Generated Goals           
The level of expertise you are expected to have in your job  .01 -.02 -.01 -.09 -.04  .05 -.05 -.04 -.78 -.03 
The concentration you have to have in your job -.02 -.06 -.03 -.11 -.06  .12 -.03  .02 -.55 -.10 
Keeping up with the level of expertise you need for your job -.05  .02  .07 -.05 -.04  .02 -.04  .03 -.51 -.13 
The level of commitment you are required to have in your job  .07  .12  .11 -.02 -.07 -.07 -.15  .06 -.46 -.06 
Environmental Clarity           
Being clear about who you work with  .08  .02 -.03 -.04 -.06 -.02  .04  .12 -.12 -.64 
Knowing where your job fits in -.03  .02 -.04 -.08  .00  .09 -.27 -.09 -.04 -.63 
Being clear about what you have to do  .20  .09  .20  .06 -.11  .05  .06 -.16 -.08 -.57 
Having a clear understanding of the way you have to work with others in 
your job 

 .17  .03  .15  .00 -.04 -.04  .07  .07 -.15 -.50 

a This forth item has a loading less than the criterion set. It was included in the subscale as it had the highest loading after the three already listed.  

 

92



 Job Change and Job Insecurity 93 
 

Past research has demonstrated that when aspects of the job are threatened or lost, 

employees experience increased levels of job insecurity (De Witte, 1999; Greenhalgh & 

Rosenblatt, 1984; Kinnunen et al., 2000; Mauno & Kinnunen, 2002). Job insecurity was 

expected to be negatively (due to transformation of this variable) associated with the ten job 

characteristics such that those individuals experiencing worry about changes occurring to 

aspects in their work environment would experience greater job insecurity. Support for the 

above hypotheses would provide support for the construct validity of the Job 

Characteristics Scale.  

4.5.1 Participants 

Participants were 303 police officers, comprising 137 (45.2%) males, 162 (53.5%) 

females and four (1.3%) who did not specify their gender. The sample is described fully in 

the report of the cross-sectional study (see Chapter 5).  

4.5.2 Measures 

The measures relevant to this scale validation study were administered concurrently 

with other scales for the cross-sectional study (see Chapter 5).  

Job Characteristics Scale. This is the 40-item measure developed in Phases 1 to 3 

of this study that assessed participants’ worries about changes to aspects in their work 

environment. Ten characteristics, based on Warr’s (1987, 1999) vitamin model, were 

assessed. All of the items and their respective constructs are presented in Table 4.2. Higher 

scores represented more worry about changes to aspects of the participant’s work 

environment. Table 4.3 provides the internal reliability coefficients for the current sample.  

Psychological Distress. Psychological distress was assessed using the 12-item 

version of the General Health Questionnaire (GHQ-12; Goldberg & Williams, 1988). This 

scale was designed as an indicator of current psychological health. The GHQ-12 has been 

widely used as a screening tool for psychological distress in occupational settings (e.g., 

Warr, 1987). The scale contains two sets of six items that assess healthy functioning and 

abnormal functioning. Participants respond on a 4-point scale with anchors such as better 

than usual to much less than usual, and not at all to much more than usual. Example items 

include, “Recently, have you felt that you are playing a useful part in things”/ “felt 

constantly under strain”/ “been able to enjoy your normal day-to-day activities” and “been 

losing confidence in yourself”. High scores indicate greater self-perceived psychological 
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distress. Goldberg and Williams reported an internal consistency of .85. The internal 

reliability for the current sample was .89. Support for the validity of the GHQ-12 has been 

demonstrated by Goldberg, Gater, Sartorius, Üstün, Piccinelli, Gureje et al. (1997) and 

Werneke, Goldberg, Yalcin, and Üstün (2000). 

Satisfaction with Life Scale (Diener, Emmons, Larsen, & Griffin, 1985). This is a 5-

item measure of global life satisfaction. Participants were asked to rate the extent of their 

agreement to the items using a 5-point Likert scale ranging from “1” = strongly disagree to 

“5” = strongly agree. Items include “In most ways my life is close to my ideal”, “I am 

satisfied with my life” and “If I could live my life over, I would change almost nothing”. 

Higher scores reflected greater life satisfaction. The internal reliability for the current 

sample was .89. Diener et al. found that the Satisfaction with Life Scale moderately 

correlated with other measures of well-being (such as happiness and self-esteem), thus 

providing support for the validity of the scale. 

Job Insecurity (Burchell, Ladipo, & Wilkinson, 2001). This construct was measured 

with five-items. Participants responded on a 5-point Likert-type scale anchored with “1” = 

rarely true to “5” = true most of the time. Items include: “I am afraid I will get fired”, “I 

fear I will lose my job” and “I think I might get fired in the near future”. One item on this 

scale was reversed scored. High scores on this scale suggest high levels of perceived job 

insecurity. The internal reliability for the current sample was .83.  
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Table 4.3 

Sample Size, Means and Standard Deviations for Job  Characteristic Subscales, GHQ, Life 

Satisfaction, and Job Insecurity, N = 293. 

Variable M SD α 

1.    Valued Social Position   8.61   3.81 .87 

2.    Opportunity for Interpersonal Contact   6.21   2.75 .82 

3.    Opportunity for Personal Control   9.50   4.20 .91 

4.    Environmental Clarity   7.79   3.59 .83 

5.    Externally Generated Goals   9.68   4.18 .89 

6.    Opportunity for Skill Use 10.05   4.38 .93 

7.    Variety   7.63   4.00 .92 

8.    Availability of Money 10.57   4.88 .93 

9.    Physical Safety 10.72   4.78 .89 

10.  Supportive Supervision   9.98   4.93 .93 

11.  Psychological Distress 23.22   5.50 .89 

12.  Life Satisfaction 16.19   4.15 .89 

13.  Global Job Insecuritya    6.73   2.94 .83 
a The job insecurity scores were transformed as the data were positively skewed. An inverse 
transformation was used, as recommended by Tabachnick and Fidell (1996). Due to the type of 
transformation used, high scores now represent low job insecurity. 
 

4.5.3 Phase 4: Procedure 

Chapter 5 describes the full set of procedures used to select this sample and 

administer the questionnaire. 

4.6 Phase 4: Results  

A confirmatory factor analysis (CFA) applying maximum likelihood procedures, 

using AMOS 4.1 (Arbuckle & Wothke, 1995) was conducted. Ten participants (N = 293) 

were not included in the CFA, as these surveys had not been returned at the time the 

analysis was conducted. In a CFA, an a priori structure is posited and the adequacy of the 

fit of the data to this structure is tested. The purpose here was to evaluate the factor 

structure of the Job Characteristics Scale developed in Phase 1 to 3, that is, that the Job 

Characteristics Scale represents a ten-factor multidimensional measure of the vitamins 
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identified by Warr (1987, 1999). The 40 job characteristic items were allowed to load freely 

on a single latent factor (e.g., the four items designed to represent the job characteristic of 

Valued Social Position [and no other items] were allowed to load freely on this factor). The 

correlations among the ten factors were freely estimated. Variances for all latent factors 

were fixed at unity to identify the model.  

The CFA confirmed the fit of the hypothesised ten-factor model, with all 40 items 

loading satisfactorily (p < .001) on their designated latent variable. Chi-square values and 

subjective indices of fit are reported in Table 4.4. The significant likelihood ratio test (chi-

square statistic) value suggests that the fit of the data to the model was not satisfactory. The 

likelihood ratio test is considered a very stringent evaluation of the fit of the data to the 

model (Byrne, 2001). First, this test is based on the central chi-square distribution which 

presumes that the model fits perfectly in the population. This is unrealistic as “postulated 

models (no matter how good) can only ever fit real world data approximately and not 

exactly” (Byrne, p. 81). Second, this test is influenced by sample size, with the larger the 

sample size the greater the likelihood of obtaining a substantial chi-square value, indicating 

that the model does not hold. Hence, due to the stringency of this test and the issues 

presented, the following goodness-of-fit-indices are recommended as presenting a more 

reliable and valid determination of the fit of the data to the hypothesised model (Byrne). 

The χ2/df ratio (1.57) also suggests that the fit of the data was unsatisfactory. Researchers 

(Carmines & McIver, 1981) have stated that a chi-square value two to three times greater 

than the degrees of freedom is indicative of a satisfactory fit of the data to the model. The 

Comparative Fit Index (CFI; Bentler, 1990), the Incremental Fit Index (IFI; Bollen, 1989) 

and the Tucker-Lewis Index (TLI; Tucker & Lewis, 1973) had values close to .95, 

reflecting a well-fitting model (Hu & Bentler, 1999). The Root Mean Square Error of 

Approximation (RMSEA; Steiger & Lind, 1980) was .044 with a 90% confidence interval 

ranging from .039 to .049. The confidence interval indicated with 90% confidence that the 

true RMSEA value for the population falls within these bounds, representing a good degree 

of precision (Byrne). The upper limit of the 90% confidence interval for the RMSEA of 

.049 was less than the cut-off of .05 usually considered indicative of a very good fit (Hu & 

Bentler). The closeness of fit (PCLOSE) was .98, greater than .50, as recommended by 

Joreskog and Sorbom (1996). The closeness of fit tests the hypothesis that the RMSEA is 

“good” in the population (Byrne). Taken together, these results indicate that the 
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hypothesised ten-factor structure of the Job Characteristics Scale provided a very good fit 

to the data. 

 

Table 4.4 

Goodness-of-Fit Indices for Ten-Factor Model of Job Characteristics Scale, N = 293 

Df χ2 χ2/df IFI TLI CFI RMSEA PCLOSE 

695 1087.89*** 1.57 .96 .95 .96 .04 .98 
Note. IFI = Incremental Fit Index (Bollen, 1989), TLI = Tucker-Lewis Index (Tucker & Lewis, 
1973), CFI = Comparative Fit Index (Bentler, 1990), RMSEA = Root Mean Square Error of 
Approximation (Steiger & Lind, 1980), PCLOSE = Probability of Close Fit (Browne & Cudeck, 
1993).  
Note. Ten participants (N = 293) were not included in the CFA, as at the time the analysis was 
conducted, these surveys had not been returned. 
*** p < .001. 

 

The initial results of the EFA in Phase 3, based on the eigenvalues and scree plot, 

indicated that a nine-factor model might provide a better fit to the data. To test the validity 

of a nine-factor solution, a second CFA was conducted. In the EFA model, three of the 

Environmental Clarity items loaded onto the Supportive Supervision factor, whilst the 

fourth item did not load on any of the factors. This was replicated in the nine-factor CFA. 

Each of the job characteristic items was allowed to load freely on a single latent factor. The 

correlations among the nine factors were freely estimated. Variances for all latent factors 

were fixed at unity to identify the model. Chi-square and subjective indices of fit are 

reported in Table 4.5.  

 

Table 4.5 

Goodness-of-Fit Indices for Nine-Factor Model of Job Characteristics Scale, N=293 

Df χ2 χ2/df IFI TLI CFI RMSEA PCLOSE 

666 1383.26*** 2.08 .92 .91 .83 .06 .00 
Note. IFI = Incremental Fit Index (Bollen, 1989), TLI = Tucker-Lewis Index (Tucker & Lewis, 
1973), CFI = Comparative Fit Index (Bentler, 1990), RMSEA = Root Mean Square Error of 
Approximation (Steiger & Lind, 1980), PCLOSE = Probability of Close Fit (Browne & Cudeck, 
1993). 
 *** p < .001. 
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The likelihood ratio test (chi-square statistic) value was large and significant for this 

model, similar to the 10-factor model, suggesting that the fit of the data was not 

satisfactory. However, χ2/df ratio of 2.08 indicated an acceptable fit of the data to the model 

(Carmines & McIver, 1981). The IFI and TLI for the nine-factor model were between .90 

and .95, suggesting a marginally satisfactory model. However, the CFI value for this 

solution was .83, less than the recommended value of .95, suggesting a poorer fit of the 

model. The RMSEA for the hypothesised nine-factor model was .06, with a 90% 

confidence interval ranging from .056 to .065. The upper bound of this interval is less than 

the value suggested by Browne and Cudeck (1993) but equal to the cut-off value proposed 

by Hu and Bentler (1999). The probability value associated with the closeness of fit of the 

RMSEA to the population was greater than .05 (PCLOSE = .00), suggesting that the 

RMSEA is not “good” in the population (Byrne). The results demonstrated that in 

comparison to the ten-factor solution the subjective indices of fit are less satisfactory, with 

the reduction in the CFI being the most notable. In addition, the RMSEA increased to .06 in 

the nine-factor solution from .04 in the ten-factor solution, with the test for closeness of fit 

(PCLOSE) of the RMSEA for the nine-factor model significantly greater than .05, 

suggesting that there was more error in the fit of the nine-factor solution. Thus, the CFA 

confirmed that the ten-factor model provided a better fit to the data.  

4.6.1 Relationship between Job Characteristics Scales and Psychological Well-being, 

Life Satisfaction and, Job Insecurity 

Table 4.3 presents the Phase 4 means, standard deviations and satisfactory internal 

reliability coefficients for each of the ten job characteristic subscales and for the measures 

of Psychological Distress, Life Satisfaction and Job Insecurity.  

Bivariate correlations were calculated to examine the relationship between scores on 

the job characteristics subscales and each of the scales measuring Psychological Distress, 

Life Satisfaction, and Job Insecurity. The job characteristics were found to be associated 

with each of these variables, in the expected direction (see Table 4.7). All ten job 

characteristic subscales were significantly (p < .001) associated with the GHQ in a positive 

direction. Four of the job characteristics (Valued Social Position, Opportunity for Personal 

Control, Availability of Money and Physical Safety) were identified as having a meaningful 

(> .32, indicating 10% or more of shared variance; Tabachnick & Fidell, 1996) relationship 

with the GHQ.  This indicates that the more worried the respondents were about changes 
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occurring to (a) the status and meaningfulness of their job, (b) the level of autonomy within 

their role, (c) their level of income, and (d) the absence of danger and provision of good 

working conditions, the greater their Psychological Distress.  

There were significant negative relationships between Life Satisfaction and the job 

characteristics of Valued Social Position, Opportunity for Personal Control, Externally 

Generated Goals, Opportunity for Skill Use, Availability of Money and Physical Safety, 

such that the more worried an individual was about changes occurring to these job aspects, 

the less their Life Satisfaction. Four of the job characteristics were not significantly 

associated with Life Satisfaction, although the association was in the expected direction. 

These were Opportunity for Interpersonal Contact, Environmental Clarity, Variety, and 

Supportive Supervision.  

Global Job Insecurity was found to be significantly associated in a negative 

direction with eight of the ten job characteristics (Valued Social Position, Opportunity for 

Personal Control, Environmental Clarity, Externally Generated Goals, Variety, Availability 

of Money, Physical Safety and Supportive Supervision). Thus, the more worried the 

individual was about changes occurring to these job aspects, the greater their perception of 

Global Job Insecurity. Three of the job characteristics (Valued Social Position, Physical 

Safety and Environmental Clarity) had notably stronger relationships to Global Job 

Insecurity than did the other characteristics. Specifically the police officers’ concern about 

changes to (a) the status and meaningfulness of their role, (b) their physical safety and (c) 

the level of information afforded by their work environment,  were more strongly related to 

the perceptions of Global Job Insecurity than were the other job characteristics. The two 

variables that did not have a significant relationship with Global Job Insecurity were 

Opportunity for Interpersonal Contact and Opportunity for Skill Use, although again the 

associations were in the expected direction. These findings provide support for the 

construct validity of the Job Characteristics Scale. 
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Table 4.6 

Pearson Product-Moment Correlations between Job Characteristics Scales and GHQ, Life 

Satisfaction, and Job Insecurity 

Variable PD LS GJI 

1.  Valued Social Position .39*** -.23*** -.29*** 

2.  Opportunity for Interpersonal Contact .21*** -.07 -.05 

3.  Opportunity for Personal Control .36*** -.15** -.16** 

4.  Environmental Clarity .29*** -.10 -.20*** 

5.  Externally Generated Goals .22*** -.12* -.15** 

6.  Opportunity for Skill Use .24*** -.21*** -.08 

7.  Variety .30*** -.04 -.12* 

8.  Availability of Money .35*** -.22*** -.18** 

9.  Physical Safety .42*** -.21*** -.26*** 

10.  Supportive Supervision .25*** -.10 -.17** 

Note. PD = Psychological Distress, LS = Life Satisfaction, and GJI = Global Job Insecurity. 
* p < .05.  ** p < .01.  ***  p < .001. 
 

4.7 Discussion 

This study achieved the aim of developing a psychometrically sound measure, 

founded on Warr’s (1987, 1999) vitamin model, which assessed appraisals of concern about 

changes to valued features of the work environment. The Job Characteristics Scale 

contained 10 subscales comprising four items each. These subscales represented each of the 

ten job characteristics within Warr’s model. The results indicated that this model provided a 

very good fit to the data.  

The results further suggested that the Job Characteristics Scale has good 

psychometric properties. The internal reliability coefficients for the subscales ranged from 

.82 (Opportunity for Interpersonal Contact) to .93 (Opportunity for Skill Use, Availability 

of Money, and Supportive Supervision). Support for the construct validity of the Job 

Characteristic Scale was obtained with each of the ten subscales relating to Psychological 

Distress, Life Satisfaction and Global Job Insecurity in the expected direction. The results 

demonstrated that all ten job characteristics were associated with Psychological Distress. 
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This finding was consistent with the large body of research that has identified relationships 

between evaluations of job characteristics and psychological well-being (e.g., De Jonge et 

al., 2001; De Jonge & Schaufeli, 1998; Warr, 1987, 1994, 1999). For this study, four 

characteristics were found to have a meaningful relationship with Psychological Distress 

such that the more worried the individual was about changes occurring to the status and 

meaningfulness of their job, the level of autonomy within their role, their level of income, 

and the absence of danger and provision of good working conditions, the greater their 

Psychological Distress. Research within the organisational change field (e.g., Callan & 

Dickson, 1992) has linked changes to work characteristics such as those within Warr’s 

model to psychological dysfunction (e.g., anxiety). The findings from this study suggest 

that for these police officers, changes to the work characteristics of Valued Social Position, 

Opportunity for Personal Control, Availability of Money and Physical Safety are most 

likely to be related to psychological well-being. 

Life Satisfaction was found to be negatively related with six of the job 

characteristics. Interestingly, there was a small relationship between Life Satisfaction and 

each of Opportunity for Interpersonal Contact, Environmental Clarity, Variety, and 

Supportive Supervision. There is no obvious reason for the lack of significant relationship 

between these variables and Life Satisfaction, as research within the organisational change 

literature has identified that role ambiguity, conflict and lack of clear expectations 

(Environmental Clarity) have been associated with life dissatisfaction (Jimmieson, 2000). It 

is possible that these particular work features are directly related to the work environment 

only, and thus may be less likely to affect a context-free well-being measure such as Life 

Satisfaction. On the other hand it may be that these particular features of the environment 

are not as highly valued for the population examined, and hence contribute little to their life 

satisfaction and life goals. Alternatively, there may be a mediating role of feelings and 

coping responses on Life Satisfaction for these particular job features as proposed by the 

model being examined in this thesis. Future research could more extensively examine the 

relationship between Life Satisfaction and worry about valued features of the work 

environment.  

The final outcome variable examined to test the construct validity of the job 

characteristics scale was Global Job Insecurity. Eight of the job characteristics were 

significantly associated with worry about the potential loss of the job, with Opportunity for 

Interpersonal Contact and Opportunity for Skill Use demonstrating non-significant 
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relationships with Global Job Insecurity. An issue that requires consideration is that Global 

Job Insecurity is also considered to be a component of the multidimensional definition of 

the construct of job insecurity, which incorporates potential loss of job and changes to job 

features (e.g., Greenhalgh & Rosenblatt, 1984; Hellgren et al., 1999). It is unclear how the 

loss of valued job features is expected to affect employee’s perceptions of the loss of the 

job. Future research could examine the relationships among these variables.  

4.7.1 Implications 

In order to study the phenomenon of job insecurity, theoretically based, 

psychometrically sound measures of the construct are required. The construct must be 

clearly defined and appropriately operationalised. There is some consensus (e.g., Ferrie et 

al., 2002; Hellgren et al., 1999; Mauno & Kinnunen, 2002) in the literature that the 

construct of job insecurity is multidimensional incorporating concern about potential loss of 

the job as well as potential loss of job features. This study developed a measure assessing 

worry about changes to valued job characteristics. Several scales have been developed to 

assess job insecurity. However, these measures have not a) necessarily been founded on a 

clear conceptual understanding of job insecurity and b) included items pertaining to specific 

job features (e.g., Jacobson & Hartley, 1991; Lahey, 1984; Probst, 2003).  

The current study, consistent with the movement within the job insecurity field, 

operationalised job insecurity as a subjective phenomenon that involves an appraisal of the 

potential loss of the job and/or aspects of the job, or both, existing along a continuum of 

none or minimal insecurity to high levels of insecurity. Perceptions of the employee at the 

current point in time (rather than at some future time) are implicit within this definition. 

Defining job insecurity in this manner permitted the development of a scale that assessed 

concern about changes occurring to valued job characteristics. Importantly, the 

development of this measure aids in the identification of specific features that are perceived 

to be affected by organisational change or crisis, and that subsequently may affect levels of  

psychological well-being, life satisfaction and work behaviour. This will be examined in 

subsequent studies reported in this thesis. Previous research has not developed a measure 

that comprehensively assesses concerns about those aspects in the work environment that 

are threatened during times of organisational change or crisis. Identification of features of 

the work environment that are perceived as threatened or having changed allows 

organisations to implement strategies to address employees concerns before they 
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substantially and negatively influence the functioning of the organisation and the wellbeing 

of the individual.   

4.7.2 Limitations and Future Research Directions 

A convenience sample of students was used in the initial phases of the Job 

Characteristics Scale development potentially affecting the validity and rigor of the scale. 

Albeit, a convenience sample of students was invited to participate, these students were 

undertaking diverse degrees and were similar to the target population for whom the scale 

was intended. A strength of the initial scale construction was the use: (a) of focus groups to 

provide data for item generation, and (b) the use of academics and post-graduate students 

with expertise in working with the employed and knowledge of organisational and 

occupational research to develop the scale items. The use of these procedures reduced the 

likelihood of researcher bias in the resultant items included in the scale. Additionally, a 

moderate-sized, homogenous sample of police officers was used in the confirmatory phase 

of the scale development. Replication of the factor structure of the Job Characteristics Scale 

is required with a larger sample size and employees from other work sectors. There is also 

some concern about whether a nine-factor or ten-factor model was more suitable for this set 

of 40 items, as initially the Environmental Clarity items and Supportive Supervision items 

loaded on the same factor. The ten-factor model was identified as a better fit to the cross-

sectional study data, however, future research could examine this further to ensure that a 

ten-factor model is most appropriate.  

This scale was developed to assess concern about changes to valued work features. 

Currently a supplemental scale is required to assess concern about losing one’s job. Future 

research could focus on developing an additional four-item subscale to assess employee’s 

concerns about losing their job to complement the scale developed here. Mauno and 

Kinnunen (2002) highlighted the need for an assessment scale that incorporates both 

multidimensional and emotional viewpoints of job insecurity. In the early years of 

conceptualising job insecurity, Jacobson (1991) argued that job insecurity has a cognitive 

(the likelihood of losing one’s job) and affective quality (of being concerned), emphasising 

that job insecurity involves a cognitive appraisal of the situation that elicits an emotion(s), 

which is based on the meaning of potential job loss, or loss of job features. The 

development of the current Job Characteristics Scale gave greater weighting to the 

cognitive appraisal of job insecurity, as the model investigated in this thesis assessed 
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emotion separately. Future research that does not examine a model incorporating emotion 

could investigate the possibility of assessing the job characteristics with a joint cognitive 

and emotive focus, similar to that of Probst (2003).   
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CHAPTER 5   - 

STUDY 2: CROSS-SECTIONAL STUDY OF JOB CHANGE AND JOB 

INSECURITY 

5.1 General Research Aims/Questions 

The main aim of this study was to test a model of appraisal, emotion, coping and 

adaptation following the experience of organisational change. The secondary aims were to 

determine: (a) the additive relationships between person variables and personal coping 

resources, job characteristics and job insecurity, primary and secondary appraisal, emotion 

and coping strategies, (b) the relationships between these variables and the adaptational 

outcomes of Psychological Distress, Life Satisfaction and Job Withdrawal Behaviour, and 

(c) the relationships between and among personal coping resources, job characteristics and 

global job insecurity, primary and secondary appraisal, emotion and coping strategies as 

they affect the adaptational outcomes. That is, to identify the extent to which the effects of 

each of these components are additive and independent, versus mediating on the other 

components of the model. This study also examined whether there were differences for 

males and females across the variables in the proposed model. 

5.2 Hypotheses 

Several propositions were examined in this study. First, it was expected that each 

component of the model would contribute additional variance to the understanding of each 

of the adaptational outcomes (Hypothesis 1). Second, it was anticipated that the variables 

would have a direct relationship with the adaptational outcomes when initially examined in 

the model, but as subsequent variables were entered these associations would become more 

distal and indirect (Hypothesis 2). This second hypothesis introduces the expectations 

concerning the indirect relationships that were anticipated, based on the literature reviewed 

and the propositions associated with the transactional model (Lazarus & Folkman, 1984), 

and the cognitive-motivational-relational theory of emotion (Lazarus, 1991a, 1999).  

Accordingly, it was hypothesised that: person variables and personal coping 

resources would be indirectly related to adaptational outcomes through job characteristics, 

primary and secondary appraisal variables, emotions, and coping strategies (Hypothesis 3). 

Job characteristics would be indirectly associated with adaptational outcomes through 

primary and secondary appraisal variables, emotions and coping strategies (Hypothesis 4). 
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Furthermore, emotions and coping strategies were proposed to mediate the effect of 

primary and secondary appraisal variables on adaptational outcomes (Hypothesis 5). 

Finally, coping strategies were anticipated to mediate emotions (Hypothesis 6), while 

having a direct effect on the adaptational outcomes (Hypothesis 7). In addition to the 

findings for the sample of police officers,  it was hypothesised that similar relationships 

between predictor and outcome variables would be identified for the observations made by 

the other source participants concerning police officers’ levels of Psychological Distress 

and Life Satisfaction. 

Based on the research reviewed, it was anticipated that there would be mean 

differences for male and female police officers on personal coping resources, job 

characteristics, appraisal variables, emotion, coping strategies and outcomes (Hypothesis 

8). The literature did not provide a clear indication of the direction for these differences 

between male and female police officers. Hence, directional hypotheses were not specified.  

5.3 Method 

5.3.1 Design 

A cross-sectional design was used in which the predictor variables (personal 

resources, job characteristics, perception of global job insecurity, appraisal components, 

feelings, coping strategies) and the indicators of employee adjustment (Psychological 

Distress, Life Satisfaction and Job Withdrawal Behaviour) were collected via a self-report 

questionnaire. Cross-sectional studies in the area of organisational stress can be difficult to 

interpret as a result of the effects of common source variance that may arise from the 

influence of response biases, occasion factors (e.g., mood states), and more enduring  

dispositional variables (see Spector, 1991; Spector & Brannick, 1995; Zapf et al., 1996). 

Thus, collateral data were obtained from a friend, spouse/partner or work colleague of the 

police officer for the dependent variables of Psychological Distress and Life Satisfaction. 

The study was conducted in November 2002, three months after the restructuring of 

Regional Commands. 
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5.3.2 Participants 

5.3.2.1 Police Officers. 

A total of 2,218 police officers were invited to participate in the study. Ninety-six 

surveys were returned unanswered from police officers who had left the service, retired or 

were on long-term medical leave. Of the remaining 2,122, 193 (9.0%) completed the survey 

in the first round mail-out. A reminder round of surveys was sent to 1,929 police officers 

four weeks after the initial mail out. An additional 112 police officers returned the surveys 

at this time. This gave a total of 303 Police officers, comprising 137 (45.2%) males, 162 

(53.5%) females and four (1.32%) who did not specify their gender. The response rate was 

14.2%. The Education and Research Department of the Police Service indicated that the 

response rate to surveys by police officers ranged from five percent to twenty-five percent. 

Based on this information, the response rate for the current study was comparable to that 

achieved in previous research with this population.  

The male police officers’ ages ranged from 24 years to 60 years (M = 42.31, SD = 

10.64). Of these, four (2.9%) were Probationary Constables, 23 (16.8%) Constables, 67 

(48.9%) Senior Constables, 31 (22.6%) Sergeants, four (2.9%) Senior Sergeants, six (4.4%) 

Inspectors and one (.7%) Chief Inspector. One male police officer did not specify his rank. 

The majority of the male police officers 86 (62.8%), worked within General Duties, 

followed by 14 (10.2%) in the Crime Management Unit, 11 (8%) in Highway Patrol, and 

five (3.6%) in Detectives. A large proportion, 64 (46.7%), of the male police officers had 

obtained a tertiary level education, 15 (10.9%) had completed Grade 12 and completed a 

diploma at TAFE, 28 (20.4%) had completed their senior high school years (11 and 12), 

eight (5.8%) had completed Grade 10 and a course at TAFE, 12 (8.8%) had completed 

Grade 10, and 10 (7.30%) did not specify their educational attainment.  

The female police officers’ ages ranged from 20 years to 50 years (M = 33.18, SD = 

6.88). Of these, eight (4.9%) were Probationary Constables, 44 (27.2%) Constables, 80 

(49.4%) Senior Constables, 18 (11.1%) Sergeants, three (1.9%) Senior Sergeants, six 

(3.7%) Inspectors, one (0.6%) Chief Inspector, and two (1.2%) who did not specify their 

rank. A large proportion, 78 (48.1%) of the female police officers worked within the 

General Duties section, followed by 19 (11.7%) in Crime Management Unit, 10 (6.2%) in 

Education and Development, nine (5.6%) in Highway Patrol, eight (4.9%) in Intelligence, 

seven (4.3%) in Detectives and three (1.9%) in Licensing. Most of the female police 
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officers, 91 (56.2%), had completed a tertiary level education, while 28 (17.3%) had 

completed their senior high school years (11 and 12) and a course a TAFE, 31 (19.1%) had 

completed years 11 and 12, seven (4.3%) had completed Grade 10 and a course at TAFE, 

four (2.5%) had completed Grade 10, and one (0.6%) person did not specify her level of 

educational attainment. 

5.3.2.2 Other Source. 

A total of 229 people nominated by the participating police officers, comprising 108 

(47.2%) male, 117 (51.1%) female and four (1.8%) who did not specify their gender, 

completed this survey. Of these, 166 (72.5%) identified themselves as wife, husband or 

partner, 33 (14.4%) as work colleague and 25 (10.9%) as other relationship (such as 

mother, daughter). Five (2.2%) did not specify their relationship with the police officer.  

5.3.3 Measures 

5.3.3.1 Measures Excluded. 

Data from several scales included in the questionnaire booklet were not analysed as 

part of this study. These scales included: the Life Orientation Test-Revised (LOT-R; 

Scheier, Carver, & Bridges, 1994), the Trait Meta-Mood Scale (TMMS; Salovey, Mayer, 

Goldman, Turvey, & Palfai, 1995), Core Relational Themes (Smith, Novacek, Lazarus, & 

Pope, unpublished, cited in Lazarus, 1991a), Positive and Negative Affectivity (PANAS; 

Watson, Clark, & Tellegen, 1988) and Physical Health (Isaksson & Johansson, 1997, cited 

in Hellgren et al., 1999). These scales were excluded due to: (a) poor reliability (e.g., the 

LOT-R [Scheier et al.] had an internal reliability coefficient for this sample of .50); (b) 

large degree of overlap among the measures (e.g., multicollinearity with the measure of 

emotions and the PANAS [Watson et al.]); and (c) the smaller sample size than expected, 

hence there was insufficient power to include all constructs in the analyses.  

5.3.3.2 Measures Included. 

Job Characteristics Scale (Bartrum, unpublished). This is the 40-item measure that 

assessed participants’ worries about changes to aspects in their work environment. Refer to 

Chapter 4 for details of the development and validation of this scale. Ten characteristics 

based on Warr’s (1987, 1999) vitamin model were assessed. Participants responded on a 5-

point scale ranging from not worried to extremely worried. Higher scores represented more 
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worry about changes to aspects of the participant’s work environment. The internal 

reliability for the subscales in the current sample was greater than .80. 

Primary Appraisal. The Measurement of Primary Appraisal (Smith et al., 

unpublished, cited in Lazarus, 1991a) comprises two aspects: Motivational Relevance, with 

two items (e.g., “How much do you care about the changes that are occurring in your 

job?”), and Motivational Congruence, with three items (e.g., “To what extent are there 

positive aspects to the changes that are occurring in your job – things that you do want, or 

are pleased about?”). The Motivational Relevance items measure the degree to which a 

situation is personally relevant to the person, while the Motivational congruence items 

assess the extent “to which the encounter is consistent or inconsistent with the person’s 

desires or goals” (Smith & Lazarus, 2001, p. 96). A high score indicates that the situation 

was relevant to the individual and was consistent with their desires or goals. Participants 

responded to the items in relation to the “changes that are currently occurring in your job”, 

on a 5-point scale ranging from (1) not at all to (5) extremely. The phrasing of the items 

was adjusted to suit the current study, as the scale had been developed to investigate 

situations retrospectively. For example, the item “How much did you care about what was 

happening in this situation?” was changed to “How much do you care about the changes 

that are occurring in your job?”  

An exploratory factor analysis of the responses of the 303 police officers was 

conducted to assess the scale’s dimensionality, as this measure had not been published and 

was modified for the current study. All five items were included in a principal axis factor 

analysis, using an oblique (direct oblimin) rotation. The Kaiser-Meyer-Olkin Measure of 

Sampling Adequacy (.60) and the Bartlett’s Test of Sphericity (F = 224.53, p < .001) 

indicated that the sampling adequacy of the data was acceptable (Tabachnick & Fidell, 

1996). Initially, two factors were identified, one representing Motivational Relevance and 

the other Motivational Congruence. However, this solution was factorially complex and not 

interpretable because one of the Motivational Congruence items cross-loaded with a 

Motivational Relevance item. When this item was removed, two clean factors remained 

with eigenvalues greater than one, accounting for 73.04% of the variance. Thus, the 

Motivational Relevance subscale contained two items, which were summed to form a total 

score for this subscale, and the two Motivational Congruence items were summed to form a 

total for this subscale (see Appendix A for eigenvalues, percentage of variance explained, 
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and inter-factor correlations). The internal reliability for the scales were .70 and .54, 

respectively. 

Secondary Appraisal. The measure of Secondary Appraisal (Smith et al., 

unpublished, cited in Lazarus, 1991a) contains 10 items that assess five components of 

secondary appraisal. These components are Self-accountability (e.g., “To what extent do 

you consider yourself to be responsible for the changes that are occurring in your job?”), 

Other-accountability (e.g., “To what extent do you consider someone else or something else 

to be responsible for the changes that are occurring in your job?”), Future expectancy (e.g., 

“How likely are the changes occurring in your job to turn out the way you want them to?”), 

Problem-focused Coping Potential (e.g., “How certain are you that you would be able to do 

something to make the changes occurring in your job turn out the way you want them to?”) 

and Emotion-focused Coping Potential (e.g., “How certain are you that you would be able 

to deal emotionally with the changes occurring in your job, however they turn out?”).  

Two items represent each secondary appraisal component. Self and Other 

accountability “determines who or what is to receive the credit or the blame for the 

outcome of the situation, and therefore who or what should be the focus of any subsequent 

coping efforts” (Smith & Lazarus, 2001, p. 96). Problem-focused Coping Potential “reflects 

evaluations of the person’s ability to act directly upon the situation to bring or keep it in 

accord with the person’s desires” (Smith & Lazarus, p. 96). Emotion-focused Coping 

Potential “refers to the perceived prospects of adjusting psychologically to the encounter by 

altering one’s interpretations, desires and/or beliefs” (Smith & Lazarus, p. 97). Future 

Expectancy refers to the “possibility of there being changes in the actual or psychological 

situation which would make the encounter seem more or less motivationally congruent” 

(Smith & Lazarus, p. 97). Participants responded to the items in relation to the “changes 

that are currently occurring in your job”, on a 5-point scale ranging from (1) not at all to (5) 

extremely. A high score on a subscale suggested that the appraisal component was 

characteristic of the respondent’s thoughts in the particular situation. The phrasing of the 

items was adjusted to suit the current study, as the scale had been developed to investigate 

situations retrospectively. For example, the item “To what extent did you consider 

SOMEONE OR SOMETHING else to be responsible for this situation?” was changed to 

“To what extent do you consider SOMEONE OR SOMETHING ELSE to be responsible 

for the changes that are occurring in your job?” 
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As this measure was unpublished and had been modified for the current study, an 

exploratory factor analysis was conducted to assess the scale’s dimensionality. All 10 items 

were included in a principal axis factor analysis, using a direct oblimin rotation. The 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy (.64) and Bartlett’s Test of Sphericity 

(F = 756.75, p < .001) indicated the suitability of the data for factor analysis (Tabachnick & 

Fidell, 1996). Initially, four factors were rotated based on the scree plot and eigenvalues 

greater than one. However, this solution was factorially complex, as one of the items did 

not have a factor loading greater than .3 on any of the factors. Once this item was removed, 

three interpretable factors remained, with eigenvalues greater than one and accounting for 

50.60% of the variance. The first factor, labelled Self-coping Potential, contained five items 

(two Problem-focused Coping Potential items, two Self-accountability items and one 

Future Expectancy item). These items were summed to form a total score for this subscale. 

The second factor, labelled Other Accountability, contained two items (originally 

developed for this subscale), which were summed to form a total for this subscale. The final 

factor, labelled Emotion-focused Coping Potential also contained two items (originally 

included in this subscale), which were summed to form a total for this subscale (see 

Appendix A for eigenvalues, percentage of variance accounted for and inter-factor 

correlations). The internal reliability for Self-coping Potential was .72, for Other 

Accountability .82, and for Emotion-focused Coping Potential .75.   

Emotion. Emotion Rating Form (Smith & Lazarus, 1993). This form contains 18 

clusters of adjectives, with three adjectives representing a single basic feeling or emotion. 

Participants responded on a 5 point scale anchored with 1 = not at all to 5 = extremely 

concerning about how they were feeling about the changes that were currently occurring in 

their job. Example adjectives included: “amazed”, “remorseful”, “frustrated”, “angry”, 

“eager”, “sad”, “relieved”, “anxious” and “happy.” A high score on a cluster of adjectives 

suggested that those emotions portrayed the participant’s feelings about the changes that 

were currently occurring in their job. On the other hand, a low score indicated that the 

cluster of adjectives were not relevant or did not portray respondents’ emotions in the 

situation. This scale had been modified by reducing the response format from a 9-point, to a 

5-point, Likert scale.  

As this measure had not been published and had been modified for the current 

study, an exploratory factor analysis was conducted. Inspection of the histograms for the 

items resulted in the removal of the items “guilt” and “bored” as not all of the response 
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points were represented by the sample (Kline, 2000). The remaining 16 items were 

included in a principal axis factor analysis, using a direct oblimin rotation. The Kaiser-

Meyer-Olkin Measure of Sampling Adequacy (.90) and Bartlett’s Test of Sphericity (F = 

2741.56, p < .001) indicated the suitability of the data for factor analysis (Tabachnick & 

Fidell, 1996). Three interpretable factors were found based on the scree plot, with 

eigenvalues greater than one and accounting for 65.30% of variance. Examination of the 

pattern matrix demonstrated that Factor 1, labelled Positive Feelings, contained eight items 

(joyful, appreciative, hopeful, calm, eager, interested, pleased and relieved), which were 

summed to form a total score for this subscale. The second factor, labelled Negative 

Feelings, had five items (sad, afraid, nervous, regretful and defeated), which were summed 

to form a total score for this subscale. The final factor, labelled Angry Feelings, comprised 

three items (angry, surprised and frustrated), which were summed to form a total score for 

this subscale (see Appendix A for eigenvalues, percentage of variance accounted for and 

inter-factor correlations). The internal reliability for Positive Feelings subscale was .91, for 

Negative Feelings .83 and for Angry Feelings .78. 

Coping. The revised version of the COPE scale (Coping Orientation to Problems 

Experienced Scale; Lyne & Roger, 2000) comprising 37-items was used to assess three 

coping styles (active coping, emotion coping and avoidance coping) that people use to 

respond to adversity. These three coping styles are consistent with coping styles identified 

by other coping questionnaires (e.g., see Endler & Parker, 1990; Olff et al., 1993). The 

original COPE scale (Carver et al., 1989) has been criticised for containing too many 

subscales (13 x 4-item scales and a single item scale) that demonstrated poor reliability 

(Endler & Parker; Lyne & Roger; Parker & Endler, 1992). In the revised version the Active 

Coping subscale contained 18 items, such as “I take additional action to try and get rid of 

the problem”; the Emotion Coping subscale contained 8 items, for example, “I let my 

feelings out”; and the Avoidance Coping subscale comprised 11 items, such as, “I say to 

myself this isn’t real”. Participants responded to the items on a 5-point Likert-type scale 

that ranged from (1) almost never to (5) almost always. Higher scores indicated more 

frequent use of that particular coping style. Lyne and Roger reported internal consistency 

properties for the 37-item COPE scale of .89 for Active (Rational) Coping, .83 for Emotion 

Coping and .69 for Avoidant Coping. For the present study, the internal reliability 

coefficients were .88 for the Active Coping subscale, .88 for the Emotion Coping subscale, 

and .82 for the Avoidant Coping subscale.  
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Perceived Personal Control. This construct, defined as the extent to which an 

individual views life in general as under personal control or as fatalistically determined, 

was measured by the 7-item Mastery Scale (Pearlin et al., 1981). Participants responded on 

a 4-point Likert scale anchored with (1) strongly disagree to (4) strongly agree. Example 

items included: “There is really no way I can solve some of the problems I have”, “I have 

little control over the things that happen to me” and “What happens to me in the future 

mostly depends on me”. Five of the items were reverse scored. Higher scores indicated 

greater perceived personal control. Support for the reliability and validity of this scale has 

been provided by Pearlin and Schooler (1978). The internal reliability coefficient for the 

current sample was .81.  

Coping Self-efficacy. This construct, defined as the belief that one can cope with 

adversity in various domains of human functioning, was measured with a 10-item scale 

(Jerusalem & Schwarzer, 1992). Items included “I can always manage to solve difficult 

problems if I try hard enough”, “I am confident that I could deal efficiently with 

unexpected events” and “If I am in trouble, I can usually find several solutions”. 

Participants responded on a 5-point Likert-type scale ranging from 1 = rarely true to 5 = 

true most of the time. High scores suggest that the individual believes that they have the 

ability to cope with adversity and persist in the face of barriers. Jerusalem and Schwarz 

provided support for the reliability and validity of this scale. The internal reliability for the 

current sample was .93. 

Global Job Insecurity. Refer to the Development of the Job Characteristics Scale 

chapter (Chapter 4) for a description of this measure. Five items from Burchell et al. (2001) 

assessed participants’ levels of job insecurity. The internal reliability for the current sample 

was .83. 

Outcome Measures.  Refer to the Development of the Job Characteristics Scale 

chapter (Chapter 4) for a description of the outcome measures of Psychological Distress, 

and Life Satisfaction. Psychological Distress was measured using the 12-item General 

Health Questionnaire (GHQ-12; Goldberg & Williams, 1988), while Life Satisfaction was 

assessed with the five-item Satisfaction with Life Scale (Diener et al., 1985). The internal 

reliability for the current sample for both scales was .89. 

Job Withdrawal Behaviour. Job withdrawal was assessed with a five-item subscale 

from the Work Withdrawal and Behaviour Scale reported by Hanisch and Hulin (1990, 

1991). The Work Withdrawal and Behaviour Scale is a 40-item scale that measures job and 
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work withdrawal behaviour as well as voluntary and involuntary organisational citizenship 

behaviours. Participants responded to all 40 items of this measure because the factor 

structure of this scale required further validation, as recommended by Hulin (personal 

correspondence, 2001). Participants responded on a 5-point scale anchored 1 = never to 5 = 

almost all of the time. Example items from the Job Withdrawal Behaviour subscale include: 

“Thought about leaving the organisation”, “Tried to find another job”, and “Talked to 

people about another job”. High scores on this subscale suggested greater frequency of job 

withdrawal behaviours. Probst (2002) used the job withdrawal behaviour subscale in her 

study of job insecurity. This subscale related to other variables in the expected manner, thus 

providing some support for the validity of this measure.  

As this scale had not been published and had been adjusted slightly for the current 

sample, an exploratory factor analysis was conducted to assess the scale’s dimensionality. 

A principal axis factor analysis, using a direct oblimin rotation was conducted with all 40 

items from the scale. The Kaiser-Meyer-Olkin Measure of Sampling Adequacy (.87) and 

Bartlett’s Test of Sphericity (F = 3616.75, p < .001) suggested the suitability of the data for 

factor analysis (Tabachnick & Fidell, 1996). Initially, ten factors were identified, however, 

this solution was factorially complex and not interpretable because of multiple factor 

loadings. Eight items were removed due to multiple loading across the factors. When the 

eight items were removed, five interpretable factors remained. These five factors had 

eigenvalues greater than one and accounted for 51.18% of the variance. The five factors 

identified were labelled Involuntary Organisational Citizenship Behaviour (eight items), 

Voluntary Organisational Citizenship Behaviour (seven items), Job Withdrawal Behaviour 

(five items), Work Withdrawal Behaviour (eight items), and a residual factor labelled 

Negative Work Behaviour (four items). The internal reliability for each of these factors was 

.86, .76, .84, .82, and .66 respectively. See Appendix A for eigenvalues, percentage of 

variance accounted for and inter-factor correlations. The current study used the Job 

Withdrawal Behaviour subscale as an outcome measure, as this behaviour has been 

identified as an outcome of perceived job insecurity in previous research (Probst, 2002).    

Demographic Information. Participants were asked to provide their gender, age, 

highest level of education achieved, length of time worked in police service, rank, the 

section in which they work, the period of time that they have worked in their current 

section, whether they had recently (within the past month) been transferred, and whether 

they had made the decision to be transferred. Participants were also asked if they were 
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currently in a satisfactory personal relationship and the number of days they had been 

absent from work due to illness over the past six months. 

5.3.3.3 Measures for collateral data collection. 

Collateral source participants completed two of the outcome measures that were 

completed by the police officers. These were the General Health Questionnaire (GHQ-12; 

Goldberg & Williams, 1988) and Life Satisfaction Scale (Diener et al., 1985). The stem for 

each of the scales was modified to indicate that the collateral source participant should 

respond based on their observation of the police officer in question. The introductory 

statement read as “Please respond by drawing on your everyday observations of and 

conversations with the police officer . . . . please circle the response that you have observed 

to be most true for the police officer”. The response format was the same as for the police 

officers. Internal reliability for the two scales were: GHQ = .91 and Life Satisfaction Scale 

= .87.   

Collateral source participants were also asked to provide their gender and to indicate 

their relationship to the police officer.  

Refer to Appendix B for a copy of the questionnaires provided to police officers and 

other source participants.  

5.3.4 Procedure 

Stratified random sampling was utilised by the Human Resource Department of the 

NSW Police Service to identify police officers within various ranks of the police service to 

participate in the study. Mailing labels were provided by the Human Resource Department. 

Table 5.1 identifies the ranks from which the current sample was obtained, the proportion 

of the police officers sampled from within each rank, and the corresponding proportions in 

the population of NSW police officers. Chi-square analyses indicated that there was no 

significant difference by rank between the percentage of police officers obtained for the 

current study in comparison to the general population of police officers, χ2(4) = 6.00, p > 

.05, nor was there a significant difference between the percentage of women police officers 

in the general population of the Police Service and the percentage in the current sample, 

χ2(4) = 6.00, p > .05. An equal number of male and female police officers was obtained 

from each of the ranks (Chief Superintendent, Superintendent, Chief Inspector, Inspector, 

Senior Sergeant, Sergeant, Senior Constable, Constable and Probationary Constable) within 

the Police Service.  
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Participants were provided with a questionnaire package containing an information 

sheet, consent form, questionnaire booklet for themselves, and an instruction sheet and 

survey with a stamp addressed envelope to give to their wife/husband/partner, work 

colleague or friend. The questionnaire booklet for the police officers and the survey for the 

collateral source were coded so that they could be matched upon return to the researcher. 

The questionnaire package was mailed to each of the police officer’s work address. Written 

consent was obtained from the police officers and confidentiality maintained throughout the 

process. 

Several strategies (see Ransdell, 1996; Roth & BeVier, 1998) were used to increase 

the response rate for the current study, such as including photos of the researchers on the 

information sheet, sending out a second copy of the survey with a reminder letter to the 

police officers six weeks after the initial mail out, and sending out newsletters to inform 

participants of the results of the survey two months after the final data were obtained. In 

addition, police officers who completed and returned the survey were offered the 

opportunity to enter into a draw to win a $250 gift voucher. 

 

Table 5.1 

Comparison of Current Sample to the Population of Police Officers 

Rank NSW Police 
population Current   sample Women within 

Police Service 
Women within 
current sample 

Senior Officer  605  (4.4%)  14  (4.7%)  35  (1.1%)  7  (4.4%) 
Senior Sergeant and Sergeant  2,123  (15.5%)  56  (18.9%)  190  (6.1%)  21  (13.1%) 
Senior Constable, Constable, and 
Probationary Officers 

10,985  (80.1%)  226  (76.4%)  2,877  (92.8%)  132  (82.5%) 

Total 13,716  296a  3,102  160 
a Seven participants did not specify their rank 

 

5.4 Results 

5.4.1 Overview of Analyses 

Initially, the assumptions for the hierarchical multiple regression analyses are 

reviewed. The descriptive statistics (sample size, mean and standard deviation) for each of 

the variables examined in the study are presented. Pearson bivariate correlations were used 

to examine the strength and direction of the relationships between the independent variables 

and the outcome variables of Psychological Distress, Life Satisfaction and Job Withdrawal 
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Behaviour. The meaningful relationships (r > .32, Tabachnick & Fidell, 1996, correlations 

of equal to or greater than .32 or 10% of the shared variance indicate “meaningfulness”) 

among the explanatory and outcome variables are discussed. Multivariate Analysis of 

Variance (MANOVA) and independent sample t-tests were conducted to examine whether 

there were any mean differences across male and female police officers on the explanatory 

and outcome variables.  

Hierarchical multiple regression analyses were deemed the appropriate analysis, as 

the focus of the study is on examining the theoretical model based on Lazarus’ (1991a, 

1999) cognitive-motivational-relational theory of emotion and Warr’s (1987, 1999) vitamin 

model (refer to Figure 5.1).  The order in which the predictor variables were entered into 

the analyses was based on logical as well as theoretical grounds. The independent variables 

that meaningfully correlated with the dependent variables (Psychological Distress, Life 

Satisfaction and Job Withdrawal Behaviour) were entered at the appropriate steps of the 

analysis. A r > .32 was chosen to obtain medium power based on N = 300. In addition to 

ensuring that there was adequate power for the analyses, this procedure minimised possible 

suppressor or spurious effects among the predictor variables. 

The variables were entered into the hierarchical multiple regression analyses in the 

following order. All demographic variables (e.g., Length of time in Police Service and 

Satisfactory Relationship with Spouse/Partner) and personal coping resources variables 

(e.g., Perceived Personal Control and Coping Self-efficacy) that were meaningfully related 

to the outcome were entered in Step 1. These variables are relatively stable dispositional 

and background factors that are unlikely to be greatly affected by changes in the police 

officers’ work environment, but, nonetheless may have a remote or distal relationship with 

the police officers’ levels of Psychological Distress.   

In Step 2, the ten job characteristics identified in Warr’s (1987, 1999) vitamin 

model and Global Job Insecurity were entered.  The job characteristics are valued features 

associated with the work environment that may be perceived as threatened as a result of the 

organisational changes. Perception of Global Job Insecurity was also entered at this stage as 

this is a perception of the work environment that may affect the police officers’ goals and 

commitments and thus, the appraisals that they make. Logically, variance in police officer’s 

levels of Psychological Distress due to these job characteristics must be considered before 

taking into account the variance due to the police officers’ appraisal of the changes in the 

workplace. The notion that perceptions of job characteristics and job insecurity precede 
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primary and secondary appraisal processes is consistent with the logic of Lazarus and 

Folkman’s (1984) model.  

Lazarus (1991a, 1999) and several other researchers (e.g., Roseman, 1991; Scherer, 

1984; Smith & Lazarus, 1993) proposed that appraisals are influenced by dispositional and 

environment factors, and, in turn influence the affect or emotion experienced as a 

consequence. Appraisal components (Motivational Relevance, Motivational Congruence, 

Other Accountability, Self-coping Potential and Emotion-focused Coping Potential) were 

entered at Step 3. Lazarus (1991a) argued that, for an event or situation to evoke an 

emotion, there has to be some meaning for the individual. Appraisal determines the 

meaningfulness of the event for the individual, thereby producing an emotion. Thus, 

appraisals are proposed to precede and to be directly related to emotion. In Step 4, emotion 

(Positive, Negative and Angry Feelings) were entered.  Emotions were proposed to be 

directly associated with the coping strategies employed by the police officers.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5.1   Framework for analysis and interpretation of data. 
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In the final step (Step 5), coping was entered, as Lazarus (1991a, 1999) proposed 

that the use of coping strategies occurs after appraisal and initial affective responses. 
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Coping may produce a reappraisal, or may directly influence the individual’s 

psychological, physical and social well-being. In this study, coping was proposed to be the 

most proximate determinant of Psychological Distress, Life Satisfaction and Job 

Withdrawal Behaviour.   

Hierarchical multiple regression analyses were conducted with the total sample for 

each of the three dependent variables and for the other sources’ perceptions of the police 

officers’ Life Satisfaction and Psychological Distress. These analyses were conducted to 

control for potential common source bias that occurs when data are collected from the same 

individuals (i.e., police officers) or using the same method (i.e., surveys).   

For each hierarchical multiple regression analysis, the coefficient of determination 

(R2) is reported. This indicates the overall percentage of variance in the outcome variable 

that was accounted for by the predictor variables once all variables had been entered. 

Adjusted R2 is also reported as this measure takes into account sample size. The change in 

the coefficient of determination (∆R2) is presented at each step of the analyses, to identify 

the additional variance accounted for in the outcome variable by the predictor variables. In 

addition, the strength of relationships between the outcome variables and the explanatory 

variables in the analyses is provided by reporting the partial standardised regression 

coefficients (beta weights). The closer these coefficients approximated +1.0 or -1.0, the 

more important the variable is to the solution. The percentage of unique variance (obtained 

by squaring the semi-partial correlation; sr2) accounted for by significant (p < .05) 

individual predictors is also reported. 

To determine whether the variables in the proposed model perform mediating roles, 

the following logic was applied. Full mediation was demonstrated when beta weights of the 

independent variables entered in the earlier steps of the hierarchical regression analysis 

(e.g., personal coping resources) were significant when entered but were reduced to zero 

upon entry of the hypothesised mediating variables (e.g., Job Characteristics and Global 

Job Insecurity) entered in the subsequent steps (Baron & Kenny, 1986; James & Brett, 

1984). Partial mediation was present when the strength of beta weights were substantially 

reduced, regardless of whether they remained statistically significant (Baron & Kenny; 

James & Brett; Jimmieson et al., 2004).  
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5.4.1.1 Assumptions for Hierarchical Multiple Regression Analyses. 

The assumption of normality was met for all variables except Global Job Insecurity 

and Opportunity for Interpersonal Contact, which were positively skewed (standardised 

skewness value = 12 and 10, respectively). These variables were transformed using inverse 

transformation for positive skew, as recommended by Tabachnick and Fidell (1996). High 

scores on the transformed Global Job Insecurity scale now represent low job insecurity and 

high scores on the Opportunity for Interpersonal Contact subscale indicates low concern 

about changes occurring to the quality of interaction with work colleagues and contact with 

others. Three participants were removed from the analyses due to lack of complete data 

across all the variables, reducing the number of participants to 300.  

The correlation table and tolerance values were inspected to determine whether 

there were any multicollinearity concerns among the predictor variables. There was no 

multicollinerity identified among the predictor variables all (r’s < .9, Tabachnick & Fidell, 

1996) and tolerance levels were not close to 0. The assumptions for regression analysis of 

independence, linearity, and homoscedasticity were also met. Thus, it was deemed 

satisfactory to enter the predictors and dependent variables into the analyses.  

To detect a medium relationship between the independent variables and the 

dependent variables (α = .05, β = .20) in the hierarchical multiple regression analyses for 

this study, a minimum of 154 participants was required (Tabachnick & Fidell, 1996). When 

taking into account effect size, smaller effect sizes require larger sample sizes (.15, 

Tabachnick & Fidell). Hair et al. (1998) and Tabachnick and Fidell recommend that 20 

participants per independent variable is necessary. With a sample size of 300 police 

officers, this permits a maximum entry of 15 predictors, and the entry of 11 predictors for 

the other source sample (N = 227).  Thus, to account for smaller effect sizes and to ensure 

sufficient power, a maximum of 15 independent variables were entered into the hierarchical 

regression analyses. 

5.4.2 Preliminary Analyses 

Descriptive statistics (sample size, means, and standard deviations) for the 

independent and dependent variables for the total sample and for male and female police 

officers separately are presented in Table 5.2. The descriptives for the other sources’ 

perceptions of police officers’ Life Satisfaction and Psychological Distress are also 

provided in Table 5.2.  
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Table 5.2 

Sample Size, Means and Standard Deviations for the Total Sample, and for Male and Female Police Officers for each of the Independent 

and Dependent Variables 

Total Males Females 
Variables 

Na M SD Na M SD Na M SD 
Person Variables          
 Perceived Personal Control 300 20.88 3.35 137 20.65 3.33 161 21.11 3.37 
 Coping Self-efficacy 299 35.88 7.09 136 36.52 6.91 161 35.42 7.22 
Job Characteristics          
 Valued Social Position 300   8.66 3.80 137   9.04 3.94 161   8.34 3.66 
 Opportunity for Interpersonal Contact 300     .19   .06 137     .20   .06 161     .18   .06 
 Opportunity for Personal Control 300   9.45 4.20 137   9.51 4.27 161   9.43 4.15 
 Environmental Clarity 300   7.76 3.58 137   7.75 3.49 161   7.78 3.67 
 Externally Generated Goals 300   9.68 4.18 137   9.57 4.01 161   9.77 4.35 
 Opportunity for Skill Use 300 10.05 4.37 137 10.19 4.69 161   9.98 4.09 
 Variety 300   7.60 3.98 137   7.12 3.74 161   8.02 4.17 
 Availability of Money 300 10.55 4.88 137 10.66 4.99 161 10.51 4.80 
 Physical Safety 300 10.71 4.76 137 10.47 4.70 161 10.90 4.83 
 Supportive Supervision 300   9.96 4.93 137 10.18 4.85 161   9.82 5.00 
Global Job Insecurity 299 .17 .05 136 .16 .05 161 .17    .04 
Primary Appraisal          
 Motivational Relevance 300   7.36 1.94 137   7.45 1.94 161   7.27 1.94 
 Motivational Congruence 300   4.77 1.48 137   4.93 1.49 161   4.61 1.46 
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Total Males Females 
Variables 

Na M SD Na M SD Na M SD 
Secondary Appraisal          
 Other Accountability 300   7.47 1.90 137   7.58 1.81 161  7.37 1.98 
 Self-coping Potential 300 10.55 3.67 137 10.48 3.57 161 10.57 3.75 
 Emotion-focused Coping Potential 300   6.98 1.75 137   7.09 1.74 161   6.89 1.76 
Feelings          
 Positive Feelings 299 18.39 7.11 137 18.15 6.85 160 18.55 7.38 
 Negative Feelings 299   8.05 3.59 137   8.44 3.89 160   7.67 3.28 
 Angry Feelings 300   6.67 3.05 137   7.22 3.19 161   6.17 2.86 
Coping Strategies          
 Active Coping 294 60.49 8.98 136 60.56 8.74 156 60.61 9.12 
 Emotion Coping 294 21.15 6.35 136 18.65 5.80 156 23.31 6.06 
 Avoidant Coping 295 23.62 5.82 136 24.15 6.26 157 23.17 5.34 
Outcomes          
 Psychological Distress 299 23.37 5.67 137 23.02 6.13 160 23.68 5.67 
 Life Satisfaction 300 16.09 4.20 137 15.15 3.89 161 16.87 4.32 
 Job Withdrawal Behaviour 298   9.24 4.34 136   9.40 4.26 160   9.09 4.41 
Other source variables          
 Psychological Distress 227 23.62 5.72 103 22.89 5.77 123 24.20 5.65 
 Life Satisfaction 226 16.22 4.52 102 16.33 3.98 123 16.12 4.08 
a  Sample sizes differ as not all participants completed all scales.  

1
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Pearson bivariate correlations for the police officers are presented in Table 5.3. The 

intercorrelations among the outcome variables were low to moderate (r’s = -.26 to -.49) for 

the sample, suggesting that distinct aspects of the police officers’ well-being and work 

behaviour were being assessed.  

There were several meaningful relationships among the explanatory variables and 

the outcome variables for the police officers, and other sources’ perceptions of police 

officers’ Psychological Distress and Life Satisfaction. All meaningful relationships were 

significant at p < .001. The correlations between the predictor and outcome variables are 

reported in the following paragraphs in descending order based on the magnitude of the 

relationship. Gender was not meaningfully related to any of the outcome variables and 

consequently was not included in the hierarchical regression analyses.  

For the total sample, Psychological Distress was positively associated with Negative 

Feelings (r = .52), Angry Feelings (r = .41), Valued Social Position (r = .40), Physical 

Safety (r = .39), and Avoidant Coping (r = .37), while negatively associated with Perceived 

Personal Control (r = -.55), Global Job Insecurity (r = -.46), Emotion-focused Coping 

Potential (r = -.45), and Positive Feelings (r = -.43). Thus, Psychological Distress, as 

measured by GHQ, appears to increase with worry about certain job characteristics (the 

status and meaningfulness of the job and one’s physical safety within this position), a sense 

of job insecurity, experience of unpleasant emotions and use of avoidant coping strategies. 

Of note, is the finding that the more confident the police officers were of their emotional 

adjustment to the organisational changes (a secondary appraisal component), the less 

Psychological Distress they experienced.  

Life Satisfaction for police officers was meaningfully and positively associated with 

Perceived Personal Control (r = .45) and Positive Feelings (r = .34), suggesting that a 

perception of personal control, and the experience of positive emotions, contributed to their 

life satisfaction. Life Satisfaction is a non-work contextual variable, and was not 

meaningfully related to those variables associated with the work environment (such as the 

job characteristic variables or Global Job Insecurity) or evaluations of the changes that 

occurred in the workplace.  

With Job Withdrawal Behaviour, the variables meaningfully and positively 

associated with this variable for the police officers were Negative Feelings (r = .49), Angry 

Feelings (r = .43), and Avoidant Coping (r = .38). Job Withdrawal Behaviour was 

negatively associated with Global Job Insecurity (r = -.42), Positive Feelings (r = -.38) and 
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Emotion-focused Coping Potential (r = -.36). Thus, Job Withdrawal Behaviour appears to 

increase with unpleasant emotions, a sense of global job insecurity and the use of avoidant 

coping. Notably, worry about changes to work environment characteristics does not appear 

to meaningfully influence Job Withdrawal Behaviour for police officers. Though, the more 

confident the police officers were of their emotional adjustment to the changes occurring in 

the workplace the less Job Withdrawal Behaviours reported. Thus, the secondary appraisal 

component of Emotion-focused Coping Potential appears to have an effect on the levels of 

both Psychological Distress and Job Withdrawal Behaviour of police officers.  

The other sources’ perceptions of the police officers’ Psychological Distress was 

moderately and positively associated with the police officers’ self-reports of Psychological 

Distress (r = .47), suggesting that the other sources’ perceptions were congruent with the 

police officers’ perceptions of distress. Perceived Personal Control (r = -.37) and Negative 

Feelings (r = .32) were meaningfully associated with others’ perceptions of Psychological 

Distress, such that the greater the police officers’ self report of negative feelings about the 

changes that occurred in the workplace, and the less their perception of perceived control, 

the greater the other sources’ perception of police officers’ Psychological Distress. These 

aspects were also found to be associated with police officers’ self-reports of Psychological 

Distress. 

The others’ perception of Life Satisfaction was moderately and positively associated 

with the police officers’ self-report of Life Satisfaction (r = .51), suggesting that the two 

sources of data were congruent. Perceived Personal Control (r = .35) was meaningfully 

related to others’ perceptions of Life Satisfaction, suggesting that the greater the perception 

of the police officers’ perceived control the greater the others’ perception of the police 

officers’ Life Satisfaction. This was also found for the police officers’ self-report of Life 

Satisfaction. The moderate convergence of findings across the police officers’ reports of 

Psychological Distress and Life Satisfaction with other source’s perceptions were 

consistent with other studies using informant report methodology (e.g., Barsky, Thoresen, 

Warren, & Kaplan, 2004; Judge, Erez, & Thoresen, 2000) 
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Table 5.3 

Bivariate Correlations among all the Variables for the Police Officers 
    1    2    3    4    5    6    7    8    9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33 

1 -
2 32 -
3 54 -52 -
4 46 -55 73 -
5 48 -47 62 63 -
6 50 -40 62 60 61 -
7 41 -49 58 61 53 51 -
8 39 -41 42 48 46 50 46 -
9 7 1 5 7 2 0 8 8 -

0 1 3 4 6 0 6 4 5 9 -
1 3 1 2 9 2 6 2 0 4 4 -

3 3 8 5 9 9 7 9 3 4 4 0 4 -

8 0 7 8 6 3 7 0 4 7 8 7 0 2 7 9 2 7 -

 4 -4 5 5 6 5 4 5
1  4 -3 5 5 4 4 4 4 4
1  2 -1 2 1 2 1 1 2 2 2
12 -20 -03 -05 -03 04 -04 -03 -11 -15 -15 03 -
1  2 -0 1 1 1 1 0 1 1 1 3 -1
14 -16 -10 -04 -05 -01 -13 -06 -12 -14 -15 10 55 -21 -
15 -30 10 -21 -19 -17 -15 -17 -17 -27 -17 -01 29 02 27 -
16 -31 03 -16 -12 -13 -16 -10 -12 -19 -25 06 48 -14 50 37 -
17 41 -20 32 32 34 26 24 28 43 35 19 -21 27 -20 -41 -32 -
1  5 -1 3 3 3 2 3 3 3 3 3 -3 3 -2 -2 -3 6
19 -09 01 10 04 06 02 -05 -05 -02 02 25 21 08 26 24 38 -05 00 -
20 10 -19 10 14 12 02 15 09 16 09 19 01 08 07 -14 08 21 17 19 -
21 16 -14 11 13 17 04 08 06 18 14 -00 -03 11 -13 -34 -28 47 32 -04 20 -
22 40 -22 31 25 22 22 27 31 39 23 11 -21 16 -25 -45 -43 52 41 -15 19 37 -
23 -24 10 -13 -09 -11 -21 -03 -21 -20 -09 -01 09 -15 20 27 39 -29 -21 18 13 -21 -49 -
24 27 -16 24 28 17 26 22 25 25 27 07 -16 12 -19 -36 -38 49 43 -06 13 38 46 -26 -
25 -27 10 -19 -13 -18 -12 -13 -17 -31 -13 06 19 -01 29 47 46 -44 -31 24 -01 -53 -55 45 -31 -
26 -13 15 -11 -15 -20 -07 -11 -05 -20 -08 10 13 04 12 45 34 -15 -02 35 -02 -27 -31 27 -21 42 -
27 -26 05 -16 -20 -15 -10 -12 -19 -26 -17 -09 06 -05 13 41 27 -49 -39 10 -09 -34 -46 25 -42 44 29 -
28 03 08 -06 -09 00 -07 -11 -17 -05 -03 -01 09 06 00 03 -14 08 06 01 -26 22 -00 -21 -11 -18 -02 00 -
29 -09 -13 -01 00 02 -03 11 -02 05 -04 -05 -11 -06 01 -06 03 -11 -17 00 37 -08 06 20 07 07 -08 07 -47 -
30 -01 -09 08 05 05 10 06 08 05 08 01 06 00 -00 -05 -07 07 -02 03 -02 03 21 -37 -02 -10 01 -02 02 08 -
31 11 06 00 -05 02 -06 -07 -16 -01 03 -02 06 09 -02 -02 -18 12 10 -00 -23 23 06 -21 -06 -25 -03 -05 90 -40 01 -
32 -19 02 -07 -07 -10 -06 03 20 -20 -12 -04 15 -18 14 21 32 -22 -19 12 -06 -10 -30 51 -18 35 19 20 -09 -03 -14 -11 -
33 32 -03 18 15 16 10 09 23 28 29 08 -18 15 -15 -20 -30 32 25 -12 21 13 47 -30 21 -37 -20 -31 04 11 06 06 -46 -
Note. 1 = Valued Social Position, 2 = Transformed Interpersonal Contact, 3 = Personal Control, 4 = Environmental Clarity, 5 = Externally Generated Goals, 6 = Opportunity for Skill Use, 7 = Variety, 8 = 
Availability of Money, 9 = Physical Safety, 10 = Supportive Supervision, 11 = Motivational Relevance, 12 = Motivational Congruence, 13 = Other accountability, 14 = Self-Coping Potential, 15 = Emotion 
focused coping potential, 16 = Positive Feelings, 17 = Negative Feelings, 18 = Angry Feelings, 19 = Active Coping, 20 = Emotion Coping, 21 = Avoidant Coping, 22 = GHQ, 23 = Life Satisfaction, 24 = Job 
Withdrawal Behaviour, 25 = Perceived Personal Control, 26 = Coping Self-Efficacy, 27 = Transformed Job Insecurity, 28 = Age, 29 = Gender, 30 = Satisfactory relationship with spouse/partner, 31 = Length of 
time working in police service, 32 = Other source life satisfaction score, and 33 = Other source GHQ score. Correlations greater than .12 significant at p < .05, correlations greater than .15 are significant at p < 
.01, and  correlations greater than .19 are significant at p < .001. 
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5.4.2.1 Gender differences.  

Multivariate Analysis of Variance (MANOVA) was conducted with Gender as the 

independent variable and the ten job characteristics (Valued Social Position, Opportunity 

for Interpersonal Contact, Opportunity for Personal Control, Environmental Clarity, 

Externally Generated Goals, Opportunity for Skill Use, Variety, Availability of Money, 

Physical Safety and Supportive Supervision) as dependent variables. See Table 5.4. The 

assumptions for the analysis were met. A significant multivariate effect was obtained for 

Gender, F(10, 287) = 1.99, p = .034, partial η2 = .065, permitting the examination of the 

univariate effects. A bonferroni adjustment was made to the alpha level to account for the 

possibility of Type I errors (α = .005). There were no significant differences identified 

across male and female police officers on any of the ten job characteristics.  

A second MANOVA was conducted with the feeling variables (Positive, Negative 

and Angry Feelings) as the dependent variables and Gender as the independent variable. 

See Table 5.5. The assumptions for the analysis were met. A significant multivariate effect 

was obtained for Gender, F(3, 293) = 3.28, p = .021, partial η2 = .032, permitting the 

examination of the univariate effects. A bonferroni correction was made to the alpha level 

to account for possible Type I errors (α = .017). A significant univariate effect was found 

for Angry Feelings, F(1, 295) = 9.56, p = .002, with male police officers (M = 7.22, SD = 

3.19, 95% C.I = 6.71 – 7.72) reporting significantly more Angry Feelings about the changes 

that occurred in the workplace, than did the female police officers (M = 6.14, SD = 2.83, 

95% C.I = 5.67 – 6.61).  

Independent sample t-tests were conducted with Gender as the independent variable 

and the personal resources (Perceived Personal Control and Coping Self-efficacy), the 

appraisal variables (Motivational Relevance, Motivational Congruence, Other 

Accountability, Self-coping Potential, and Emotion-focused Coping Potential), the coping 

variables (Active, Emotion, and Avoidant), Global Job Insecurity and the outcome 

variables (Psychological Distress, Life Satisfaction and Job Withdrawal Behaviour) as 

dependent variables. The assumption of homogeneity of variance was met for each of the 

dependent variables (p > .05), except for Avoidant Coping (p = .017), thus, an adjustment 

was made for the violation of this assumption. A bonferroni correction was made to the 

alpha level to account for possible Type I errors (α = .004). 
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There were no significant differences across male and female police officers on the 

appraisal variables, personal resources or Global Job Insecurity. There was a significant 

difference for male and female police officers on Emotion Coping Strategies, t(290) = -

6.69, p < .001, with female police officers (M = 23.31, SD = 6.06, 95 % C.I = 22.38 – 

24.25) employing emotion coping strategies significantly more often than male police 

officers (M = 18.65, SD = 5.80, 95 % C.I = 17.65 – 19.66). A significant gender difference 

was also obtained for Life Satisfaction, t(296) = -3.59, p < .001,  with female police officers 

(M = 16.85, SD = 4.32, 95% C.I. = 16.21-17.49) experiencing significantly greater life 

satisfaction than male police officers (M = 15.13, SD = 3.89, 95 % C.I = 14.43 – 15.82). 

See Table 5.6.  

 

Table 5.4 

MANOVA F Values and Significance Levels for the Univariate Effects of Gender on the Ten 

Job Characteristics 

Variable df F value p 
Valued Social Position 1, 296 2.54 .112 
Opportunity for Interpersonal Contact 1, 296 4.70 .031 
Opportunity for Personal Control 1, 296   .02 .876 
Environmental Clarity 1, 296   .00 .953 
Externally Generated Goals 1, 296   .17 .681 
Opportunity for Skill Use 1, 296   .18 .673 
Variety 1, 296 3.75 .054 
Availability of Money 1, 296   .07 .785 
Physical Safety 1, 296   .59 .443 
Supportive Supervision 1, 296   .40 .528 
 

Table 5.5 

MANOVA F Values and Significance Levels for the Univariate Effects of Gender on the 

Feeling Variables 

Variable df F value p 
Positive Feelings 1, 295   .23 .633 
Negative Feelings 1, 295 3.43 .065 
Angry Feelings 1, 295 9.57 .002* 
* p < .017 (Bonferrroni adjustment made to alpha level). 
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Table 5.6  

t values and Significance Levels for the Independent Samples t-tests examining Gender 

Differences in Personal Coping Resources, Appraisal Variables, Coping Variables, Global 

Job Insecurity and the Outcome Variables 

Variable df t-value p 

Personal Coping Resources 
 Perceived Personal Control 
 Coping Self-efficacy 

 
296 
295 

 
-1.19 
 1.33 

 
.236 
.183 

Appraisal Variables 
 Motivational Relevance 
 Motivational Congruence 
 Other Accountability 
 Self-coping Potential 
 Emotion-focused Coping Potential 

 
296 
296 
296 
296 
296 

 
   .80 
 1.90 
   .96 
  -.20 
  1.02 

 
.427 
.058 
.341 
.845 
.310 

Coping Variables 
 Active Coping 
 Emotion Coping  
 Avoidant Coping 

 
290 
290 
266.99 

 
  -.05 
-6.69 
 1.42 

 
.962 
.000* 
.156 

Global Job Insecurity 295 -1.17 .245 

Outcome Variables 
 Psychological Distress 
 Life Satisfaction 
 Job Withdrawal Behaviour 

 
295 
296 
294 

 
  -.99 
-3.59 
   .61 

 
.324 
.000* 
.540 

* p < .004 (Bonferroni adjustment made to alpha level). 

5.4.3 Hierarchical Regression Analyses for Police Officers’ Psychological Distress 

5.4.3.1 Police Officer Sample.  

A hierarchical multiple regression analysis was conducted to examine the direct and 

indirect effects of person variables, job characteristics, appraisal variables, feeling variables 

and coping variables on Psychological Distress for police officers. Inspection of the 

correlation matrix (see Table 5.3) identified ten predictors that meaningfully (r > 3.2) 

correlated with Psychological Distress. These predictors were entered into a hierarchical 

multiple regression analysis in the following steps: Step 1, Perceived Personal Control and 
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Coping Self-efficacy; Step 2, Valued Social Position, Physical Safety and Global Job 

Insecurity; Step 3, Emotion-focused Coping Potential; Step 4, Positive, Negative and Angry 

Feelings; and Step 5, Avoidant Coping Strategies.  

Preliminary examination of the data indicated that there were two cases with high 

standardised residual scores (> 3.3, Tabachnick & Fidell, 1996), and a multivariate outlier 

with a Mahalanobis Distance score of 34.18, χ2(9) = 27.88, p = .001. Removing these 

participants did not result in a substantial increase in the amount of variance (2%) 

accounted for in Psychological Distress. Data were checked for entry errors and to ensure 

that participants were not responding in a consistent or patterned manner. These three 

participants appeared to be from the same population as the other police officers obtained 

for this study, thus they were not removed from the analysis.  

The coefficient of determination (R2) demonstrated that a significant amount of the 

variance was accounted for in Psychological Distress at each step of the regression analysis. 

See Table 5.7. When all predictors were entered 45.6% (Adjusted R2 = 43.7%) of the 

variance was accounted for, F(10, 281) = 23.59, p < .001. The change in R2 values 

suggested that the addition of each block of variables, except for Step 5 (Avoidant Coping 

Strategies), contributed additional explanatory variance in Psychological Distress over that 

by the variables in the previous steps. The personal coping resources, job characteristics 

and feeling variables were responsible for the largest increment in the variance accounted 

for, F(2, 289) = 60.72, p < .001; F(3, 286) = 17.67, p < .001; F(3, 282) = 6.50, p < .001, 

respectively. Examination of the regression coefficients after Step 5 showed that 

Psychological Distress was individually predicted by a reduced perception of perceived 

control (β = -.22, p < .001, sr2 = 2.56%), less positive emotions about the changes that 

occurred in the workplace (β = -.15, p = .005, sr2 = 1.54%), more negative emotions about 

the changes (β = .15, p = .028, sr2 = .94%), greater global job insecurity (β = -.12, p = .028, 

sr2 = .94%) and more concern about physical safety (β = .11, p = .031, sr2 = .90%).   

The beta coefficients (see Table 5.7) suggested the existence of some mediated 

effects. Specifically, the significant, direct effect of Perceived Personal Control at Step 1 

(for Perceived Personal Control: β = -.50 at Step 1 vs. β = -.22 at Step 5) was partially 

mediated by the entry of each of the subsequent blocks of variables. This was expected 

based on the proposed model. This variable also retained a significant, direct effect on 

Psychological Distress. Emotion-focused Coping Potential did not mediate the effect of the 

job characteristics or Global Job Insecurity. However, entry of the feeling variables 



130 Job Change and Job Insecurity 

(Positive, Negative and Angry) did partially mediate the effects of the job characteristics, 

and Global Job Insecurity, on Psychological Distress. Although the strength of the 

relationship of Physical Safety and Global Job Insecurity with Psychological Distress was 

reduced, these variables retained a significant direct association. The feeling variables also 

mediated the influence of Emotion-focused Coping Potential on Psychological Distress (for 

Emotion-focused Coping Potential: β = -.13 at Step 3 vs. β = -.08 at Step 4). This was 

expected based on the proposed model. Avoidant Coping did not have a direct effect on 

Psychological Distress, nor did this aspect influence the effect of the variables that were 

previously entered.  



Steps 

1 2 3 4 5 Predictors 

B SEB β B SEB β B SEB β B SEB β B SEB β 

Person Variables 
 Perceived Personal Control 
 Coping Self-efficacy 
 

 
-.85 
-.07 

 
.09 
.04 

 
-.50*** 
-.09 

 
     -.58 
     -.04 

 
  .09 
  .04 

 
-.34*** 
-.05 

 
    -.54 
     -.01 

 
  .10 
  .04 

 
-.32*** 
-.01 

 
    -.40 
    -.02 

 
  .10 
  .04 

 
-.24*** 
-.02 

 
    -.38 
    -.01 

 
  .10 
  .04  

 
-.22*** 
-.02 

Job Characteristics 
 Valued Social Position 
 Physical Safety 
 Global Job Insecurity 
 

    
      .25 
      .17 
-25.72 

 
  .08 
  .06 
6.58 

 
 .16** 
 .14** 
-.20*** 

 
      .22 
      .16 
-22.54 

 
  .08 
  .06 
6.66 

 
 .15** 
 .14** 
-.18*** 

 
     .12 
     .13 
-15.19 

 
  .08 
  .06 
6.85 

 
 .08 
 .11* 
-.12* 

 
      .13 
      .14 
-15.17 

 
  .08 
  .06 
6.85   

 
  .09 
  .11* 
-.12* 

Appraisal Variables  
 Emotion-focused Coping Potential  

 

      
     -.43 

 
.18 

 
-.13 

 
    -.27 

 
  .18 

 
-.08 

 
    -.27 

 
  .18 

 
-.08 

Feeling Variables 
 Positive Feelings 
 Negative Feelings 
 Angry Feelings 
 

          
     -.12 
      .26 
      .05 

 
  .04 
  .10 
  .12 

 
-.15** 
 .16* 
 .03 

 
    -.12 
      .24 
      .04 

 
  .04 
  .11 
  .12 

 
-.15** 
  .15* 
  .02 

Coping Variables  
 Avoidant 
 

           
 

  
      .04 

 
  .05 

 
  .04 

Total R2   .296***   .406***   .418**   .455***   .456*** 

∆ R2   .296***   .110***   .012*   .038***   .001 
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Table 5.7 

The Effect of Person Variables, Job Characteristics, Appraisal Variables, Feeling Variables and Coping Strategies on Psychological 

Distress for Police Officers.   

* p < .05. **  p < .01. ***  p < .001. 
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5.4.3.2 Other Source Perceptions of Police Officers Psychological Distress. 

A hierarchical regression analysis was performed with other sources’ perceptions of 

police officers’ Psychological Distress as the outcome variable. Three variables correlated 

meaningfully with this outcome (see Table 5.3). The variables were entered into the 

analysis in the following order: Step 1, Perceived Personal Control; Step 2, Valued Social 

Position; and Step 3, Negative Feelings. None of the other job characteristics, Global Job 

Insecurity or coping variables, were identified as meaningfully correlated with the outcome 

variable.  

Preliminary analysis of the data identified one case with a high standardised residual 

score (> 3.3, Tabachnick & Fidell, 1996) and one multivariate outlier with a Mahalanobis 

Distance score greater than the cut-off, χ2(2) = 13.82, p = .001. Removal of these two cases 

resulted in an insubstantial increase of 1.6% in the total variance accounted for. Data were 

inspected for entry errors and to ensure that there was no consistent or patterned 

responding. As the participants appear to be from the population obtained for the study they 

were not removed from the analysis.  

Table 5.8 demonstrates that each step of the analysis explained a significant amount 

of the variance (R2) in others’ perceptions of Psychological Distress. Entry of all the 

variables accounted for 20.4% (Adjusted R2 = 19.3%) of the variance, F(3, 223) = 27.42, p 

< .001. The change in R2 values indicated that the only step to make a significant 

contribution to the variance accounted for, was Valued Social Position, F(1, 224) = 17.45, p 

< .001. Examination of Step 3 demonstrated that others’ perceptions of Psychological 

Distress was significantly predicted by low perceptions of personal control (β = -.28, p < 

.001, sr2 = 6.15%) and worry about changes occurring to the status and meaningfulness of 

the job (β = .22, p = .001, sr2 = 3.76%). 

Inspection of the beta coefficients demonstrated that Perceived Personal Control and 

Valued Social Position maintained a moderate, significant, direct association with others’ 

perceptions of Psychological Distress at each step of the analysis. The effect of Perceived 

Personal Control was marginally influenced by entry of Valued Social Position and 

Negative Feelings. Entry of Negative Feelings did not have a substantial effect on Valued 

Social Position, only slightly reducing this variables effect. This may be due to the fact that 

cognitive appraisal was proposed to mediate relationships between job characteristics and 
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feeling variables, but none of the variables that represented appraisal was entered into this 

analysis.  

 

Table 5.8  

The Effect of Person Variables, Job Characteristics and Feeling Variables on Other 

Sources’ Perceptions of Police Officers’ Psychological Distress.  
Steps 

1 2 3 Predictors 

B SEB β B SEB β B SEB β 

 
Person Variables 
 Perceived Personal 

Control 

 
 

-.65 

 
 
.11 

 
 

-.37***

 
 

-.56 

 
 
.11 

 
 

-.31***

 
 

-.49 

 
 
.12 

 
 

-.28***

 
Job Characteristics 
 Valued Social Position    

    
 

 .39 

 
 
.09 

 
 

 .26***

 
 

 .33 

 
 
.10 

 
 

 .22***
 
Feeling Variables 
 Negative Feelings  

       
 

 .16 

 
 
.11 

 
 

 .10 
 
Total R2 

 

   
.13***

   
 .20***

   
 .20***

∆ R2   .13***    .06***    .01 
 * p < .05. ** p < .01. *** p < .001. 

 

5.4.4 Police Officers’ Life Satisfaction 

5.4.4.1 Police Officer Sample. 

A hierarchical regression analysis was conducted to examine police officers’ Life 

Satisfaction. Only three variables were meaningfully correlated with this outcome (see 

Table 5.3). These variables were entered into the analysis in the following order: Step 1, 

Perceived Personal Control and Satisfactory Relationship with Spouse or Partner, and Step 

2, Positive Feelings. None of the job characteristics, Global Job Insecurity, appraisal 

variables or coping variables were found to meaningfully relate to Life Satisfaction. Life 

Satisfaction is a non-work contextual variable, and the variables identified as not 

correlating meaningfully with Life Satisfaction were distinctly related to the work 

environment and the changes that occurred in the workplace.  

The results showed that each step of the analysis explained a significant amount of 

variance (R2) in police officers’ Life Satisfaction. Entry of all variables accounted for 
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34.6% (Adjusted R2 = 33.9%) of the variance, F(3, 268) = 47.29, p < .001. Table 5.9 

demonstrates that the change in R2 values indicated that the positive emotions made a 

significant additional contribution to explaining the variance (1.7%) in Life Satisfaction, 

F(1,268) = 7.08, p = .008. Examination of Step 2 demonstrated that Life Satisfaction was 

individually predicted by greater perceptions of personal control (β = .36, p < .001, sr2 = 

9.86%), a Satisfactory Relationship with Spouse or Partner (β = -.33, p < .001, sr2 = 

10.50%) and more positive feelings about the changes that occurred in the workplace (β = 

.15, p = .008, sr2 = 1.72%).  

Inspection of the beta coefficients demonstrated that the inclusion of Positive 

Feelings reduced the association between Perceived Personal Control and Life Satisfaction 

(for Perceived Personal Control: β = .44 at Step 1 vs. β = .36 at Step 2). Nevertheless, this 

variable retained a significant, direct influence. Positive Feelings did not mediate the 

relationship between Satisfactory Relationship with Spouse or Partner and Life 

Satisfaction. This variable maintained a moderate, significant, direct effect, as demonstrated 

by the beta weights. 

 

Table 5.9 

The Effect of Person and Feeling Variables on Police Officers’ Life Satisfaction. 

Steps 

1 2 Predictors 

B SEB β B SEB β 
 
Person Variables 
 Perceived Personal Control 
 Satisfactory Relationship 

with Spouse/Partner 

 
 
.55 

-3.61 

 
 
.06 
.55 

 
 
.44*** 

-.33***

 
 
.46 

-3.58 
 

 
 
.07 
.55 

 
 
.36*** 

-.33*** 
 

 
Feeling Variables 
 Positive Feelings 

    
 
.09 

 
 
.03 

 
 
.15** 

 
Total R2 

 

 
 

  
.33***

   
.35***

∆ R2   .33***   .02** 
Note. Negative correlation between Satisfactory Relationship with Spouse or Partner and Life 
Satisfaction suggests an association between participants identifying as being in a satisfactory 
relationship and greater Life Satisfaction. 
* p < .05. ** p < .01. *** p < .001. 
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5.4.4.2 Other Source Perceptions of Police Officers’ Life Satisfaction. 

A hierarchical regression analysis was conducted to examine the effect of the 

variables proposed in the model on others’ perceptions of police officers’ Life Satisfaction. 

Two variables related meaningfully to this outcome. These variables were entered into the 

analysis in the following order: Step 1, Perceived Personal Control, and Step 2, Positive 

Feelings. None of the variables associated with the work environment or the changes that 

occurred in the workplace were found to meaningfully relate to the others’ perceptions of 

Life Satisfaction. 

Preliminary analysis of the data identified one case that had a high standardised 

residual score (> 3.3, Tabachnick & Fidell, 1996) and three cases with influential scores, as 

demonstrated by the high Cook’s Distance scores compared to the other cases. The removal 

of these cases from the analysis resulted in an insubstantial increase of 2.7% of the total 

variance in the others’ perceptions of police officers’ Life Satisfaction. Data were checked 

for entry errors and to ensure that the participants did not respond in a consistent or 

patterned manner. As the participants appeared to be from the population obtained, they 

were not removed from the analysis.  

Table 5.10 demonstrated that the coefficient of determination (R2) at each step of 

the analysis explained a significant amount of variance in the others’ perceptions of Life 

Satisfaction. A significant 15.3% (Adjusted R2 = 14.5%) of the variance was accounted for 

by Perceived Personal Control and Positive Feelings, F(2, 223) = 20.10, p < .001. Change 

in R2 values indicated that positive emotions contributed an additional 2.9% of the variance 

above that explained by Perceived Personal Control, F(1, 223) = 7.73, p = .006. 

Examination of Step 2 showed that others’ perceptions of Life Satisfaction was uniquely 

predicted by greater perceptions of control (β = .26, p < .001, sr2 = 5.15%) and positive 

feelings about the changes that occurred in the workplace (β = .20, p = .006, sr2 = 2.92%). 

The beta coefficients (see Table 5.10) suggested Positive Feelings at Step 2  

partially mediated the association between Perceived Personal Control (for Perceived 

Personal Control: β = .35 at Step 1 vs. β = .26 at Step 3) and others’ perceptions of Life 

Satisfaction. Perceived Personal Control maintained a significant, direct relationship with 

the outcome variable.  
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Table 5.10 

The Effect of Person and Feeling Variables on Other Sources’ Perceptions of Police 

Officers’ Life Satisfaction. 

Steps 
1 2 Predictors 

B SEB β B SEB β 
 
Person Variables 
 Perceived Personal Control 

 

.44 

 

.08 

 

.35*** 

 

.32 

 

.09 

 

.26*** 

 
Feeling Variables 
 Positive Feelings 

    

.11 

 

.04 

 

.20** 

 
Total R2 

 

 

 

  

.12*** 

   

.15*** 

∆ R2   .12***   .03** 

* p < .05. ** p < .01. *** p < .001. 

 

5.4.5 Police Officers’ Job Withdrawal Behaviour 

5.4.5.1 Police Officer Sample. 

A hierarchical regression analysis was performed to examine the influence of the 

variables in the model on police officers’ Job Withdrawal Behaviour. Six variables were 

meaningfully related to Job Withdrawal Behaviour. These variables were entered into the 

analysis in the following order: Step 1, Global Job Insecurity; Step 2, Emotion-focused 

Coping Potential; Step 3, Positive, Negative and Angry Feelings; and Step 4, Avoidant 

Coping. None of the personal coping resources or person variables were identified as 

meaningfully related to Job Withdrawal Behaviour and therefore were not examined in the 

analysis. 

Preliminary examination of the data identified two cases that had a high 

standardised residual score (> 3.3, Tabachnick & Fidell, 1996), and a multivariate outlier 

with a Mahalanobis Distance score greater than the cut-off, χ2(5) = 20.52, p = .001. Three 

participants were removed due to influential scores as identified by Cook’s Distance scores 

greater than the rest of the sample. Removal of these cases resulted in a substantial increase 
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in the total variance accounted for in Job Withdrawal Behaviour by 5.6%. Data were 

checked for entry errors, and participants responses were examined for consistent or 

patterned responding. Due to the substantial influence of these cases on the total amount of 

variance, they were omitted from the analysis.  

As shown in Table 5.11 each step of the analysis explained a significant amount of 

variance (R2) in Job Withdrawal Behaviour. Entry of all the predictor variables accounted 

for 40.3% (Adjusted R2 = 39%) of the variance, F(6, 278) = 31.21, p < .001. Change in R2 

values suggests that the addition of each block of variables made an additional contribution 

in explanatory variance above that accounted for by variables in the previous steps. Global 

Job Insecurity (Step 1; 22.5%) and emotion (Step 3; 10.9%) were responsible for the largest 

increments in explained variance, F(1, 283) = 82.37, p < .001, and F(3, 279) = 16.19, p < 

.001, respectively. Examination of the significant predictors at Step 4 showed that Job 

Withdrawal Behaviour was significantly predicted by a sense of job insecurity (β = -.22, p 

< .001, sr2 = 3.24%), use of Avoidant Coping Strategies (β = .19, p < .001, sr2  = 2.96%), 

angry (β = .16, p = .010, sr2 = 1.46%) and negative (β = .14, p = .049, sr2 = .85%) feelings 

about the changes that occurred in the workplace, and less positive feelings about the 

changes (β = -.11, p = .042, sr2 = .88%).  

Inspection of the beta coefficients demonstrated the existence of some mediated 

associations. Specifically, the effect of Global Job Insecurity, at Step 1, was reduced by 

Emotion-focused Coping Potential, at Step 2, and further partially mediated by emotion, at 

Step 3. Global Job Insecurity maintained a significant, direct association with Job 

Withdrawal Behaviour at each step of the analysis. The initial significant influence of 

Emotion-focused Coping Potential was partially mediated by feeling variables at Step 3, 

and subsequently by Avoidant Coping Strategies. Positive and Angry emotions were not 

influenced by coping as anticipated. Although, the effect of Negative Feelings was reduced 

by Avoidant Coping (for Negative Feelings: β = .21 at Step 3 vs. β = .14 at Step 4), 

suggesting a partial mediation effect. Emotion (Positive, Negative and Angry Feelings) 

retained a direct and significant relationship with Job Withdrawal Behaviour. As expected, 

Avoidant Coping had a direct association with Job Withdrawal Behaviour.  

 

 

 



Steps 

1 2 3 4 
 

Predictors 
B SEB β B SEB β B SEB β B SEB β 

 
Job Characteristics 
 Global Job Insecurity 

 
 

-43.11 

 
 

4.75 

 
 

-.48*** 

 
 

-34.91 

 
 

5.06 

 
 

-.39*** 

 
 

-20.80 

 
 

5.14 

 
 

-.23*** 

 
 

-19.58 

 
 

5.05 

 
 

-.22*** 
 
Appraisal Variables  
 Emotion-focused Coping Potential    

   
 

-.52 

 
 
.13 

 
 

-.22*** 

 
 

-.29 
 

 
 
.13 

 
 

-.12* 

 
 

-.23 

 
 
.13 

 
 

-.10 

 
Feeling Variables 
 Positive Feelings 
 Negative Feelings 
 Angry Feelings  

       
 

-.07 
.24 
.22 

 
 
.03 
.08 
.09 

 
 

-.12* 
.21** 
.16* 

 
 

-.06 
.16 
.22 

 
 
.03 
.08 
.08 

 
 

-.11* 
.14* 
.16** 

 
Coping Variables 
 Avoidant 

          
 
.13 

 
 
.04 

 
 

.19*** 
 
Total R2

   
.23*** 

   
.27*** 

   
.38*** 

   
.40*** 

∆ R2   .23***   .04***   .11***   .03*** 

Table 5.11  

The Effect of Job Characteristics, Appraisal Variables, Feeling Variables and Coping Strategies on Police Officers’ Job Withdrawal 

Behaviour. 

38 Job Change and Job Insecurity 

 * p < .05. ** p < .01. *** p < .001. 

 

 

1
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5.5 Summary of Findings 

The antecedent variables of the model explained a substantial amount of variance 

for each of the adaptational outcomes. Refer to Table 5.12. This was especially prominent 

in models for which self-report data from the police officers were used. For the adaptational 

outcomes of Psychological Distress and Life Satisfaction, there was consistency in the 

regression analyses findings for both the police officers and other source participants. The 

similarities related to the step/s that contributed the greatest increment in variance as well 

as to some of the individual predictors. The consistency of the regression findings for both 

samples concerning these two adaptational outcomes aids in alleviating concerns of 

common source bias and increases the validity of the results for the self-report data. 

Differences across the adaptational outcomes were apparent in the predictor variables that 

had both direct and mediating associations with the outcomes. Not all components of the 

model were represented for each adaptational outcome across the samples examined, with 

the exception of Psychological Distress. See Table 5.13 for a summary of direct and 

mediating relationships.  

Work-based variables, specifically those addressing change within the workplace (e.g., Job 

Characteristics, Global Job Insecurity, and Appraisal), contributed additional explanatory 

variance (mainly for Psychological Distress) and had direct relationships with the work 

contextual outcomes of Psychological Distress and Job Withdrawal Behaviour. This was 

not so for the context-free outcome of Life Satisfaction, in which non-work related 

components of the model, such as person variables and personal coping resources, were the 

only aspects that contributed significantly to the understanding of this adaptational 

outcome. Notably, the initial step containing person variables and personal coping 

resources accounted for the majority of the variance in Life Satisfaction. This was also 

evident for Psychological Distress (see Table 5.12). Person variables and personal coping 

resources were not examined in the analysis for Job Withdrawal Behaviour. This was due 

to the fact that none of the person variables or personal coping resources were meaningfully 

correlated with Job Withdrawal Behaviour. Hence, the initial step for this adaptational 

outcome contained Global Job Insecurity, with this variable accounting for 23% of 

variance. Similarly, for Psychological Distress, Job Characteristics and Global Job 

Insecurity comprising the variables of Valued Social Position, Physical Safety and Global 

Job Insecurity provided the largest augmentation in variance above that of the initial step. 
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Table 5.12 

Summary of the Hierarchical Regression Analyses for each Adaptational Outcome  

Psychological Distress Life Satisfaction Job Withdrawal 
Behaviour  

Total Other Source Total Other Source Total 

R2 45.6% 20.4% 34.6% 15.3% 40.3% 
 

Significant Steps Personal Coping 
Resources;  
Job Characteristics 
and Global Job 
Insecurity;  
Appraisal; and 
Emotion 
 

Personal Coping 
Resources; and 
Job Characteristic 

Person Variables and 
Personal Coping 
Resources; and 
Emotions 

Personal Coping 
Resources; and 
Emotions 

Global Job Insecurity; 
Appraisal;  
Emotions; and 
Coping 

Greatest Incremental 
Step 

Job Characteristics 
and Global Job 
Insecurity 
 

Job Characteristics Emotions  Emotions Emotions 

Direct Effects Perceived Personal 
Control (-);  
Positive Feelings (-); 
Negative Feelings 
(+);    Job Insecurity 
(-); Physical Safety 
(+) 

Perceived Personal 
Control (-);  
Valued Social 
Position (+) 

Perceived Personal 
Control (+); 
Satisfactory 
Relationship with 
Spouse/Partner (-); 
Positive Feelings (+) 

Perceived Personal 
Control (+); 
Positive Feelings (+) 

Global Job Insecurity 
(-);  Positive Feelings 
(-); Negative Feelings 
(+);  
Angry Feelings (+); 
Avoidant Coping (+) 
 

Note. Sign in Brackets represents direction of beta coefficient. 
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Table 5.13 

Summary of Full or Partial Mediating Relationships among the Variables in the Model for each Adaptational Outcome. 

 Psychological Distress Life Satisfaction Job Withdrawal 
Behaviour 

 Total Other  Source Total Other  Source Total 
 
Person Variables 
    Satisfactory Relationship with Spouse/Partner 
    Perceived Personal Control 
    Coping Self-efficacy 

 
 
- 

P&D 
N 

 
 
- 

P&D 
- 

 
 

D 
P&D 

- 

 
 
- 

P&D 
- 

 
 
- 
- 
- 

 
Job Characteristics 
    Valued Social Position 
    Opportunity for Personal Control 
    Environmental Clarity 
    Variety 
    Availability of Money 
    Physical Safety 
    Global Job Insecurity 

 
 

P 
- 
- 
- 
- 
D 

P&D 

 
 

P&D 
- 
- 
- 
- 
- 
- 

 
 
- 
- 
- 
- 
- 
- 
- 

 
 
- 
- 
- 
- 
- 
- 
- 

 
 
- 
- 
- 
- 
- 
- 

P&D 
 
Appraisal Variables 
    Emotion-focused Coping  Potential 

 
 

P 

 
 
- 

 
 
- 

 
 
- 

 
 

P 
 
Feelings Variables 
    Positive 
    Negative 
    Angry 

 
 

D 
D 
N 

 
 
- 
N 
- 

 
 

D 
- 
- 

 
 

D 
- 
- 

 
 

D 
P&D 

D 
 
Coping Variables 
    Active 
    Emotion 
    Avoidant 

 
 
- 
- 
N 

 
 
- 
- 
- 

 
 
- 
- 
- 

 
 
- 
- 
- 

 
 
- 
- 
D 

Note. P = Partially Mediated; F = Fully Mediated; D = Direct Effect; N = No effect; - = no meaningful bivariate correlation, so not included in the regression analysis.  
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For Life Satisfaction (both police officers and others’ perceptions) and Job 

Withdrawal Behaviour, Emotions were found to contribute the greatest increment in 

explained variance above that accounted for by the first step.  

5.5.1 Direct and Indirect Associations 

Several direct associations between the antecedent variables and adaptational 

outcomes were identified, some of which were unexpected. The only anticipated direct 

association, based on the proposed model, was the use of coping on the adaptational 

outcomes. The only outcome for which coping had a direct relationship was Job 

Withdrawal Behaviour. This finding suggests that greater use of Avoidant Coping 

Strategies, such as denial and giving up, was associated with more frequent withdrawal 

behaviours. There was some consistency concerning the individual predictors for the police 

officers and others’ perceptions of Psychological Distress and Life Satisfaction. Personal 

control had a direct effect for both self-report and other-report analyses predicting both of 

these adaptational outcomes. Specifically, an increased perception of control was predictive 

of less Psychological Distress and greater Life Satisfaction. Positive feelings concerning the 

workplace changes were associated with reduced Psychological Distress and augmented 

Life Satisfaction for police officers and others’ perceptions. Negative emotions, though, 

were only salient for self-reported Psychological Distress, with negative feelings about the 

changes related to more distress. Of note, is the direct relationship between Satisfactory 

Relationship with Spouse or Partner and self-reported Life Satisfaction. This person 

variable did not have a direct association with the adaptational outcomes in any of the other 

analyses. The finding indicated that a Satisfactory Relationship with a Spouse or Partner 

was related to Life Satisfaction.   

Additional direct relationships were found between work-based variables, such as 

job characteristics and Global Job Insecurity, and adaptational outcomes. Increased 

perceptions of potential job loss were predictive of increased Psychological Distress and 

more frequent Job Withdrawal Behaviours. Job characteristics had a direct effect on 

Psychological Distress for the police officers and others’ perceptions analyses, yet the 

specific variables differed. Specifically, worry about physical safety was associated with 

increased self-reported Psychological Distress, whereas concerns about changes to the 

status and meaningfulness of the job were likely to have the same effect for others’ 

perceptions of Psychological Distress. All three emotions – positive, negative and angry – 
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were significant individual predictors of Job Withdrawal Behaviour, suggesting that fewer 

positive feelings, and more negative and angry feelings about the workplace changes were 

related to increased Job Withdrawal Behaviour. The emotional experience seems crucial to 

engagement in Job Withdrawal Behaviour.  

Inspection of Table 5.12 and the summary of the analyses in Tables 5.7 to 5.11 

demonstrated that, for the most part, the size of the standardised beta coefficients were 

neither reduced to zero, nor became non-significant, upon subsequent entry of steps. This 

suggests that the association of the antecedent variables in the model with the adaptational 

outcomes was not fully mediated through entry of subsequent variables. There were two 

variables that were partially mediated and did not retain a significant direct relationship 

with the outcomes. First, was the association of Valued Social Position with Psychological 

Distress, suggesting that the emotional response to the organisational changes mediated the 

effects of concerns about changes to the status and meaningfulness of the job. Second, was 

the association between Emotion-focused Coping Potential and Job Withdrawal Behaviour. 

This finding suggested that the effect of an inability to psychologically adapt to the 

organisational changes was partially mediated by the emotional response (positive, negative 

and angry) and the use of Avoidant Coping Strategies. These findings were somewhat 

consistent with the conceptual framework examined in this thesis, in which it was proposed 

that the effects of previous variables in the model are mediated by subsequent variables.  

The findings support a partial mediation model, in which the associations between 

antecedent variables and adaptational outcomes were substantially reduced. Yet, many 

retained a significant, direct relationship with the adaptational outcome. This was especially 

true for the perception of personal control on both Psychological Distress and Life 

Satisfaction. Worry about the potential loss of the job was identified as being partially 

mediated by subsequent variables, while retaining a direct relationship with Psychological 

Distress and Job Withdrawal Behaviour (both in the police officer sample). Some partial 

mediating effects have been identified in Table 5.13 that do not simultaneously suggest a 

direct association with the adaptational outcome. This is due to the fact that these variables 

did not initially have a significant impact on the outcome but the size of the beta coefficient 

was reduced upon entry of subsequent steps. In summary, the findings indicate the presence 

of partial mediating relationships among the antecedent variables in the model with the 

outcomes. Nonetheless, most of the antecedent variables retain a separate and distinct 

relationship with the adaptational outcomes.  
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5.6 Discussion 

The main aim of this study was to test a model of appraisal, emotion, coping and 

adaptation following the experience of organisational change. Secondary aims were to 

determine: (a) the additive relationships between person variables and personal coping 

resources, job characteristics and job insecurity, primary and secondary appraisal, emotion 

and coping strategies, (b) the relationships between these variables and adaptational 

outcomes of Psychological Distress, Life Satisfaction and Job Withdrawal Behaviour, and 

(c) the relationships between and among personal coping resources, job characteristics and 

global job insecurity, primary and secondary appraisal, emotion and coping strategies as 

they affect the outcomes. That is, to identify the extent to which the effects of each of these 

components are additive and independent, versus mediating on the other components of the 

model. 

5.6.1 Discussion of Findings 

Some support for a partial mediating model was obtained, mainly with the work 

specific adaptational outcomes of Psychological Distress and Job Withdrawal Behaviour. 

Previous researchers (e.g., Hart, 1999) have concluded that “stressors” that occur in the 

work environment, such as organisational change and job insecurity, are more likely to 

influence work related outcomes than non-work outcomes. The findings in this study 

provide some support for this conclusion as there was little evidence that the workplace 

changes effected Life Satisfaction. The variables that were found to account for variance in 

Life Satisfaction were person variables and personal coping resources. Notably, not all 

aspects (e.g., personal coping resources, job characteristics and Global Job Insecurity, 

appraisal, emotion and coping) of the model were comprehensively tested for Life 

Satisfaction and Job Withdrawal Behaviour.  

The use of coping, specifically Avoidant Strategies, was found to partially mediate 

emotion and Job Withdrawal Behaviour, and directly predicted this outcome. The use of 

Avoidant Coping Strategies was associated with more Job Withdrawal Behaviours. This 

was the only outcome variable for which coping had a direct and indirect association. The 

lack of a direct relationship between coping and Psychological Distress was surprising 

given that previous research within the organisational change literature has found a direct 

effect of coping on this adaptational outcome (e.g., Callan et al., 1994; Jimmieson et al., 
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2004; Terry et al., 1995; Terry & Callan, 2000), although, Terry and Callan reported similar 

findings to the current study. In Terry and Callan’s study, coping did not mediate the 

effects of event characteristics, situational appraisals, and personal resources on employee 

adjustment to organisational change. These authors concluded that their findings may have 

resulted from the particular antecedents they examined.  

Lazarus (1991a) stated that although coping generally follows from an emotional 

response and is directed at the regulation of emotional distress, it may also follow directly 

from an initial appraisal. The coping strategy implemented may in turn modify appraisal 

(reappraisal), subsequently changing or even “short-circuiting” the emotional reaction (cf. 

Lazarus & Alfert, 1964; Lazarus, Opton, Nomikos, & Rankin, 1965). Therefore, there may 

have been too short a time period between the police officers’ implementation of coping 

strategies to manage the changes that occurred to have an effect on their well-being and the 

assessment of these strategies. This study was conducted only three months after the 

implementation of the restructuring. Lazarus and Folkman (1984) in their original theory of 

stress and coping identified Psychological Distress as a long-term outcome. The application 

of a longitudinal design may more adequately tease out the relationship of coping on 

subjective well-being by allowing sufficient time for the coping strategies to have taken 

effect.  

Not all of the primary and secondary appraisal evaluations were examined in this 

study. This study had the intention of examining each appraisal question delineated by 

Lazarus (1991a) and Smith and Lazarus (1993). A factor analysis resulted in the clustering 

of items into subscales different from those originally identified. This also occurred for 

measures of emotion and the core relational themes. The items from these scales clustered 

into subscales of generally Positive, Negative and Angry Feelings, as well as positive and 

negative core relational themes. Consequently, emotion (Positive, Negative and Angry 

Feelings) and core relational themes (positive and negative) were somewhat related. A 

decision was made to retain the measure of emotion and remove the core relational themes 

from the study. Emotion was retained because researchers (Bennett et al., 2003; Power & 

Dalgleish, 1997) have noted that core relational themes may simply be surrogate measures 

for related emotions. Therefore, core relational themes may be redundant as they are merely 

another means of identifying specific emotions. Future research could endeavour to develop 

appraisal, emotion and core relational theme measures, based on Lazarus’ (1991a, 1999) 
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theory, that have sound psychometric properties and retain the components identified by 

Lazarus. This would then enable researchers to more comprehensively evaluate this model. 

There is some justification for examining emotions dichotomously (e.g., positive 

and negative) rather than as discrete emotions (e.g., anger, joy, happiness and so on). 

Researchers (Ellsworth & Smith, 1988a, 1988b; McCarthy, Lambert, & Brack, 1997) 

investigating appraisal models have examined emotion dichotomously in terms of positive 

and negative. The supporting argument was that there is considerable disagreement about 

reliably distinguishing between specific emotions such as anger and frustration, yet there is 

virtually full agreement that positive and negative emotions can discriminate reliably. 

These findings support the investigation of emotion in general terms of positive, negative 

and angry in this thesis and for future research. 

The only secondary appraisal component to retain its original form in the current 

study was Emotion-focused Coping Potential, which concerns the ability to adjust to a 

situation by changing interpretations, desires or beliefs. Emotion-focused Coping Potential 

was found to contribute to the analyses in self-reported Psychological Distress and Job 

Withdrawal Behaviour. This finding suggests that this appraisal evaluation may have a 

salient function in employees’ adjustment to organisational change. Emotion-focused 

Coping Potential was retained by Smith (see Smith & Lazarus, 1993) as a distinct 

secondary appraisal judgement. Lazarus (1991a, 1999), on the other hand, merged 

Problem-focused Coping Potential with Emotion-focused Coping Potential, to form a single 

coping potential evaluation. It is recommended that future research distinguish between 

these two forms of secondary appraisal, as the evaluation of the ability to adjust 

psychologically to the situation appears to play an important role in the adaptation process.  

Global Job Insecurity and specific job characteristics were found to have direct and 

indirect relationships with both work-specific outcomes of Psychological Distress – police 

officers and others’ perceptions – and Job Withdrawal Behaviour. These findings suggest 

that job characteristics may be effected during organisational change and that changes to 

these aspects are related to work-specific adaptational outcomes. Generally, any form of 

change is associated with heightened awareness and the evaluation by people of meaningful 

and salient aspects in their lives. For this particular sample, worry about changes to (a) the 

status of the job and the meaning that it provides, and (b) good working conditions and 

physical safety, were associated with levels of Psychological Distress and the engagement 

in Job Withdrawal Behaviours. Worry about job loss was also related to these outcomes, 
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similar to the findings of Probst (2002). A multidimensional approach to conceptualising, 

defining and operationalising job insecurity is advantageous, as this study found that both 

worry about changes to valued job features and worry about job loss had a direct and 

indirect association with work-specific outcomes. The current study evaluated both job 

characteristics from Warr’s vitamin model and Global Job Insecurity, integrated within 

Lazarus’ (1991a, 1999) theory of emotion. It is recommended that future research examine 

job insecurity from a multidimensional perspective within the model tested here.  

How one feels about the organisational changes partially mediated the associations 

between the antecedent variables with the adaptational outcomes. This was one of the few 

components of the model tested that consistently performed a partial mediating role. For 

example, emotion was found to mediate the relationship between Emotion-focused Coping 

Potential on both self-reported Psychological Distress and Job Withdrawal Behaviour. 

Positive emotions also mediated the relationship between personal control and self-reported 

Life Satisfaction. Emotion not only performed a mediating role but also directly affected 

levels of well-being, Job Withdrawal Behaviour and Life Satisfaction. This is consistent 

with previous research (Scheck & Kinicki, 1999) investigating the coping process of 

employees in an organisation undergoing acquisition. Scheck and Kinicki found that 

emotions partially mediated the relationship between appraisal and coping, with emotions 

also having a direct effect on coping strategies (e.g., confrontive coping and planful 

problem solving). Probst (2002) found that emotion performed a mediating role in her 

model, and also directly influenced the outcomes. Similar to the current study, the 

experience of negative emotion by the employees in Probst’s study resulted in the 

engagement of more work withdrawal behaviours. Emotions alert individuals to the fact 

that something meaningful has occurred in their environment. This study supports the 

salience of examining employee’s feelings in future organisational research, especially in 

relation to organisational change.  

There was some support for the hypothesis that male and female police officers 

would differ across the variables investigated in the model. Specifically, males reported 

significantly more Angry Feelings concerning the changes that had occurred, while female 

police officers employed more Emotion Coping Strategies and also experienced greater 

Life Satisfaction. Within the coping literature (e.g., Billings & Moos, 1981; Folkman & 

Lazarus, 1980; Hamilton & Fagot, 1988; Pearlin & Schooler, 1978; Stone & Neale, 1984), 

males have been found to use fewer emotion coping strategies than females. This study 
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supports previous research that has identified women as more likely to deliberate on how 

they are feeling, express their emotions, and access emotional social support.  

Large-scale Australian national surveys on well-being and mental health (Cummins 

et al., 2003; Dear, Henderson, & Korten, 2002) and a meta-analysis of 300 studies 

(Pinquart & Sörensen, 2001) have demonstrated that women have substantially higher life 

satisfaction than men. The findings of this study are consistent with this research. Cummins 

et al. argued that the reason for the difference between the genders is constitutional, in that 

females are predisposed to be more satisfied than males. These authors stipulated that 

additional support was required for this explanation which involved additional studies 

finding differences between males and females, as well as more complex investigations that 

systematically exclude other causes. This is clearly an area in need of future research. 

5.6.2 Implications 

Eight conclusions and implications can be drawn from the findings of this study. 

First, the findings demonstrated that the model examined is a partial mediating model in 

which the antecedent variables have both direct and indirect relationships with each of the 

adaptational outcomes. This suggests that there is a “process” to appraising and coping with 

stressful events. Future research is required to apply additional model testing procedures to 

tease out the relationships among the variables to test the conclusion of a partial mediating 

model. Second, it is advantageous to examine job insecurity from a multidimensional 

perspective as both worry about changes to job features and the job itself. This study found 

that the perception of both changes to job features and the job itself were negatively 

associated with the work-specific outcomes. Warr’s (1987, 1999) vitamin model appears to 

adequately capture, within the ten environmental vitamins, salient job characteristics that 

may be perceived as threatened. Benefits of examining valued job characteristics are that: 

(a) it enables researchers and organisations to identify those job characteristics that are of 

value to employees, and subsequently, (b) organisations can attempt to ensure that these 

aspects are not threatened during organisation change or at least explain the benefits or 

necessity of the changes to these aspects to employees. Third, the findings indicate that the 

inclusion of Warr’s vitamin model with Lazarus’ theory of emotion (1991a, 1999) when 

examining organisational change is fruitful. Merging these two theories enables the 

identification of the mediating role that appraisal and emotion can have on employee’s 

values (mainly with Job Withdrawal Behaviour), recognising that these aspects do not 
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occur in isolation but are all interconnected. Future research could build on the foundation 

of the current study by examining the proposed model with samples of employees within 

various organisations undergoing change and those that are not.  

Fourth, the obtained correlations are consistent with the view that the coping 

resource of personal control performs a salient role in decreasing levels of Psychological 

Distress and increasing Life Satisfaction. This suggests that before and during the 

implementation of organisational changes, it is important to increase the sense of mastery 

that employees feel over their environment. Several suggestions have been made within the 

organisational change literature concerning how this can be achieved. For example, 

strategies could focus on involving employees initially in the change process, and asking 

them to contribute ideas on how to successfully implement the changes (if this is not 

possible within a large organisation, the use of focus groups may be beneficial). 

Organisational leaders could also ensure that there is adequate communication to 

employees of the changes that will occur (e.g., staff newsletters, email up-dates, notices on 

noticeboards, a link on the organisation’s webpage up-dating changes as they are 

implemented) and highlight the benefit of these changes for them. These strategies will 

enhance employees’ feelings of control over their environment, providing them with a 

sense of participation and contribution. 

Participating and contributing to the changes that are implemented may enable 

employees to more easily accept and adjust to the changes that occur. Thus, these 

mechanisms not only enhance personal mastery but also encourage the belief in the ability 

to emotionally and psychologically adapt to the changes. This secondary appraisal labelled, 

Emotion-focused Coping Potential, was identified as an important contributor to variance in 

both self-reported Psychological Distress and Job Withdrawal Behaviour. Employees need 

to perceive that they have the ability to change their interpretations, desires and beliefs 

about the changes that occur to ensure healthy adjustment. This will arise if (a) employees 

are able to see the benefits of the changes to themselves and colleagues, (b) are adequately 

informed of the up-coming changes and the necessity of the changes, and (c) are provided 

with regular up-dates throughout the process.  

Staff are likely to be concerned when certain promotion levels are removed (middle 

management levels) or employees are transferred, and region boundaries are relocated, as 

was the case for the current organisation. Support is necessary for those employees who 

will be affected by the changes. Even if employees are unable to identify benefits for 
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themselves, if they can see that the organisation is supporting them by (a) providing access 

to peer support workers (police officers are generally more comfortable talking to peer 

support workers than with psychologists or social workers), (b) adequate compensation for 

relocating - if transferred, and (c) supportive training if having to learn a new role. If 

training is necessary it is important that it occurs within work hours or employees are paid 

to attend the training after hours. Implementing these strategies may aid in employees 

believing in their ability to emotionally and psychologically adjust to the changes.  

It is also important that employees are able to regulate their emotions when forming 

this appraisal. This involves attending to feelings, identifying the emotion experienced and 

adaptively expressing the emotion. Unfortunately, the police culture is known for 

discouraging the expression of emotion, although reports from police officers themselves 

indicate that this appears to be changing. Future research needs to examine police officers’ 

or employees’ ability to regulate their emotions, and the effect that this has on secondary 

appraisal components, and subsequently, on the emotional response, coping strategy 

implemented and the effect on the outcome examined.  

The ability to regulate emotion is crucial in this adaptation process. The current 

study identified that emotion, in particular Negative Feelings (e.g., sad, afraid, nervous, 

regretful, defeated) and Angry Feelings (e.g., angry, surprised, frustrated), performs a role 

in predicting Psychological Distress and withdrawal from the job. The findings from the 

study indicate that if employees feel a sense of mastery over their environment, and are able 

to emotionally and psychologically adjust to the changes through the adaptation of beliefs, 

interpretations and desires, this may result in a less negative emotional responses which, in 

turn, may reduce the likelihood of negative effects on psychological well-being and job 

withdrawal. Therefore, it is important to develop in employees the abilities to regulate 

emotion, identify salient thoughts, and modify necessary interpretations, beliefs, goals and 

desires to adapt to the changes. This will not only benefit them in the workplace but also in 

their personal lives. The development and implementation of personal development 

programs or interventions that focus on change and that incorporate the components 

identified here is an area for future research. This study lends support to programs that are 

currently implemented within the work environment that focus on identifying cognitions 

and emotions, teach employees the ability to modify these cognitions, beliefs, desires, and 

goals, and provide strategies to adaptively cope with the emotions they experience, 
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especially in situations such as organisational change that are not amenable to personal 

control.  

Although this study has provided increased knowledge about the contributing 

factors to employees’ levels of psychological distress and withdrawal from the job, future 

research needs to focus on the development of more sensitive measures to assess the 

components of Lazarus’ (1991a, 1999) theory. Furthermore, this study has emphasised the 

importance of assessing context-relevant variables, and outcomes, especially in the short-

term, as the model provided less insight into the effects of organisational change on global 

Life Satisfaction. The changes in the work environment are distal to global Life Satisfaction 

and a more proximal assessment of satisfaction, such as job satisfaction, needs to be 

examined.  

5.6.3 Limitations 

There were several limitations associated with this study that need to be taken into 

consideration. First, the small sample size limits the generalisability of the findings to the 

wider population of police officers and employees in general. This sample was self-selected 

from a much larger group of police officers, hence these police officers may be different 

from the larger population that did not participate, possibly having different personal 

characteristics (e.g., compliant, older, cynical), and/or possibly they were more greatly 

affected by the changes in the organisation. Caution is required when applying these 

findings to the wider population. Importantly, the sample was representative of the police 

officers with respect to gender and level of appointment. The fact that the organisation 

evaluated was the police service also limits the generalisability of these findings, as the 

nature of the work of police officers is very different from that of other government and 

non-government organisations.  

The small sample size limited the ability to test the model using analytical 

procedures such as structural equation modelling. These findings provide preliminary 

indications of a partial mediating model that require follow-up with a larger sample using 

other model testing procedures. The fact that structural equation modelling or path analysis 

was not applied also means that identifying the relationships among the variables (direct, 

indirect, and mediating) in the model was limited. Furthermore, due to the cross-sectional 

nature of the study, causal relationships among the variables and the temporal precedence 
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of them were not possible. Longitudinal research is required to start to tease out the 

possible causal links and temporal precedence of the components of the model. 

The scales utilised to assess the appraisal components, discrete feelings and core 

relational themes did not retain their original form. This suggests that there may be 

instability among these core components, especially concerning the appraisal evaluations 

proposed by Lazarus (1991a, 1999) and Smith and Lazarus (1993). On the other hand, the 

appraisals that were identified may have been the ones that were salient for this group of 

individuals. Another alternative is that the measures developed by Smith and Lazarus were 

not sensitive enough to tap the appraisal components, feelings and core relational themes. 

For example, two items were developed to represent each of the primary and secondary 

appraisals. Hence the reliability of the scales is somewhat questionable. This has been 

demonstrated by contemporary researchers, after the data collection for the current study, 

who obtained internal reliability coefficients in the high .40s and low .50s for the appraisal 

measure (Lowe & Bennett, 2003).  Before future research can continue to evaluate the 

model proposed by Lazarus, more sound psychometric measures of the components need to 

be developed. 

The current study focused quite heavily on the individual within the organisation, 

examining personal resources and characteristics. Much research within the job insecurity 

and organisational stress domain has identified the importance of evaluating the 

characteristics of the organisation, the resources that it has to offer employees and aspects 

pertinent to the changes. These aspects include the support provided within the work 

environment (e.g., supervisor support), the role of the union, specific assessment of the 

changes that occurred for the employees, information provision, participation of employees 

in the changes and pertinent to police officers the culture of the organisation. Future 

research may benefit by adopting the current framework to evaluate key aspects of the 

organisation, the nature of the changes, and the perceptions of the employees as to the 

support offered by the organisation.  
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CHAPTER 6   - 

STUDY 3: LONGITUDINAL STUDY OF JOB CHANGE AND INSECURITY 

Study 2 (see Chapter 5) used self-report measures from police officers and other 

source participants in a cross-sectional design to examine the proposed appraisal, emotion, 

coping and adaptation model concerning job organisational and insecurity change. This 

model was formulated from Lazarus’ (1991a, 1999) cognitive-motivational-relational 

theory of emotion and Warr’s (1987, 1999) vitamin model. Building on the data obtained in 

Study 2, Study 3 examined this model longitudinally after attaining a second wave of data 

from a sub-set of the police officers who participated in Study 2. No collateral source data 

were collected in Study 3. 

6.1 General Research Aims 

The principle aim of this study was to test a model of appraisal, emotion, coping 

and adaptation following the experience of organisational change longitudinally. 

Specifically, the aim was to examine whether initial levels, and changes in levels over time 

in aspects of the proposed model predicted later levels, and changes across time in the 

adaptational outcomes of Psychological Distress, Life Satisfaction and Job Withdrawal 

Behaviour. A second aim was to examine robust effects across three different longitudinal 

analyses to potentially identify the temporal precedence of variables in the model. Mean-

level changes were examined to determine whether there was a significant increase or 

decrease across time in the study variables. 

6.2 Method 

6.2.1 Design 

A two-wave longitudinal panel design was used. The same predictor variables 

(personal coping resources, ten job characteristics, Global Job Insecurity, appraisal 

components, feeling variables and coping strategies) and outcome variables (Psychological 

Distress, Life Satisfaction and Job Withdrawal Behaviour) were assessed at T1 and at T2. 

The study was conducted in April and May, four to five months after the T1 data had been 

collected, and seven months after the restructuring of the Regional Commands. The time 

lag between the two data collection points was chosen for practical reasons, as this was the 

latest point in time that the data could be collected within the time-frame agreed to with the 
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Police Service. Logically, the four to five month time period was expected to allow enough 

time for changes to occur in the study variables, as by this time the restructuring would 

have been completed and the police officers would have had a chance to begin to adjust to 

the changes. The time lag for the current study was similar to that used in several previous 

longitudinal research studies within the area of job change and job insecurity. In past 

studies, the changes included partial regionalisation (e.g., Jimmieson et al., 2001; T2 data 

were obtained approximately two years after initial data phase, but six months after final 

changes had occurred), large scale downsizing (e.g., Hellgren & Sverke, 2003; T2 data 

obtained six-months after initial data collection phase), announcements of bankruptcy (e.g., 

Mohr, 2000; T2 data were obtained seven years after initial data collection, but seven 

months after the announcement) and merger (e.g., Probst, 2000; Probst & Brubaker, 2001; 

data were obtained six months after the merger announcement). There were a few 

exceptions in which T2 data were collected one-year after the initial data collection phase 

(Mauno & Kinnunen, 1999b) and in which multi-wave panel data were obtained at a third 

point in time, 18-months later (Kinnunen et al., 1999; Mauno et al., 2001). 

6.2.2 Participants 

All 303 police officers who had participated in the cross-sectional study were 

invited to participate in this study. An initial 85 (28.05%) police officers completed the 

survey in the first round mail-out. A reminder letter was sent to the 218 police officers who 

had not responded four weeks after the initial mail-out. An additional 73 police officers 

returned the survey at this time. This provided a total of 158 police officers, comprising 80 

(50.6%) males and 78 (49.4%) females. The response rate was 52.15%.  

The majority of police officers (83 of the 158) worked within the General Duties 

section, followed by 14 (8.9%) in Highway Patrol, 13 (8.2%) in the Crime Management 

Unit, six (3.8%) in Intelligence, five (3.2%) in Detectives, four (2.5%) in Criminal 

Investigation, four (2.5%) in Education, three (1.9%) in Transits, and three (1.9%) in the 

Domestic Violence Unit. The remaining police officers worked within Crime Prevention, 

Human Resources, Licensing, Summons/Warrants, Scenes of Crime, Child Protection Unit, 

Administration, Dog Unit, Brief Handling or as a Youth Liaison Officer. On average, the 

police officers had worked within their current section for seven years (M = 7.15 years, SD 

= 8.72), with the length of time ranging from three months to 36 years. A small proportion 

of 21 (13.3%) police officers indicated that they had recently been transferred, with 136 
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(86.1%) indicating that they had not been recently transferred. One participant (.6%) did 

not indicate whether they had been transferred recently.  

A large proportion, 122 (77.2%), of the police officers identified that they were in a 

satisfactory relationship with a spouse or partner, with 30 (19%) identifying that they were 

not. Six (3.8%) police officers did not respond to this question. Most frequently, the police 

officers reported having had one day (M = 5.29, SD = 16.71) off work due to sickness or 

injury over the past six months. The range was zero to 180. The police officer who reported 

having 180 days off work indicated that this was due to a workplace injury. The number of 

days that the police officers reported not attending work as a result of a “sickie” over the 

past six months ranged from zero to six days (M = .40, SD = .97).   

6.2.3 Measures 

With one exception, the measures that were used in the cross-sectional study (see 

Chapter 5) were used at T2. The only change was that the Motivational Congruence 

subscale from the measure of Primary Appraisal was not included at T2 due to the poor 

reliability obtained for the scale at T1. The internal reliability coefficients for all measures 

are provided in Table 6.2.  

Demographics. Participants were asked to provide their gender, indicate whether 

they were currently in a satisfactory relationship with spouse or partner, whether they had 

been transferred over the past four months, and whether they had made the decision to be 

transferred. Participants were also asked the number of days they had been absent from 

work due to illness or as a “sickie” over the past six months.  

6.2.4 Procedure 

Participants were mailed a questionnaire package containing an information sheet, 

consent form and questionnaire booklet. The questionnaire booklet was coded to permit 

matching with the T1 data upon return to the researcher. The questionnaire package was 

mailed to the police officers’ work addresses. Consent was obtained and confidentiality 

maintained throughout the process. The strategies used at T1 to increase the response rate 

were re-used at T2 (see Chapter 5).  
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6.3 Results 

6.3.1 Attrition Analysis 

Independent sample t-tests were conducted on all the study variables to determine 

whether there were any significant differences between those participants who responded at 

both T1 and T2 (N = 158) compared to those who responded at T1 (N = 145) only. Most of 

the assumptions for the analysis were met, with the exception of the homogeneity of 

variance, which was violated for four of the variables: Opportunity for Interpersonal 

Contact, Opportunity for Skill Use, Active Coping and Job Withdrawal Behaviour, 

Levene’s p < .05. Consequently, an adjustment was made when interpreting the results for 

these variables. As there were 27 variables examined, the alpha level was adjusted using a 

Bonferroni correction to reduce the likelihood of making a Type I error, α = .002.  

There were no significant differences between those participants who responded at 

both T1 and T2, and those who responded at T1 only, on the independent or dependent 

measures collected for the study. There was a trend toward significance for age (p = .027), 

indicating that those participants who responded at both T1 and T2 were older (M = 38.51, 

SD = 10.01) than those who responded at T1 only (M = 35.97, SD = 9.58). In no other case 

was the p value less than .10. See Table 6.1 for t-values and significance levels.  

 



 Job Change and Job Insecurity 157 
 

 

Table 6.1 

t-values and Significance Levels for the Independent t-tests Examining Differences between 

those Participants who Responded at both T1 and T2 and those who Responded at T1 Only 

on all Independent and Dependent Variables. 

Variable df t-value p 
Person Variables    
   Age 
   Perceived Personal Control 
   Coping Self-efficacy 
 

295 
298 
297 

-2.23 
.15 

-.74 
 

.027 

.883 

.461 

Global Job Insecurity 
 

297 
 

.43 .668 
 

Job Characteristics    
   Valued Social Position 298 1.49 .137 
   Opportunity for Interpersonal Contact 295.57 -.67 .493 
   Opportunity for Personal Control 298 .76 .447 
   Environmental Clarity 298 .26 .795 
   Externally Generated Goals 298 .35 .728 
   Opportunity for Skill Use 282.01 .39 .696 
   Variety 298 .58 .560 
   Availability of Money 298 -1.23 .222 
   Physical Safety 298 -.21 .832 
   Supportive Supervision 298 -.57 .570 
 
Appraisal Variables 

   

   Motivational Relevance 298 -1.33 .183 
   Other Accountability 298 .02 .984 
   Self-coping Potential 298 -.68 .495 
   Emotion-focused Coping Potential 298 -1.07 .287 
 
Emotions 

   

   Positive Feelings 298 -.85 .395 
   Negative Feelings 298 .01 .993 
   Angry Feelings 298 -.81 .417 
 
Coping Strategies 

   

   Active Coping 279.40 -1.37 .172 
   Emotion Coping 292 -.10 .918 
   Avoidant Coping 293 -.97 .333 
 
Outcome Variables  

   

   Psychological Distress 297 -.36 .720 
   Life Satisfaction 298 .18 .858 
   Job Withdrawal Behaviour 276.98 1.18 .238 
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6.3.2 Data Analysis Overview 

To examine the hypothesis that changes across time in the aspects of Lazarus’ 

(1991a, 1999) cognitive-motivational-relational theory of emotion and Warr’s (1987, 1999) 

ten job characteristics would predict change in police officers’ levels of Psychological 

Distress, Life Satisfaction and Job Withdrawal Behaviour, three sets of hierarchical 

multiple regression analyses were performed. First, a “basic” model was examined in which 

T1 independent measures were used to predict T2 outcome variables. The order in which 

the potential predictor variables were entered into the analyses was based on the model 

presented in Figure 3.1, and tested at T1 (see Chapter 5). The personal coping resources 

(Perceived Personal Control and Coping Self-efficacy), and person variables (Age, Length 

of Time in Police Service, and Satisfactory Relationship with Spouse/Partner) were entered 

in Step 1. The ten job characteristics and Global Job Insecurity were entered in Step 2, with 

the appraisal variables (Motivational Relevance, Other Accountability, Self-coping 

Potential and Emotion-focused Coping Potential) entered in Step 3. The feeling variables 

(Positive, Negative and Angry Feelings) were entered in Step 4, followed by the coping 

strategies (Active, Emotion and Avoidant) in Step 5. For this model, predictor variables 

were entered into the analysis if they correlated significantly with the outcome variable. A 

cut-off of p < .05 was chosen unless the number of predictors was greater than the 

maximum number (13) permitted to obtain medium power based on N = 158 (Tabachnick 

& Fidell, 1996), in which case a cut-off of p < .01 was used. In addition to ensuring that 

there was adequate power for the analyses, this procedure minimised possible suppressor or 

spurious effects among the predictor variables. 

Second, to examine whether the T1 independent variables predicted changes over 

time in the outcome variable, a difference score (or raw change score; Finkel, 1995; change 

score; Taris, 2000) was calculated for Psychological Distress, Life Satisfaction and Job 

Withdrawal Behaviour, with these variables entered as dependent variables (the “change-

in-outcome” model). Difference scores were calculated by subtracting the T1 outcome total 

raw scores from the T2 outcome total raw scores (Finkel; Menard, 2002; Taris).  Thus, a 

positive score indicates that the level of the variable increased over time. In this model, the 

T1 predictor variables were entered in the same steps, using the same criteria for entry, as 

those outlined for the “basic” model.  
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In the third analysis, change in the independent variables was used to predict change 

in the outcome variables (“change/change” model). For this model, difference scores were 

calculated for the independent variables as well as for the outcome variables. In all cases, 

T1 total raw scores were subtracted from T2 total raw scores (Menard, 2002; Taris, 2000). 

In this analysis, the difference scores were entered at the appropriate step of the analysis. 

The difference scores for the predictors were included in the analysis if they significantly 

correlated with the change score for the outcome variable at p < .05.  

6.3.3 Justification for Examining Three Models 

Rather than solely investigating the “change/change” model, the three models were 

tested to assess the robustness of the findings, especially concerning temporal relationships 

amongst the predictor and outcome variables. Several authors have noted that the strength 

of a longitudinal study is the ability to address the problem of reverse causation and aid in 

the treatment of third variables (Menard, 2002; Taris, 2000; Zapf et al., 1996). Analysing 

these three models more comprehensively addresses the role of third variables and the 

issues associated with reverse causation, thereby strengthening conclusions that can be 

drawn from the findings. 

The “basic” model has been described as similar to conducting a cross-sectional 

study, with the primary difference being that the dependent variable is collected at a later 

point in time (i.e., for this study, four to five months later; Zapf et al., 1996). This model 

offers some advantages over a cross-sectional study by allowing the researcher the 

opportunity to examine the relationships that exist between the variables before controlling 

for initial predictor or outcome variable levels. Furthermore, this model enables (cross) 

lagged effects to be demonstrated, thereby overcoming the problem of common occasion 

bias (e.g., weather, time of day, mood) and reduces biases due to demand characteristics. 

The model does however leave unanswered the issue of the temporal (also causal) ordering 

of the variables investigated (Cohen et al., 2003; Menard, 2002; Zapf et al.).   

The “change-in-outcome” model, when applying a regressor variable approach, 

allows the researcher to examine two additional effects: (a) “stability effects (or 

autocorrelations), that is, the relationship between measures of the same variable taken at 

different points in time, and (b) contemporaneous (or synchronous or cross-sectional) 

effects, that is, relationships between different variables measured at the same point in 

time” (Bradley, 2004, p. 103). The inclusion of baseline measures of outcomes (in this case, 
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Psychological Distress, Life Satisfaction and Job Withdrawal Behaviour) as control 

variables allows the assessment of the impact of predictors independent of pre-existing 

psychological, life and work well-being levels.  

In sum, inclusion of the initial measures of the outcome variable within the 

regressor variable analysis of longitudinal data offers the advantages of (a) addressing the 

issue of temporal order or association by using T1 levels of the predictor to assess changes 

between T1 and T2 on the outcome (logically, any such change would occur after T1); (b) 

potentially controlling stable sources of error (e.g., persistent response biases); (c) reducing 

the possible substantial causal influence of baseline outcome levels upon T2 outcome (Zapf 

et al.). The change score approach has been found to obtain similar results to the regressor 

variable approach (e.g., Flanagan & O’Shaughnessy, 2005; Werts & Linn, 1970), indicating 

that the advantages and disadvantages associated with the regressor variable approach also 

apply to the change score approach.   

Although this model offers some advantages over the “basic” model, there are still 

other potential sources of error not accounted for when applying the regressor variable 

approach. Concerns have been raised regarding the inclusion of baseline outcome 

measures. These concerns include the risk of underestimating predictor-related effects, 

particularly when extensive exposure to the predictor before the initial measurement of the 

outcome has occurred. Under these circumstances the predictor may have had its principle 

effect before baseline and no additional significant change may occur during the study 

period. Likewise, a short time interval between data collection points may provide little 

chance for the predictors to exert further influence before collecting T2 outcome measures. 

Therefore, the likelihood of committing a Type II error, not identifying a predictor that has 

a potential effect, is increased by controlling for baseline outcome levels (Schnall & 

Landsbergis, 1994; Schonfeld, Rhee, & Xia, 1995). The use of difference scores partially 

addresses these concerns by removing the entry of the T1 dependent variable in the 

analysis. However, Cohen et al. contend that the issue with difference scores is one of 

“overcorrection” rather than underestimation.  

The “change/change” model controls for initial levels of all the predictor and 

outcome variables when applying a regressor variable approach. The benefits of 

additionally incorporating the predictors in the analyses at T2 include the ability to test for 

T2 contemporaneous effects of predictors and outcome (Menard, 2002; Zapf et al., 1996). 

Including predictors at both T1 and T2 enables the impact of changes in predictor levels 



 Job Change and Job Insecurity 161 
 

upon changes in outcome to be assessed. “Without T2 predictor measures, synchronous 

effects can be demonstrated at T1 only, yet there may not have been sufficient exposure at 

that point for an effect to be detected and the effect may have dissipated by T2” (Bradley, 

2004, p. 104). A failure to take into account predictor variable levels at T2 may give rise to 

interpretational difficulties. Inclusion of T2 predictors does, however, have disadvantages. 

For example, where a predictor changes little from T1 to T2 the inclusion of two almost 

identical predictors gives rise to problems of multicollinearity and suppressor effects. 

Important effects may go undetected because of the joint presence of T1 and T2 measures 

of the same predictor.  This problem is, of course, overcome if only a single predictor (i.e., 

the T2-T1 difference score) is used. Furthermore, use of difference scores permits a more 

comprehensive evaluation of the model tested in this study. Entering both T1 and T2 

independent and dependent variables would have severely restricted the ability to test the 

proposed model using a regressor variable approach. This is because, with a sample size of 

158, a maximum of 13 predictors could be entered into the regression analyses permitting 

medium power (Tabachnick & Fidell, 1996).  

As each model presented has several strengths independent of the other models it is 

important to assess all three models to obtain a more comprehensive understanding of the 

impact of the predictor variables on the (change in) outcome variables (over time). For each 

hierarchical multiple regression analysis, the final coefficient of determination (R2) is 

reported, indicating the overall percentage of variance in the outcome variable that was 

accounted for by the predictor variables once all variables had been entered. Adjusted R2 

values are also reported as this measure takes into account sample size. The change in the 

coefficient of determination (∆R2) is presented at each step of the analyses to identify the 

additional variance in the outcome variable accounted for by the newly admitted predictor 

variables. In addition, the strength of relationships between the explanatory variables and 

the outcome variables in the analyses is provided by reporting the partial standardised 

regression coefficients (beta weights). The closer these coefficients approximate +1.0 or -

1.0, the more important the variable to the solution. The percentage of unique variance 

(obtained by squaring the semi-partial correlation; sr2) accounted for by significant (p < 

.05) individual predictors is also reported. 
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6.3.4 Justification for Using Difference Scores 

Controversy exists concerning the manner in which the data for the longitudinal 

models examining change across time should be analysed (e.g., regressor variable approach 

versus the use of raw change scores). Generally, researchers have examined the change-in-

outcome and change/change longitudinal models using the regressor variable approach 

(Menard, 2000; Taris, 2000; Zapf et al., 1996). With this approach, hierarchical regression 

analysis is applied, entering the initial (T1) outcome and background variables in the first 

step (Model 2 and Model 3) and the (T1) predictor variables in the second step (Model 3 

only). For this study, hierarchical regression analyses were used with raw change scores. 

Rogosa (1988) and Lord (1967) concur that the change score is the most intuitive metric of 

change and this is one of the reasons it has been used in this study. Taris stated that it is 

unnecessary to enter the initial levels of the predictor and outcome variables when using 

raw change scores. 

There has been much support for the use of difference scores when examining 

change across time in two-wave longitudinal studies (Colvin, Block, & Funder, 1995, 1996; 

Gottman & Krokoff, 1989, 1990; Lord, 1967). Two primary concerns identified with the 

use of difference scores are the “presumed” unreliability of the difference scores and the 

“regression fallacy”, otherwise referred to as regression to the mean (Taris, 2000). Recent 

writings have allayed many of the concerns previously raised about the use of difference 

scores in longitudinal data analysis (Allison, 1990; Rogosa, 1988; Rogosa & Willett, 1983, 

1985, Taris). Allison stated that the use of the change score approach may be more 

appropriate at times than using the regressor approach. The choice of which approach to 

use is rarely apparent. Similar results to the regressor variable approach are obtained with 

the use of raw change scores even though the initial levels of outcome and predictor 

variables are not included in the analysis (Taris; Werts & Linn, 1970). A contemporary 

study by Flanagan and O’Shaughnessy, (2005) found that the “results were consistent 

across methods”, when examining their data using both the regressor variable and change 

score approach (p. 452). An advantage of using the difference score is that collinearity 

problems associated with very stable predictors are avoided.  

To address the concern of the reliability of the difference scores, the correlations 

between the T1 and T2 constituent variables were inspected as were the internal reliability 

coefficients of the scales. Taris (2000) states that as the correlation between the two 
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constituent variables increases, the reliability of the difference score diminishes. Taris 

presents a table, reproduced in Table 6.3, which provides an approximate indication of the 

reliability of the difference scores based on the average of the T1 and T2 reliability 

coefficients of the measures and the T1 to T2 correlations. For example, because Other 

Accountability across the two points in time has an average reliability of .80 and the T1-T2 

auto-correlation for this measure was .31, the reliability of the difference score for Other 

Accountability was approximately .70. On the whole, the difference scores obtained for the 

current study do have an approximate reliability of between .50 and .80, demonstrating an 

acceptable level of reliability. There were three difference scores with reliability levels 

lower than .50. These were Motivational Relevance, Emotion-focused Coping Potential and 

Perceived Personal Control. Thus, some caution is warranted when interpreting the findings 

for these specific difference scores.  

 

Table 6.2 

Reliability of Difference Scores as a Function of the Reliability of Two Variables and their 

Correlation. 

Correlations between Y1 and Y2
Mean Reliability of Y1 and Y2

.80 .60 .40 .20 

.80 .00 .50 .66 .75 

.60 - .00 .33 .50 

.40 - - .00 .25 

.20 - - - .00 

Reproduced from Taris (2000, p. 60). A primer in longitudinal data analysis. London: Sage 
Publications. 

 

One way to improve the reliability of the difference scores is to ensure that an 

“appropriate” time interval between the two consecutive waves of the study occurs so that 

true change takes place (Kessler, 1977). A longer interval between the two measures of the 

same variable will usually produce a lower correlation (Taris, 2000). There may not have 

been an adequate time interval between the two waves of the study to reflect true change 

for the particular variables of Motivational Relevance, Emotion-focused Coping Potential 

and Perceived Personal Control. Another possible reason for the lower reliability of the 

difference scores for Motivational Relevance, Emotion-focused Coping Potential and 

Perceived Personal Control is the fact that the measures for these variables comprised few 
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items. Nonetheless, Rogosa (1988) has demonstrated that the difference scores  are “not 

intrinsically unreliable”; quite the contrary, the change score is generally quite reliable 

(Gottman & Rushe, 1993).  

The other issue that is associated with the use of difference scores is the “regression 

fallacy”, or the tendency for the scores, particularly extreme scores at the consecutive data 

collection waves to regress towards the mean (Taris, 2000). Related to the “regression 

fallacy” is the issue of a negative correlation between the change score and the initial levels 

of the variable, also referred to as a “ceiling effect” (Gottman & Rushe, 1993; Taris). To 

address this concern, the normality plots and histograms of the difference scores for the 

predictor and outcome variables were examined. There appeared to be no floor or ceiling 

effects, as the plots were relatively normal and all standardised skew values were < 3.3.  

However, there was a tendency for the distribution to be more humped around the mean 

than at the tails, which Gottman and Krokoff (1990) state may exacerbate the issue of 

regression to the mean.  

Following Taris (2000), to examine the possibility of a regression to the mean 

effect, the average T1 and T2 levels of Psychological Distress, Life Satisfaction and Job 

Withdrawal Behaviour were computed for the entire sample and for a sub-sample of 

participants who obtained a high score on these measures at T1 (M + 1 SD). The entire 

sample mean was then subtracted from the sub-sample mean. The average level of T1 

Psychological Distress for the sub-sample (n = 20) was 34.67. Subtracting the 

corresponding mean for the full sample (23.48) resulted in a difference of 11.19. At T2, the 

mean for the sub-sample reduced to 28.19, and when the mean for the full sample was 

subtracted from this score, a difference of 4.98 was obtained. Thus, the participants who 

were highly distressed at T1 were closer to the full sample mean at T2, suggesting that 

some regression to the mean occurred.  

Some regression to the mean was also identified as having occurred for Life 

Satisfaction and Job Withdrawal Behaviour. The difference between the full sample and the 

sub-sample (n = 27) that had a high level of Life Satisfaction (M = 22.19) at T1 was 6.15. 

At T2, the difference was 3.1 (M = 18.96 – 15.86). For Job Withdrawal Behaviour, the 

difference between the full sample and the sub-sample (n = 25) that reported a high level of 

withdrawal behaviours (M = 15.84 – 8.90) was 6.94 at T1 and 4.29 (M = 13.16 – 8.87) at 

T2.  
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A similar procedure was applied to examine whether regression towards the mean 

occurred for a sub-sample of participants at T1 (M - 1 SD) who obtained a low score on 

Psychological Distress and Life Satisfaction. Regression to the mean could not be 

examined for Job Withdrawal Behaviour as there were no participants who obtained a score 

less than one standard deviation below the mean. Some regression towards the mean was 

found to have occurred for Psychological Distress and Life Satisfaction. The difference 

between the full sample and sub-sample (n = 18) that reported low Psychological Distress 

(M = 15.83) at T1 was 7.65.  At T2, the difference was 1.07 (M = 23.29 - 22.22).  For Life 

Satisfaction the difference between the full sample and the sub-sample (n = 24) that 

reported a low level on this outcome (M = 9.83) at T1 was 6.21. At T2, the difference was 

4.65 (M = 15.86 – 11.21). Thus, the participants who were reporting minimal distress and 

low Life Satisfaction at T1 were closer to the group mean at T2, suggesting that some 

regression to the mean occurred. Kessler (1977) highlighted that, if the measurements are 

highly reliable, regression to the mean actually reflects true change.   

On the whole, the measures used in this study were found to have good to very good 

psychometric properties, as did the majority of the raw change scores for the measures. 

Furthermore, there are grounds for believing that, over the course of this study, even the 

more highly distressed participants would begin to adjust to the changes that occurred in 

their work environment, and hence their scores on the dependent measures would decrease 

from T1 to T2. It is argued that the regression to the mean demonstrated by those 

participants who obtained low scores on Psychological Distress and Life Satisfaction at T1 

is a reflection of true change, as there is no reason to expect otherwise. Due to the sample 

size obtained for this study (n = 156) the use of difference scores permitted the 

parsimonious examination of the change/change model with sufficient power. Thus, the use 

of difference scores in the longitudinal regression analyses was deemed appropriate, as the 

assumptions of the regression analysis were met and most of the scores were demonstrated 

to be reliable.    

6.3.5 Preliminary Analysis 

Two participants were removed from the data analysis due to incomplete data sets, 

reducing the sample size to 156. The assumption of normality was met for all variables for 

the longitudinal sample except T1 and T2 Global Job Insecurity (standardised skewness 

values = 12 and 15.66), T2 Opportunity for Interpersonal Contact (standardised skewness 
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value = 8.48), T1 and T2 Negative Feelings (standardised skewness values = 9.65 and 8) 

and T1 Length of Time in Police Service (standardised skewness value = 10). These 

variables were positively skewed. Thus, they were transformed using the transformation for 

positive skew recommended by Tabachnick and Fidell (1996), that is, one divided by the 

values of the variable. The sample size, means, standard deviations and alpha coefficients 

for the T1 and T2 independent and dependent variables are presented in Table 6.2.  

The assumptions for regression analysis of independence, linearity, and 

homoscedasticity were met. Correlations and tolerance values were inspected to determine 

whether there were any multicollinearity concerns. See Table 6.4 for correlations between 

all measures. There was no multicollinerity identified among the predictor variables (all r’s 

< .9, Tabachnick & Fidell, 1996) and tolerance levels were not close to 0. Furthermore, 

multicollinearity was not considered to be a threat to the stability of the analyses as none of 

the intercorrelations between two scales approached their mean scale reliability (Campbell 

& Fiske, 1959).  
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Table 6.3 

Sample Sizes, Means, Standard Deviations and Internal Reliability Coefficients for the Measures at T1 and T2, and for the T1-T2 Difference 

Scores. 

T1 T2 Difference Scores  
Variable Na M SD α N Na M SD α a M SD r12

Personal Coping Resources             
 Perceived Personal Control 156 20.85 3.18 .80 155 20.84 3.16 .79 155 .01 2.60 .66 
 Coping Self-efficacy 156 36.17 6.89 .92 156 35.88 7.21 .94 156 -.28 6.23 .61 
Job Characteristics             
 Valued Social Position 156 8.35 3.70 .87 156 8.43 3.62 .89 156 -.08 3.36 .58 
 Opportunity for Interpersonal 

Contact 
156 6.31 2.96 .85 156 5.83 .06 .80 156 -.48 3.05 .39 

 Opportunity for Personal Control 156 9.27 4.19 .91 156 8.87 3.73 .89 156 -.40 4.00 .50 
 Environmental Clarity 156 7.71 3.42 .80 156 7.43 3.43 .86 156 -.28 3.49 .48 
 Externally Generated Goals 156 9.60 4.02 .87 156 9.03 4.13 .91 156 -.57 3.94 .53 
 Opportunity for Skill Use 156 9.96 4.03 .91 156 10.02 4.42 .93 156 .06 4.09 .53 
 Variety 156 7.47 3.99 .93 156 8.12 3.61 .86 156 .65 3.94 .47 
 Availability of Money 156 10.88 4.87 .93 156 10.80 4.66 .93 156 -.08 4.24 .60 
 Physical Safety 156 10.76 4.69 .89 156 9.52 4.21 .88 156 -1.24 3.60 .68 
 Supportive Supervision 156 10.12 4.96 .92 156 9.83 4.92 .94 156 -.28 4.68 .55 
Global Job Insecurityb 156 .17 .05 .83 156 .04 .04 .86 156 .01 2.63 .67 
Primary Appraisal             
Motivational Relevance 156 7.51 1.83 .67 156 7.35 1.75 .69 156 -.15 1.82 .48 
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T1 T2 Difference Scores  
Variable Na M SD α N Na M SD α a M SD r12

Secondary Appraisal             
 Other Accountability 156 4.47 1.83 .78 156 7.63 1.95 .90 156 .16 2.23 .31 
 Self-Coping Potential 156 10.69 3.72 .75 156 10.74 3.30 .71 156 .04 3.54 .50 
 Emotion-focused Coping Potential 156 7.08 1.69 .75 156 7.23 1.60 .77 156 .15 1.37 .65 
Emoti  ons

mes

            
 Positive Feelings 155 18.73 7.19 .91 156 18.70 6.70 .91 155 .03 6.88 .53 
 Negative Feelingsb 155 .14 .05 .83 156 .15 .05 .83 155 -.32 3.40 .51 
 Angry Feelings 156 6.81 3.13 .78 156 6.12 2.77 .75 156 -.69 2.85 .54 
Coping Strategies             
 Active Coping 153 61.18 8.38 .86 156 60.90 8.46 .86 153 -.18 7.90 .50 
 Emotion Coping 153 21.18 6.52 .88 156 20.60 6.00 .87 153 -.66 4.56 .74 
 Avoidant Coping 154 23.94 5.60 .80 156 23.45 5.60 .82 154 -.53 4.67 .57 
Outco              
 Psychological Distress 156 23.48 5.84 .90 156 23.21 5.07 .89 156 -.27 5.43 .51 
 Life Satisfaction 156 16.04 4.07 .89 156 15.86 3.90 .87 156 -.19 3.32 .65 
 Job Withdrawal Behaviour 156 8.90 3.76 .82 156 8.87 3.92 .80 156 -.03 3.44 .60 
a Sample sizes differ as not all participants completed all scales.  
b Global Job Insecurity and Negative Feelings were transformed at both T1 and T2 using an inverse transformation as recommended by Tabachnick & 
Fidell (1996) for positive skew.  
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Table 6.4 

Bivariate Correlations among the T1 Predictors, T1 Outcomes, T2 Outcomes and Difference Scores for the Predictors and Outcomes for the 

Total Samplea

    1    2    3    4    5    6    7    8    9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33 

1 -
2      32 -
3 52 50 -
4 51 53 71 -
5 47 35 55 58 -
6 47 35 59 50 56 -
7 40 50 55 57 46 50 -
8 34 32 36 41 40 43 42 -
9 41 28 43 48 54 42 38 56 -
10 39 33 51 52 29 37 41 49 40 -
11 15 10 16 10 19 21 07 24 21 18 -
12 17 07 10 22 19 08 05 16 12 12 26 -
13 -17 09 -06 -14 -06 -12 -03 -15 -25 -22 05 -22 -
14 -28 -13 -31 -26 -22 -17 -18 -17 -27 -19 02 01 26 -
15 -27 03 -13 -09 -05 -05 -01 -06 -20 -24 09 -12 50 45 -
16 -42 -18 -31 -34 -37 -17 -18 -24 -47 -30 -30 -26 24 39 .32 -
17 42 15 38 37 30 24 25 39 35 36 35 35 -34 -31 -30 -67 -
18 -09 -02 09 01 11 08 -02 00 -04 -06 24 13 27 33 45 11 -07 -
19 07 28 12 25 21 10 .23 19 24 08 26 06 02 -19 06 -23 16 10 -
20 17 14 13 12 17 -05 .05 04 26 10 00 18 -12 -38 -27 -45 29 -14 26 -
21 40 22 31 25 18 18 24 27 41 22 16 14 -27 -52 -42 -52 41 -19 30 32 -
22 -12 01 -08 -02 -03 -08 07 -06 -20 -08 -09 -14 12 21 34 18 -17 10 05 -14 -44 -
23 27 17 29 28 18 22 23 26 22 29 08 09 -16 -47 -35 -39 38 -07 16 38 44 -19 -
24 -27 -09 -23 -17 -21 -14 -12 -12 -37 -05 10 -01 27 49 47 43 -27 32 -08 -44 -51 40 -30 -
25 -01 -05 -07 -09 -14 04 -00 01 -16 -02 21 11 07 44 28 15 -10 30 -14 -22 -28 15 -15 43 -
26 -31 -08 -22 -26 -21 -08 -11 -26 -30 -25 -09 -06 19 42 30 42 -42 18 -10 -26 -49 17 -35 37 20 -
27 -07 06 -05 -03 04 05 11 01 05 -05 01 -12 -03 -16 -02 07 -16 -11 35 00 13 15 01 -05 -14 08 -
28 02 -08 -06 -10 -04 -15 -16 -26 -11 -13 -04 10 02 10 -08 -05 01 06 -23 17 -09 -24 -08 -15 09 02 -44 -
29 01 03 07 06 13 22 08 11 11 08 11 13 02 -08 -09 -08 -03 09 08 -02 25 -45 07 -10 07 -02 11 -07 -
30 -04 01 -09 -09 -11 -14 -09 -13 -08 -01 -09 09 -03 18 -11 -04 14 -02 -16 00 01 -06 02 -05 07 -06 -29 45 -09 -
31 20 14 .18 17 17 .16 20 27 30 08 14 00 -17 -17 -16 -37 25 04 16 15 15 -23 31 -33 -23 -26 14 -22 20 -08 -
32 -19 03 -10 -06 -13 -09 02 -14 -17 -17 -15 -15 01 01 23 14 -15 03 02 -08 -08 65 -23 25 11 22 14 -11 -32 01 -36 -
33 16 13 17 25 18 23 26 32 26 23 07 06 -21 -21 -12 -26 30 08 17 12 12 -22 60 -15 -03 -19 08 -16 21 -10 35 -22 -
34     -48 -.13 -20 -20 -10 -01 -07 -03 -11 -10 03 -01 03 13 11 11 -15 13 -02 -04 -21 09 -10 01 -02 10 09 01 04 -07 11 10 -05
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    1    2    3    4    5    6    7    8    9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33 

35 -19 -65 -28 -24 -15 -14 -27 -10 -05 -21 -02 02 -09 05 02 07 -11 03 -23 -05 -09 -05 -20 02 04 01 -09 04 -01 -12 03 00 -08
36 -14 -23 -59 -33 -29 -26 -30 -05 -10 -22 -04 02 00 09 05 -01 -05 03 01 -03 -03 01 -05 09 -01 -04 -02 -02 10 03 12 03 07
37 -09 -23 -32 -51 -30 -20 -23 -05 -15 -21 -05 -15 12 04 02 07 -16 05 -11 03 -10 07 -08 01 00 10 -01 -01 02 -03 12 06 -08
38 -07 -03 -22 -16 -46 -22 -21 -10 -08 -07 -12 -10 -05 07 -02 00 -10 -16 -06 03 05 02 -07 -05 -05 00 -02 00 -05 03 16 10 -11
39 -13 -15 -16 -06 -20 -41 -13 -07 04 -07 -03 01 -05 -02 -02 -06 -06 -07 -01 14 09 09 -02 -08 -05 -14 08 -11 -04 -05 12 11 -07
40 -03 -22 -24 -16 -11 -05 -59 -16 -09 -15 08 07 -10 08 -08 -06 -04 03 -14 05 -06 02 -04 -03 -05 -02 -02 06 -02 00 07 04 -18
41 06 -16 -12 -14 -08 -05 -16 -48 -14 -26 -15 -01 -05 05 -04 -01 -15 01 -07 09 02 00 -04 -08 -04 13 02 07 -03 -05 08 06 -06
42 -07 -10 -25 -18 -23 -15 -14 -12 -51 -17 -12 -07 13 18 10 19 -13 01 -04 -14 -16 15 -06 21 11 09 02 -07 -01 03 02 01 -10
43 -05 -15 -22 -12 -10 -14 -04 -09 -02 -48 -04 12 05 16 06 -09 07 05 04 02 01 -06 -14 -08 -01 06    - 05 07 01 11 13 06 -08
44 01 -03 -03 03 -05 00 06 02 -06 -05 -54 02 -09 01 01 09 -03 -04 -12 -08 -04 05 -06 07 01 -03 08 -10 09 01 00 07 11
45 03 -11 03 -08 -01 07 -03 02 06 03 03 -55 05 03 15 -01 02 -05 -02 -06 -01 08 -01 03 02 -09 -08 -08 -11 -01 03 07 08
46 01 -04 04 06 06 -01 04 08 09 12 04 16 -59 -13 -33 -10 18 -11 07 -11 08 04 00 08 07 -09 10 -04 -05 -12 -03 02 07
4  7 9 1 7 3 2 7 8 8 1 9 4 3 4 7 6 4 4 8 4 2 3 3 7 5 3 6 1 9 2 1 1 1 7

01 02 03 11 15 -02 -11 -22 -19 -18 12 -11 11 10 20 -08 09

0 -0 1 1 1 1 0 0 1 0 -0 0 -2 -4 -1 -1 1 -1 0 0 1 0 1 -0 -0 -1 -1 0 0 -1 -0 1 1
48 13 02 08 00 06 08 03 07 11 09 02 -02 -14 -21 -51 -11 13 -19 06 10 06 -05 06 -08 -01 -03 11 -01 02 -14 -14 07 -11
49 -17 -03 -21 -19 -17 -04 -08 -13 -23 -12 -18 -18 09 24 18 51 -42 07 -17 -20 -26 -03 -22 16 05 30 01 07 -06 04 -05 09 -01
50 -17 02 -20 -13 -22 -08 -13 -20 -13 -09 -14 -16 14 09 12 29 -58 04 -13 -10 -11 -04 -11 08 -11 20 01 07 08 -01 02 -01 -04
51 00 01 -06 -11 -06 02 -02 01 -06 -02 -08 -11 -09 -09 -15 -03 -04 -47 -07 -04 04 -03 -11 -08 00 02 03 16 -04 01 -18 13 -14
52 -03 -05 -05 -13 -07 -05 -06 03 -13 -12 -21 -08 -09 07 -04 16 -07 -10 -46 -17 -14 11 -08 08 04 12 05 -03 -05 -02 00 15 -11
53 04 03 11 09 -06 05 07 -09 -12 03 -01 -15 -05 -05 06 -02 -02 02 -14 -46 05 -04 -02 -03 -01 -06 06 -09 11 06 21 00 07
54 -24 -11 -16 -10 -03 -04 -07 -04 -16 -16 -04 -15 13 26 29 21 -21 25 -18 -22 -60 25 -19 25 09 29 -02 -11 -08 -08 38 01 -04
55 -08 03 -02 -05 -11 -01 -07 -10 04 -10 -07 00 -13 -11 -14 -05 03 -10 -03 07 15 -46 -04 -20 -05 04 -01 16 17 09 -14 38 01
56 -11 -04 -11 -03 00 01 04 08 05 -05 -01 -03 -06 20 24 12 -08 17 02 -27 -08 -05 -41 15 14 18 07 -09 17 -14 07 00 48
57 05 -08 01 02 -06 -09 -42 -05 -11 06 01 09 05 -07 09 02
58 00 -06 05 00 -06 -02 -09 -03 11 -01 -04 -06 -03 -09 -07 00     -09 09 -08 -07 13 -03 00 -04 -40 -08 -14 09 -10 -01 -04 14 00
59 -13 23 -18 -10 -11 -09 11 -13 -13 -03 -11 -03 08 26 21 13 -19 -09 -05 -14 -17 20 -15 18 09 38 13 -07 -07 00 -11 17 -03
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  34   35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53   54  55  56  57  58  59 

34       -  
35 34 -
36 35 41 -
37 27 37 54 -
38 25 24 47 51 -
39 22 33 36 36 54 -
40 28 29 33 29 43 29 -
41 11 25 22 28 32 30 33 -
42 17 12 27 31 34 21 27 20 -
43 19 27 36 21 24 31 14 22 21 -
44 07 10 18 -02 10 06 -03 07 15 24 -
45 06 21 09 18 14 09 05 12 05 04 06 -
46 -02 -01 -09 -21 -07 -03 -07 -10 -10 -18 11 -12 -
47 -18 -03 -17 -16 -15 -13 -15 -13 -22 -16 10 -02 28 -
48 -02 00 -04 02 -04 -14 -10 -11 -12 -14 04 15 35 25 -
49 23 15 12 14 07 05 10 15 21 -26 13 11 -22 -27 -21 -
50 21 07 11 08 15 09 17 20 14 01 12 12 -25 -23 -20 60 -
51 00 06 -08 -03 13 -03 -01 03 00 -06 02 05 22 35 29 -11 -09 -
52 05 12 03 12 06 00 -02 08 03 02 15 -02 08 01 07 11 00 16 -
53 -03 03 -01 -04 04 -03 -12 08 04 01 -01 03 00 -09 -20 09 08 -04 27 -
54 33 13 14 21 09 02 13 06 19 11 05 04 -11 -15 -20 23 14 -21 16 15 -
55 02 07 03 -02 10 02 02 07 -17 14 02 -01 -02 10 15 14 04 19 05 04 -30 -
56 05 13 13 -01 -06 -06 -16 -02 -06 07 19 11 08 01 -19 22 07 -04 -04 -10 15 06 -
57 -11 03 -02 07 09 10 -05 -07 -07 12 06 -01 10 23 28 -29 -23 16 -10 -18 -28 20 -08 -
58 08 11 10 10 19 10 14 03 -02 14 03 14 01 05 13 -08 13 09 -06 -05 -19 20 01 11 -
59 08 -17 09 09 03 09 -12 15 10 -08 -02 -13 -05 -28 -08 29 14 -01 10 13 08 -05 12 -24 -19 -
Note. 1 = T1 Valued Social Position, 2 = T1 Interpersonal Contact, 3 = T1 Personal Control, 4 = T1 Environmental Clarity, 5 = T1 Externally Generated Goals, 6 = T1 Opportunity for Skill Use, 7 = T1 Variety, 8 
= T1 Availability of Money, 9 = T1 Physical Safety, 10 = T1 Supportive Supervision, 11 = T1 Motivational Relevance, 12 = T1 Other accountability, 13 = T1 Self-Coping Potential, 14 = T1 Emotion focused 
coping potential, 15 = T1 Positive Feelings, 16 = T1 Negative Feelings, 17 = T1 Angry Feelings, 18 = T1 Active Coping, 19 = T1 Emotion Coping, 20 = T1 Avoidant Coping, 21 = T1 Psychological Distress, 22 
= T1 Life Satisfaction, 23 = T1 Job Withdrawal Behaviour, 24 = T1 Perceived Personal Control, 25 = T1 Coping Self-Efficacy, 26 = T1 Transformed Job Insecurity, 27 = Gender, 28 = Age, 29 = T1 Satisfactory 
relationship with spouse/partner, 30 = Transformed Length of time working in police service, 31 = T2  Psychological Distress, 32 = T2  Life Satisfaction, 33 = T2 Job Withdrawal Behaviour, 34 = Difference 
score Valued Social Position, 35 = Difference score Interpersonal Contact, 36 = Difference score Personal Control, 37 = Difference score Environmental Clarity, 38 = Difference score Externally Generated 
Goals, 39 = Difference score Opportunity for Skill Use, 40 = Difference score Variety, 41= Difference score Availability of Money, 42 = Difference score Physical Safety, 43 = Difference score Supportive 
Supervision, 44 = Difference score Motivational Relevance, 45 = Difference score Other Accountability, 46 = Difference score Self-coping Potential, 47 = Difference score Emotion-focused Coping Potential, 48 
= Difference score Positive Feelings, 49 = Difference score Negative Feelings, 50 = Difference score Angry Feelings, 51 = Difference score Active Coping, 52 = Difference score Emotion Coping, 53 = 
Difference score Avoidant Coping, 54 = Difference score Psychological Distress, 55 = Difference score Life Satisfaction, 56 = Difference score Job Withdrawal Behaviour, 57 = Difference score Perceived 
Personal Control, 58 = Difference score Coping Self-efficacy, 59 = Difference score Job Insecurity.  
Correlations greater than .17 significant at p < .05, correlations greater than .20 significant at p < .01, and correlations greater than .27 significant at p < .001. 
a 

T2 predictor variables were not included in the correlation matrix as these variables were not examined in the analyses. 
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6.3.6 Investigation of Mean Level Changes on Variables 

Paired sample t-tests were conducted to examine whether there were changes in the 

mean-levels of the study variables from T1 to T2. The assumptions for the analyses were 

met. A Bonferroni correction was made to the alpha level to correct for the possibility of 

Type I error: as there were 27 variables examined, alpha was reduced to .002. The t-tests 

revealed that there was no significant mean-level change in the outcome variables of 

Psychological Distress, t(155) = .62, p = .536, Life Satisfaction, t(155) = .70, p = .485, or 

Job Withdrawal Behaviour, t(155) = .12, p = .908 across the two points in time. See Table 

6.5 for t-values and significance levels. 

There was a significant difference found for the job characteristic of Physical Safety 

across the two points of time, t(155) = 4.31, p = .002. Inspection of the means and 

confidence intervals demonstrates that the police officers’ worry about their physical safety 

was significantly reduced at T2 (M = 9.52, 95% C.I = 8.85 – 10.18) compared to T1 (M = 

10.76, 95% C.I = 10.02 - 11.51). The change in the mean-level for feelings of anger across 

the two points in time approached significance, t(155) = 3.04, p = .003, suggesting that the 

police officers’ feelings of anger decreased from T1 (M = 6.81, 95% C.I = 6.28 – 7.27) to 

T2 (M = 6.12, 95% C.I  = 5.64 – 6.51).  
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Table 6.5 

t-values and Significant Levels for the Paired Sample t-tests examining Change across T1 

and T2 Means for all of the Independent and Dependent  Variables.  

Variable df t-value p 
Personal Coping Resources 
   Perceived Personal Control 
   Coping Self-efficacy 
 

 
155 
155 

 
   .06 
   .57 

 
.951 
.573 

Job Characteristics 
   Valued Social Position 
   Opportunity for Interpersonal Contact 
   Opportunity for Personal Control 
   Environmental Clarity 
   Externally Generated Goals 
   Opportunity for Skill Use 
   Variety 
   Availability of Money 
   Physical Safety 
   Supportive Supervision    

 
155 
155 
155 
155 
155 
155 
155 
155 
155 
155 

 
  -.31 
 1.97 
 1.26 
 1.01 
 1.81 
  -.20 
-2.06 
   .25 
 4.31 
   .75 

 
.757 
.050 
.209 
.315 
.072 
.845 
.042 
.807 
.000* 
.453 

 
Global Job Insecurity 

 
155 

 
   .01 

 
.989 

 
Appraisal Variables 
   Motivational Relevance 
   Other Accountability 
   Self-coping Potential 
   Emotion-focused Coping Potential 

 
 

155 
155 
155 
155 

 
 

 1.06 
  -.90 
  -.16 
  -.14 

 
 
.293 
.370 
.875 
.180 

 
Emotions 
   Positive Feelings 
   Negative Feelings 
   Angry Feelings 

 
 

155 
155 
155 

 
 

  -.06 
 1.16 
 3.04 

 
 
.954 
.249 
.003 

 
Coping Strategies 
   Active  
   Emotion 
   Avoidant 

 
 

155 
155 
155 

 
 

   .19 
 1.79 
 1.24 

 
 
.849 
.076 
.219 

 
Outcome Variables 
   Psychological Distress 
   Life Satisfaction 
   Job Withdrawal Behaviour 

 
 

155 
155 
155 

 
 

   .62 
   .70 
   .12 

 
 
.536 
.485 
.908 
 

* p < .002. 
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6.3.7 Hierarchical Multiple Regression Analyses 

6.3.7.1 Psychological Distress: “Basic” Model. 

A hierarchical multiple regression analysis was conducted to examine the effects of 

T1 person variables and personal coping resources, job characteristics, appraisal 

components, feeling variables, and coping strategies on T2 Psychological Distress. 

Inspection of the correlation matrix identified 18 predictors that correlated at p < .05, and 

10 predictors that significantly correlated at p < .01, with T2 Psychological Distress. Given 

that the number of predictors correlating with Psychological Distress at the 5% level 

exceeded the maximum number permitted to obtain a medium level of power, only the 10 

more highly correlated predictors were included in the analysis. These predictors were 

entered into the analysis in the following order: Step 1, Satisfactory Relationship with 

Spouse/Partner, Age, Coping Self-efficacy and Perceived Personal Control; Step 2, 

Availability of Money, Physical Safety and Global Job Insecurity; Step 3; Emotion-focused 

Coping Potential; and Step 4, Negative and Angry Feelings.  

Table 6.6 demonstrates that a significant amount of variance (R2) in Psychological 

Distress was accounted for at each step of the regression analysis, with a significant 30.3% 

(Adjusted R2 = 25.1%) of the variance accounted for when all the predictor variables were 

entered, F(10, 133) = 5.79, p < .001. The change in R2 values suggest that each block of 

variables, except for Step 3 (appraisal variable), made a significant additional contribution 

to explaining the variance in Psychological Distress over that explained by the variables in 

the previous steps.  

At Step 1, the person variables and personal coping resources accounted for 20.4% 

of the variance in Psychological Distress, F(4, 139) = 8.93, p < .001. The significant 

predictors of Psychological Distress at this step were Age (sr2 = 7.40%), Perceived 

Personal Control (sr2 = 5.06%) and Satisfactory Relationship with Spouse/Partner (sr2 = 

2.69%). The job characteristic variables and Global Job Insecurity, entered at Step 2, were 

responsible for the largest increment in explained variance after the first step, accounting 

for an additional 5.7% of variance, F(3, 136) = 3.50, p = .017. None of the variables 

entered at this step was a significant individual predictor of Psychological Distress. Step 3 

did not make a significant contribution to Psychological Distress, F(1, 135) = .74, p = .39. 

Variables entered at Step 4 contributed a significant additional 3.8% of the variance in T2 

Psychological Distress, F(2, 133) = 3.60, p = .030. After this step, T2 Psychological 
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Distress was primarily predicted by Age (sr2 = 4.62%) and Negative Feelings about the 

changes that occurred in the workplace at T1 (sr2 = 2.40%). These findings suggest that 

younger police officers and those reporting greater negative emotions about the changes at 

T1 were more likely to experience Psychological Distress at T2.  

The beta coefficients (see Table 6.6) suggest the existence of some mediated effects. 

Specifically, the effect of the T1 personal coping resource, Perceived Personal Control, was 

mediated by the job characteristics variables and Global Job Insecurity (for Perceived 

Personal Control; β = -.26 at Step 1 vs. β = -.15 at Step 2). There was a consistent, direct 

effect (this was non-significant after Step 2) of Satisfactory Relationship with 

Spouse/Partner on T2 Psychological Distress at each Step of the analysis. Age also 

demonstrated a significant, direct association with T2 Psychological Distress, which was 

somewhat mediated by the entry of the job characteristic variables (for Age,  β = -.28 at 

Step 1 vs. β = -.22 at Step 2). Thus, the two person variables did not appear to be influenced 

substantially by the entry of the variables associated with the proposed model (e.g., job 

characteristics, appraisal components, feeling variables or coping strategies).  

There was also evidence that the entry of the negative emotions, Negative and 

Angry Feelings, mediated the relationship of Physical Safety (β = .13 at Step 3 vs. β = .04 

at Step 4) and Global Job Insecurity (β = -.13 at Step 3 vs. β = -.06 at Step 4) on 

Psychological Distress, with Negative Feelings demonstrating a significant, direct 

relationship with Psychological Distress. The addition of the appraisal component, 

Emotion-focused Coping Potential did not contribute any additional explanatory variance to 

the analysis and was found to have only a small effect on Psychological Distress, which 

was somewhat mediated by the entry of the feeling variables at Step 4 (cf. β = -.08 at Step 3 

vs. β = -.03 at Step 4). 
 



Steps 

1 2 3 4 Predictors 

B SEB β B SEB β B SEB β B SEB β 

 
Person Variables 
   Satisfactory Relationship 
  with Spouse/Partner 
   Age 
   Coping Self-efficacy 
   Perceived Personal Control 

 
 

2.04 
 

-.14 
-.07 
-.42 

 
 
.94 
 
.04 
.06 
.14 

 
 
.17* 
 

-.28***
-.09 
-.26** 

 
 

1.85 
 

-.11 
-.08 
-.24 

 
 
.92 
 
.04 
.06 
.15 

 
 
.15* 
 

-.22** 
-.08 
-.15 

 
 

1.79 
 

-10 
-.05 
-.21 

 
 
.92 
 
.04 
.06 
.16 

 
 
.15 
 

-.21** 
-.06 
-.13 

 
 

1.81 
 

-.12 
-.06 
-.13 

 
 
.92 
 
.04 
.07 
.16 

 
 
.15 
 

-.23** 
-.09 
-.08 

 
Job Characteristics 
    Availability of Money 
    Physical Safety 
    Global Job Insecurity    

    
 
.11 
.14 

-15.35 

 
 
.10 
.10 

9.53 

 
 
.10 
.13 

-.13 

 
 
.11 
.13 

-12.82 

 
 
.10 
.10 

9.98 

 
 
.11 
.12 

-.11 

 
 
.11 
.05 

-7.05 

 
 
.10 
.11 

10.08 

 
 
.10 
.04 

-.06 
 
Appraisal Variables 
   Emotion-focused Coping  
   Potential  

       
 

-.25 

 
 
.28 

 
 

-.08 
 

 
 

-.09 

 
 
.29 

 
 

-.03 

 
Feeling Variables 
   Negative Feelings 
   Angry Feelings 

          
 

-26.18 
.01 

 
 

12.24 
.19 

 
 

-.25* 
.01 

 
Total R2

 
 

  
.20***

   
.26***

   
.27***

   
.30***

∆ R2   .20***   .06*   .00   .04* 

Table 6.6 

Basic Model: The Effect of T1 Person, Job, Appraisal, and Feeling variables on Police Officers’ T2 Psychological Distress. 

76 Job Change and Job Insecurity 

 *  p < .05. **  p < .01. ***  p < .001. 

1
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6.3.7.2 Psychological Distress: Change-in-Outcome Model. 

A hierarchical multiple regression analysis was conducted to examine the effects of 

T1 person, coping resources, job, appraisal, feeling and coping strategy variables on change 

in Psychological Distress across the two points in time. Thirteen predictors significantly (p 

< .05) correlated with change in Psychological Distress. These predictors were entered into 

the analysis in the following order: Step 1, Perceived Personal Control; Step 2, Valued 

Social Position, Opportunity for Personal Control, Physical Safety, Supportive Supervision 

and Global Job Insecurity; Step 3, Emotion-focused Coping Potential; Step 4, Positive, 

Negative and Angry Feelings; and at Step 5, Active, Emotion and Avoidant Coping.  

As shown in Table 6.7, entry of all the predictor variables accounted for a 

significant 19.5% (Adjusted R2 = 11.9%) of the variance in change in Psychological 

Distress, F(13, 138) = 61.77, p = .003. Examination of the R2 values after each step 

revealed that Step 1 (Perceived Personal Control) was the only step to make a significant 

contribution to the explanation of the change in Psychological Distress, F(1, 150) = 11.28, 

p = .001. It is worth noting that R2 change at Step 5 (coping strategies) approached 

significance, accounting for 4.6% of the variance, F(3, 138) = 2.63, p = .053. Examination 

of the significant predictors after Step 5 shows that change in Psychological Distress was 

uniquely predicted by the T1 use of Emotion Coping Strategies (sr2 = 2.86%), suggesting 

that those police officers reporting less use of Emotion Coping Strategies at T1 were likely 

to experience greater declines in Psychological Distress from T1 to T2. 

Inspection of the beta coefficients demonstrated that the significant effect of T1 

Perceived Personal Control was partially mediated by the entry of subsequent blocks of 

variables, such that, at Step 5, Perceived Personal Control had a small, non-significant 

association with the outcome (β = .26 at Step 1 vs. β = .07 at Step 5). The T1 job 

characteristic variables and Global Job Insecurity were found to have only small effects, 

and these effects were not greatly influenced by the entry of subsequent blocks of variables. 

The appraisal variable, Emotion-focused Coping Potential, had an initial small, non-

significant association with change in Psychological Distress. Upon the entry of the feeling 

variables this association was reduced, with the subsequent entry of the feelings and coping 

strategies variables fully mediating the influence of the appraisal variable (β = .13 at Step 3 

vs. β = .00 at Step 5) to the point where it no longer had an association with change in 
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Psychological Distress. Of note, was the direct, significant effect of Emotion Coping 

Strategies on the change in Psychological Distress.  
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Table 6.7 

Model 2 (Change in-Outcome): The Effect of T1 Person, Job, Appraisal, Feeling and Coping Strategy Variables on Change in Psychological 

Distress for the Total Sample.   

 
Steps 

1 2 3 4 5 Predictors 
B SEB β B SEB β B SEB β B SEB β B SEB β 

 
Person Variables 
   Perceived Personal Control 

 
 
.44 

 
 
.13 

 
 
.26***

 
 
.35 

 
 
.15 

 
 
.21* 

 
 
.27 

 
 
.16 

 
 
.16 

 
 
.16 

 
 
.17 

 
 
.10 

 
 
.11 

 
 
.18 

 
 
.07 

 
Job Characteristics 
   Valued Social Position 
   Opportunity for Personal  
   Control 
   Physical Safety 
   Supportive Supervision 
   Global Job Insecurity 

    
 

-.13 
 

-.03 
.06 

-.08 
14.66 

 
 
.14 
 
.13 
.11 
.10 

10.59 

 
 

-.09 
 

-.03 
.05 

-.08 
.12 

 
 

-.14 
 

-.01 
.06 

-.08 
11.54 

 
 
.14 
 
.13 
.11 
.10 

10.81 

 
 

-.09 
 

-.01 
.05 

-.07 
.10 

 
 

-.08 
 

-.05 
.04 

-.02 
9.18 

 
 
.14 
 
.13 
.11 
.10 

11.13 

 
 

-.06 
 

-.04 
.04 

-.02 
.08 

 
 

-.09 
 

-.11 
.07 

-.01 
9.68 

 
 
.14 
 
.13 
.11 
.10 

10.94 

 
 

-.06 
 

-.08 
.06 

-.01 
.08 

 
Appraisal Variables  
      Emotion-focused Coping  
      Potential    

       
 
 
.41 

 
 
 
.30 

 
 
 
.13 

 
 
 
.25 

 
 
 
.31 

 
 
 
.08 

 
 
 

-.01 

 
 
 
.32 

 
 
 
.00 

 
Feeling Variables 
   Positive Feelings 
   Negative Feelings 
   Angry Feelings 

          
 
.14 

-2.67 
-.10 

 
 
.07 

13.37 
.19 

 
 
.20* 

-.02 
-.06 

 
 
.14 

-6.72 
-.09 

 
 
.07 

13.52 
.19 

 
 
.19 

-.06 
-.05 

 
Coping Strategies  
   Active 
   Emotion 
   Avoidant 

             
 
.09 

-.15 
-.05 

 
 
.06 
.07 
.09 

 
 
.15 

-.19* 
-.06 

 
Total R2

   
.07***

   
.11**

   
.12**

   
.15**

   
.20** 

∆ R2   .07***   .04   .01   .03   .05 
 *  p < .05. **  p < .01. ***  p < .001. 
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6.3.7.3 Psychological Distress: “Change-Change” Model. 

A hierarchical regression analysis was conducted to examine the effects of the 

changes in the predictors on change in Psychological Distress. Nine predictors were 

significantly (p < .05) correlated with change in Psychological Distress. The variables were 

entered into the analysis in the following order: Step 1, changes in Coping Self-efficacy and 

Perceived Personal Control; Step 2, changes in Valued Social Position, Environmental 

Clarity, and Physical Safety; Step 3, changes in Positive and Negative Feelings; and Step 4, 

change in Active Coping and Emotion Coping Strategies.  

Preliminary inspection of the data identified two multivariate outliers with 

Mahalanobis Distance scores of 37.53 and 42.62, greater than the cut-off, χ2(8) = 26.13, p = 

.001. Removal of these cases did not result in a substantial change in the percentage of 

variance (0.2%) accounted for. Data were checked for entry errors and to ensure that 

participants were not responding in a consistent or patterned manner. These two 

participants appeared to be from the same population as the other police officers obtained 

for this study, thus their data were not removed from the analysis.  

Table 6.8 shows that the full set of predictor variables accounted for 29.3% 

(Adjusted R2 = 24.8%) of the variance in change in Psychological Distress, F(9, 141) = 

6.50, p < .001. R2 change was significant at each step, except for Step 3. At Step 1, the 

personal coping resources, accounted for a significant 8.9% of the variance, F(2, 148) = 

7.26, p = .001. Change in the police officers’ perception of perceived control (sr2 = 7.56%) 

was the primary predictor at this step.  

Of all the steps, Step 2 (job characteristic variables) was responsible for the largest 

increment in the variance accounted for, accounting for 13.8% of the variance, F(3, 145) = 

8.67, p < .001. The significant predictors after this step were changes in Perceived Personal 

Control (sr2 = 6.05%), Valued Social Position (sr2 = 5.43%) and Environmental Clarity (sr2 

= 2.43%).  

At Step 4, coping strategies contributed an additional significant 4.8% of the 

variance, F(2, 141) = 4.74, p = .01. Change in Psychological Distress was significantly 

predicted by changes in Valued Social Position (sr2 = 4.84%), Active Coping Strategies (sr2 

= 2.96%), Perceived Personal Control (sr2 = 2.56%), Emotion Coping Strategies (sr2 = 

2.66%) and Environmental Clarity (sr2 = 2.10%). These findings suggest that those police 

officers reporting an increase in their perceptions of personal control, greater use of Active 
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Coping Strategies, a decrease in their worries about the status of their job, a decrease in 

their concerns about the clarity of their work environment, as well as a reduction in their 

use of Emotion Coping Strategies across the two points in time, were more likely to report 

a decline in Psychological Distress.  

Convergence of the findings across the three models for Psychological Distress 

allows conclusions about the predictor-outcome relationships to be made with greater 

confidence. The only predictor-outcome relationship that was significant across the change-

in-outcome and change/change longitudinal models was the use of Emotion Coping 

Strategies. Findings from the change in outcome model indicated that the less use of these 

strategies at T1 was associated with significant declines in Psychological Distress from T1 

to T2. The change/change model suggested that increased use of emotion coping strategies 

from T1 to T2 was related to greater levels of Psychological Distress for the police officers 

across the two points. The use of Emotion Coping Strategies was not entered as a predictor 

in the “basic” model. The simple correlation between T1 Emotion Coping Strategies and T2 

Psychological Distress was r = .16, p = .052, indicating that greater use of Emotion 

Copings Strategies at T1 was associated with higher Psychological Distress at T2. The 

consistency of Emotion Coping Strategies across the final two models as a predictor of 

Psychological Distress provides relatively strong evidence of a reliable relationship of use 

of Emotion Coping Strategies and the experience of Psychological Distress. The correlation 

between T1 Emotion Coping and T2 Psychological Distress, along with the finding from 

the change in outcome and change/change model indicates that the association between this 

form of coping and Psychological Distress is detrimental, in that, greater use of Emotion 

Coping results in poorer psychological well-being. 

 



Steps 

1 2 3 4 Predictors 

B SEB β B SEB β B SEB β B SEB β 

 
Person Variables 
   Perceived Personal Control 
   Coping Self-efficacy 

 
 

-.55 
-.08 

 
 
.16 
.07 

 
 

-.28*** 
-.09 

 
 

-.50 
-.10 

 
 
.15 
.06 

 
 

-.25*** 
-.12 

 
 

-.42 
-.09 

 
 
.15 
.06 

 
 

-.32** 
-.12 

 
 

-.35 
-.06 

 
 
.16 
.06 

 
 

-.18* 
-.06 

 
Job Characteristics 
   Valued Social Position 
   Environmental Clarity 
   Physical Safety    

    
 
.38 
.26 
.13 

 
 
.12 
.12 
.11 

 
 
.25** 
.17* 
.09 

 
 
.37 
.28 
.10 

 
 
.12 
.12 
.11 

 
 
.24** 
.17* 
.07 

 
 
.37 
.25 
.11 

 
 
.12 
.12 
.11 

 
 
.24** 
.16* 
.08 

 
Feeling Variables 
   Positive Feelings 
   Negative Feelings    

       
 

-.11 
.04 

 
 
.06 
.12 

 
 

-.14 
.03 

 
 

-.09 
.01 

 
 
.06 
.12 

 
 

-.12 
.00 

 
Coping Strategies  
   Active 
   Emotion 

          
 

-.12 
.20 

 
 
.05 
.09 

 
 

-.18* 
.17* 
 

Total R2   .09***   .23***   .25***   .29*** 
∆ R2   .09  ** ** .02 5***   .14  *      .0  

Table 6.8 

Model 3 (Change-Change): The Effect of Changes in Person, Job, Appraisal, Feeling and Coping Strategy Variables on Change in 

Psychological Distress Across Time for the Total Sample.   
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*  p < .05. **  p < .01. ***  p < .001. 

1

 



  
 

6.3.7.4  Life Satisfaction: “Basic” Model. 

A hierarchical regression analysis was conducted to examine the effects of T1 

predictor variables on T2 Life Satisfaction. Seven T1 predictors were significantly (p < .05) 

correlated with T2 Life Satisfaction. These variables were entered into the analysis in the 

following order: Step 1, Satisfactory Relationship with Spouse/Partner and Perceived 

Personal Control; Step 2, Valued Social Position, Physical Safety, Supportive Supervision 

and Global Job Insecurity; and Step 3, Positive Feelings.  

The set of seven predictors accounted for 18.4% (Adjusted R2 = 14.2%) of the 

variance in T2 Life Satisfaction, F(7, 136) = 4.38, p < .001. See Table 6.9 for a summary of 

the analysis. Step 1 (person variables and personal coping resources) was the only step to 

account for a significant amount of variance (R2 change = 15.4%) in Life Satisfaction, F(2, 

141) = 12.84, p < .001. Both Satisfactory Relationship with Spouse or Partner (sr2 = 8.58%) 

and Perceived Personal Control (sr2 = 5.20%) were identified as significant individual 

contributors at this step.  

Step 2 (job characteristics) and Step 3 (Positive Feelings) did not make additional 

significant contributions to T2 Life Satisfaction, F(4, 137) = 1.18, p = .320 and F(1, 136) = 

.24, p = .624, respectively. After the final step, the primary predictor of Life Satisfaction 

was Satisfactory Relationship with Spouse or Partner (sr2 = 8.24%), suggesting that police 

officers in a satisfactory relationship with a spouse or partner at T1 were more likely to 

report Life Satisfaction at T2. 

The beta coefficients demonstrated that Satisfactory Relationship with Spouse or 

Partner maintained a significant, moderate, direct relationship with Life Satisfaction 

throughout each step of the analysis. The effect of Perceived Personal Control on Life 

Satisfaction appeared to be mediated by the job characteristics and subsequently by Positive 

Feelings. After Step 1, this personal coping resource initially had a moderate, significant 

relationship with Life Satisfaction. However, with the entry of other predictors at 

subsequent steps, this association was reduced and was no longer significant (β = .23 at 

Step 1 vs. β = .14 at Step 3). All T1 job characteristics and Positive Feelings had a very 

small effect on T2 Life Satisfaction at their point of entry in the analysis, contrary to 

expectations. T1 positive emotions did not appear to mediate the effect of the job 

characteristics on T2 Life Satisfaction.  

 



Steps 
1 2 3 Predictors 

B SEB β B SEB β B SEB β 
 
Person Variables 
   Satisfactory Relationship with   
   Spouse/Partner 
   Perceived Personal Control 

 
 
 

-2.84 
.29 

 
 
 
.75 
.10 

 
 
 

-.30*** 
.23** 

 
 
 

-2.82 
.21 

 
 
 
.75 
.12 

 
 
 

-.29*** 
.17 

 
 
 

-2.81 
.18 

 
 
 
.76 
.13 

 
 
 

-.29*** 
.14 

 
Job Characteristics 
   Valued Social Position    
   Physical Safety 
   Supportive Supervision 
  Global Job Insecurity 

    
 

-.06 
.01 

-.05 
12.41 

 
 
.10 
.08 
.07 

7.92 

 
 

-.06 
.01 

-.06 
.14 

 
 

-.06 
.01 

-.04 
12.04 

 
 
.10 
.08 
.07 

7.98 

 
 

-.05 
.01 

-.05 
.13 

 
Feeling Variables 
   Positive Feelings  

       
 
.03 

 
 
.05 

 
 
.05 

 
Total R2

 
 

  
.15*** 

  
 

 
.18*** 

   
.18*** 

∆ R2   .15***   .03   .00 

Table 6.9 

Basic Model: The Effect of T1 Person, Job Characteristics and Feeling Variables on T2 Police Officer’s Life Satisfaction.  

 *  p < .05. **  p < .01. ***  p < .001. 
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6.3.7.5 Change in Outcome Model: Life Satisfaction. 

Only two variables were significantly (p < .05) related to change in Life 

Satisfaction. These variables were T1 Satisfactory Relationship with Spouse or Partner and 

Perceived Personal Control. A standard multiple regression analysis was thus conducted to 

examine the effect of T1 person variables and personal coping resources on change in Life 

Satisfaction. 

The two variables accounted for 6.1% (Adjusted R2 = 4.8%) of the variance in 

change in Life Satisfaction, F(2, 142) = 4.62, p = .011. The main predictor of change in 

Life Satisfaction was T1 Perceived Personal Control (sr2 = 3.20%), suggesting that those 

police officers reporting greater perceptions of personal control at T1 were more likely to 

report increased Life Satisfaction from T1 to T2.  

 

Table 6.10 

Model 2 (Change-in-Outcome): The Effect of T1 Person variables on Change in Police 

Officers’ Life Satisfaction. 

Step 
1 Predictors 

B SEB β 
 
Person Variables 
   Perceived Personal Control 
   Satisfactory Relationship with Spouse/Partner 

 
 

-.19 
 

1.24 

 
 
.09 
 
.66 

 
 

-.18* 
 
.15 

 
Total R2

   
.06* 

 *  p < .05.  

 

6.3.7.6 Change-Change Model: Life Satisfaction. 

A hierarchical regression analysis was conducted to examine the effect of changes 

in the predictor variables on change in Life Satisfaction. Four variables significantly (p < 

.05) correlated with change in Life Satisfaction. These variables were entered into the 

analysis in the following order: Step 1, Satisfactory Relationship with Spouse or Partner 

and change in Perceived Personal Control; Step 2, change in Physical Safety; and Step 3, 

change in Active Coping Strategies.  
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Preliminary examination of the data identified three multivariate outliers with 

Mahalanobis Distance scores greater than the cut-off, χ2(3) = 16.27, p = .001. Removing 

these participants did not result in a substantial change in the variance (2.4%) accounted for 

in change in Life Satisfaction. Data were checked for entry errors and to ensure there were 

no repetitive or patterned responding. As these participants appeared to be from the 

population of police officers obtained for the study they were retained in the analysis.  

A significant amount of variance in change in Life Satisfaction was accounted for at 

each step of the analysis, with the entry of all the predictor variables explaining 13.2% 

(Adjusted R2 = 10.6%) of the variance in this criterion, F(4, 137) = 5.20, p = .001. See 

Table 6.11 for a summary of the analysis. The change in R2 shows that Step 1 (person 

variables and personal coping resources: 7.2%) and Step 2 (Physical Safety: 3.9%) each 

contributed significant explanatory variance to change in Life Satisfaction; F(2, 139) = 

5.38, p = .006 and F(1, 138) = 5.98, p = .016 respectively. At Step 1, change in the police 

officers’ perceptions of Perceived Personal Control (sr2 = 4.37%) was identified as a 

significant individual predictor of change in Life Satisfaction. After Step 2, the significant 

predictors were change in Perceived Personal Control (sr2 = 3.84%) and Physical Safety 

(sr2 = 3.84%). Examination of the final step demonstrated that the individual predictors of 

change in Life Satisfaction were change in Physical Safety (sr2 = 3.96%) and change in 

Perceived Personal Control (sr2 = 2.89%). These findings indicated that those police 

officers reporting decreased concerns about their Physical Safety and increased perceptions 

of personal control across the two points of time were more likely to report greater Life 

Satisfaction from T1 to T2.  

Convergence of the findings across the “change-in-outcome” and “change/change” 

longitudinal models suggests that the key predictor of Life Satisfaction was Perceived 

Personal Control. Findings from these models indicated that high levels of Perceived 

Personal Control at T1 was associated with increased Life Satisfaction across the two 

points in time, and an increase in the perception of control across the two points in time was 

related to more Life Satisfaction from T1 to T2. Perceived Personal Control was entered as 

a predictor in the “basic” longitudinal model, with this personal coping resource 

demonstrating an initial direct, positive and significant relationship with T2 Life 

Satisfaction. However, the entry of subsequent variables mediated this effect, as would be 

expected based on the proposed model. These results provide support for a reliable, albeit 

indirect, relationship between Perceived Personal Control and Life Satisfaction.  



Steps 
1 2 3 Predictors 

B SEB β B SEB β B SEB β 
 

Person Variables 

   Perceived Personal Control 

   Satisfactory Relationship with  
   Spouse/Partner 

 

 

.27 

1.20 

 

 

.10 

.66 

 

 

.21* 

.15 

 

 

.25 

1.18 

 

 

.10 

.65 

 

 

.20* 

.15 

 

 

.22 

1.25 

 

 

.10 

.65 

 

 

.17* 

.16 

 

Job Characteristic 

   Physical Safety     

    

 

-.18 

 

 

.07 

 

 

-.20* 

 

 

-.18 

 

 

.07 

 

 

-.20* 

 

Coping Strategy 

   Active Coping  

       

 

.06 

 

 

.03 

 

 

.15 

 

Total R2

   

.07** 

   

.11***

   

.13***

∆ R2   .07**   .04*   .02 
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Table 6.11  

Model 3 (Change-Change): The Effect of the Changes in Personal Coping Resources, Job Characteristic and Coping Strategy on Change in 

Police Officers Life Satisfaction Across Time.  

 *  p < .05. **  p < .01. ***  p < .001. 
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6.3.7.7 Basic Model: Job Withdrawal Behaviour. 

A hierarchical regression analysis was conducted to examine the effects of T1 

predictors on T2 Job Withdrawal Behaviour. Sixteen predictors correlated at p < .05, and 

11 T1 variables correlated at p < .01, with T2 Job Withdrawal Behaviour. Given that the 

number of predictors correlating with T2 Job Withdrawal Behaviour at the 5% level 

exceeded the maximum number recommended to obtain a medium level of power, only the 

11 more highly correlated predictors were included in the analysis. These variables were 

entered in the following order: Step 1, Satisfactory Relationship with Spouse/Partner; Step 

2, Availability of Money, Physical Safety, Environmental Clarity, Opportunity for Skill 

Use, Variety and Supportive Supervision; Step 3, Emotion-focused Coping Potential and 

Self-coping Potential; and Step 4, Negative and Angry Feelings. 

Table 6.12 shows that change in R2 was significant at each step of the analysis, 

except for Step 1, where T1 Satisfactory Relationship with Spouse or Partner did not 

explain significant variance in T2 Job Withdrawal Behaviour, F(1, 142) = .43, p = .512. A 

significant 20% (Adjusted R2 = 13.4%) of the variance in T2 Job Withdrawal Behaviour 

was accounted for by the full set of 11 predictors, F(11, 132) = 3.00, p = .001.   

The job characteristic variables, entered at Step 2, were responsible for the largest 

increment in variance, accounting for a significant 10.7% of the variance, F(6, 136) = 2.74, 

p = .015. At Step 3, an additional 4.1% of the variance was explained by the appraisal 

components, F(2, 134) = 3.27, p = .041. The single significant predictor of T2 Job 

Withdrawal Behaviour at Step 2 and Step 3 was T1 Physical Safety; sr2 = 6.40% and sr2 = 

4.04%, respectively. Step 4 (feeling variables) accounted for an additional significant 4.8% 

of the variance in T2 Job Withdrawal Behaviour, F(2, 132) = 3.99, p = .021.  Only one 

significant contributor to the variance in T2 Job Withdrawal Behaviour was identified at 

this final Step; that was T1 Negative Feelings (sr2 = 2.79%), suggesting that those police 

officers experiencing greater negative emotions at T1 about the changes occurring in the 

workplace were more likely to report Job Withdrawal Behaviours at T2. 

Table 6.12 displays the beta coefficients for the predictor variables. The findings 

demonstrate that the T1 job characteristic, Physical Safety, had a significant, moderate, 

association with T2 Job Withdrawal Behaviour when first entered at Step 2. Upon the 

subsequent entry of the appraisal variables this relationship was partially mediated. With 

the further entry of the feelings variables, the effect of Physical Safety was reduced to a 
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smaller, non-significant association (β = .32 at Step 2 vs. β = .26 at Step 3 vs. β = .17 at 

Step 4). The other job characteristic variables entered at Step 2 had a minimal association 

with T2 Job Withdrawal Behaviour, and the entry of succeeding blocks of variables had 

little impact on this relationship. There was a mediating effect of emotions on Emotion-

focused Coping Potential’s relationship with T2 Job Withdrawal Behaviour, as would be 

expected from the proposed model.  

 

 



Steps 
1 2 3 4 Predictors 

B SEB β B SEB β B SEB β B SEB β 
 
Person Variables 
  Satisfactory Relationship 
  with Spouse/Partner 

 
 
 
.58 

 
 
 
.82 

 
 
 
.06 

 
 
 
.30 

 
 
 
.85 

 
 
 
.03 

 
 
 
.27 

 
 
 
.84 

 
 
 
.03 

 
 
 
.22 

 
 
 
.83 

 
 
 
.02 

 
Job Characteristics 
    Availability of Money 
    Physical Safety 
    Environmental Clarity 
    Opportunity for Skill Use 
    Variety 
    Supportive Supervision 

    
 

-.04 
.29 
.10 

-.03 
-.11 
.06 

 
 
.09 
.09 
.14 
.11 
.11 
.09 

 
 

-.05 
.32** 
.08 

-.03 
-.10 
.07 

 
 

-.03 
.24 
.08 

-.03 
-.08 
.03 

 
 
.09 
.09 
.14 
.11 
.11 
.09 

 
 

-.04 
.26* 
.05 

-.03 
-.08 
.04 

 
 

-.03 
.15 
.03 

-.01 
-.07 
.01 

 
 
.09 
.10 
.13 
.11 
.11 
.08 

 
 

-.03 
.17 
.02 

-.01 
-.06 
.01 

 
Appraisal Variables 
   Emotion-focused Coping  
   Potential 
   Self-coping Potential  

       
 
 

-.36 
-.14 

 
 
 
.22 
.09 

 
 
 

-.14 
-.13 

 
 
 

-.17 
-.12 

 
 
 
.23 
.09 

 
 
 

-.07 
-.11 

 
Feeling Variables 
   Negative Feelings 
   Angry Feelings 

         
 
 

 
 

-22.92 
.02 

 
 

10.68 
.16 

 
 

-.26* 
.02 

 
Total R2

   
.00 

   
.11* 

   
.15** 

   
.20*** 

∆ R2   .00   .11*   .04*   .05* 

Table 6.12  

Basic Model: The Effect of T1 Person, Job Characteristics, Appraisal, and Feeling Variables on Police Officers’ T2 Job Withdrawal 

Behaviour. 
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*  p < .05. ** p < .01. *** p < .001. 

1
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6.3.7.8 Change in Outcome Model: Job Withdrawal Behaviour. 

A hierarchical regression analysis was conducted to examine the effect of T1 

predictor variables on change in Job Withdrawal Behaviour. Six T1 variables significantly 

correlated (p < .05) with change in Job Withdrawal Behaviour. These variables were 

entered into the analysis in the following order: Step 1, Satisfactory Relationship with 

Spouse or Partner; Step 2, Global Job Insecurity; Step 3, Emotion-focused Coping 

Potential; Step 4, Positive Feelings; and Step 5, Active and Avoidant Coping Strategies. 

Similar to the Basic Model, R2 demonstrated that all steps of the analysis 

significantly accounted for variance in change in Job Withdrawal Behaviour, except for 

Step 1 (Satisfactory Relationship with Spouse or Partner), F(1, 140) = 3.76, p = .055. Entry 

of all the predictor variables accounted for 12.7% of the variance (Adjusted R2 = 8.8%), 

F(6, 135) = 3.27, p = .005. The change in R2 statistic showed that Step 2 (Global Job 

Insecurity) and Step 4 (coping strategies) contributed significant additional explanatory 

variance to change in Job Withdrawal Behaviour; F(1, 139) = 4.20, p = .042 and F(1, 137) 

= 5.15, p = .025, respectively.  

At Step 2, the significant individual contributors were Satisfactory Relationship 

with Spouse or Partner (sr2 = 2.82%) and Global Job Insecurity (sr2 = 2.86%). The positive 

emotions, entered at Step 4, were responsible for the largest increment (3.4%) in the 

variance accounted for in change in Job Withdrawal Behaviour. The two significant 

predictors after this step were Satisfactory Relationship with Spouse or Partner (sr2 = 

3.46%) and T1 Positive Feelings (sr2 = 3.39%). At the final step, there were no significant 

individual predictors of change in Job Withdrawal Behaviour. Two of the T1 variables 

approached significance, Satisfactory Relationship with Spouse or Partner (β = .16, p = 

.051, sr2 = 2.50%) and T1 Avoidant Coping Strategies (β = -.17, p = .053, sr2 = 2.50%). 

These findings suggested that a Satisfactory Relationship with Spouse or Partner at T1, and 

the use of fewer Avoidant Coping Strategies at T1 were likely to result in decreased Job 

Withdrawal Behaviour from T1 to T2.  

The beta coefficients, in Table 6.13, demonstrated that the entry of subsequent 

blocks of variables did not affect the relationship between Satisfactory Relationship with 

Spouse or Partner and change in Job Withdrawal Behaviour. On the other hand, the effect 

of Global Job Insecurity appeared to be mediated somewhat by the appraisal component, 

Emotion-focused Coping Potential, and subsequently mediated by the entry of the Positive 
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Feelings and the coping strategies. T1 positive emotions had a significant effect on change 

in Job Withdrawal Behaviour, however, entry of the coping variables reduced this 

association.  
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Table 6.13  

Model 2 (Change-in-Outcome): The Effect of Time 1 Person, Job Characteristics, Appraisal, Feeling and Coping Strategy Variables on 

Change in Job Withdrawal Behaviour.   
Steps 

1 2 3 4 5 Predictors 
B SEB β B SEB β B SEB β B SEB β B SEB β 

 
Person Variable 
   Satisfactory Relationship  
   with Spouse/Partner 

 
 
 

1.34 

 
 
 
.69 

 
 
 
.16 

 
 
 

1.40 

 
 
 
.69 

 
 
 
.17* 

 
 
 

1.47 

 
 
 
.69 

 
 
 
.18* 

 
 
 

1.56 

 
 
 
.68 

 
 
 
.19* 

 
 
 

1.35 

 
 
 
.69 

 
 
 
.16 

 
Job Characteristic 
   Global Job Insecurity 

    
 

13.74 

 
 

6.70 

 
 
.17* 

 
 

10.68 

 
 

7.33 

 
 
.13 

 
 

8.41 

 
 

7.29 

 
 
.10 

 
 

6.97 

 
 

7.29 

 
 
.09 

 
Appraisal Variable  
   Emotion-focused Coping  
   Potential    

       
 
 
.20 

 
 
 
.20 

 
 
 
.09 

 
 
 
.02 

 
 
 
.21 

 
 
 
.01 

 
 
 

-.12 

 
 
 
.22 

 
 
 

-.06 
 
Feeling Variable 
   Positive Feelings 

          
 
.10 

 
 
.04 

 
 
.21* 

 
 
.07 

 
 
.05 

 
 
.15 

 
Coping Strategies  
   Active 
   Avoidant 

             
 
.04 

-.11 

 
 
.04 
.05 

 
 
.10 

-.17 
 
Total R2

   
.03 

   
.06* 

   
.06* 

   
.10** 

   
.13** 

∆ R2   .03   .03*   .01   .03*   .03 
*  p < .05. **  p < .01. ***  p < .001. 
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6.3.7.9 Change-Change Model: Job Withdrawal Behaviour. 

A hierarchical regression analysis was conducted to examine the effect of changes 

in the predictor variables on change in Job Withdrawal Behaviour. Five variables (four 

change variables and a T1 person variable) significantly (p < .05) correlated with change in 

Job Withdrawal Behaviour. The variables were entered into the analysis in the following 

order: Step 1, Satisfactory Relationship with Spouse/Partner; Step 2, change in Variety; 

Step 3, change in Motivational Relevance; and Step 4, change in Positive and Negative 

Feelings. 

Preliminary analysis of the data identified two cases with high standardised residual 

scores (> 3.3, Tabachnick & Fidell, 1996), and one multivariate outlier with a score greater 

than the cut-off, χ2(4) = 18.47, p = .001. Removing these participants did not result in a 

substantial increase in the variance (4.6%) accounted for in change in Job Withdrawal 

Behaviour. Data were checked for entry errors and to ensure that there was no repetitive or 

patterned responding. As the participants appeared to be from the population sampled, their 

data were retained in the analysis.  

A significant amount of variance was accounted for in change in Job Withdrawal 

Behaviour at each step of the analysis, with the entry of all the predictor variables 

accounting for 16.6% (Adjusted R2 = 13.6%) of the variance, F(5, 138) = 5.50, p <.001. 

Change in R2 shows that each block of variables contributed additional explanatory 

variance to change in Job Withdrawal Behaviour.  

At Step 1, a significant 2.8% of the variance was explained by the entry of T1 

Satisfactory Relationship with Spouse/Partner, F(1, 142) = 4.12, p = .044. Step 2 

contributed an additional 3.4%, F(1, 141) = 5.11, p = .025, of explanatory variance with 

both change in Variety (sr2 = 3.39%) and Satisfactory Relationship with Spouse/Partner 

(sr2 = 2.69%) identified as significant individual predictors.   

The primary appraisal component, change in Motivational Relevance  

(Step 3), accounted for an additional 2.9% of explanatory variance, F(1, 140) = 4.44, p = 

.037. The two significant predictors revealed after this stage were change in Variety (sr2 = 

3.13%) and change in Motivational Relevance (sr2 = 2.89%). The feeling variables, entered 

at Step 4, were responsible for the largest increment, 7.5%, in additional variance 

accounted for, F(2, 138) = 6.22, p = .003. After this step, the significant individual 

contributors of change in Job Withdrawal Behaviour were change in Variety (sr2 = 4.20%), 
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change in Negative Feelings (sr2 = 3.17%), T1 Satisfactory Relationship with 

Spouse/Partner (sr2 = 2.69%) and change in Positive Feelings (sr2 = 2.59%). Change in 

Motivational Relevance approached significance (β = .15, p = .058, sr2 = 2.22%). The 

findings indicated that those police officers reporting decreased negative emotions about 

the changes that occurred, more Positive Feelings about the changes, less worry about 

changes to the variety of their job and less relevance of the changes to their beliefs, values, 

goals or commitments across the two points in time as well as a Satisfactory Relationship 

with Spouse or Partner at T1, reported decreased Job Withdrawal Behaviours from T1 to 

T2.   

Examination of the findings across the three models indicated that for the “basic” 

model and the “change/change” model the main predictor was Negative Feelings. Greater 

Negative Feelings about the changes in the workplace at T1 were associated with Job 

Withdrawal Behaviours at T2 (“basic” model), while a reduction of negative emotions 

across the two points in time was associated in decreased Job Withdrawal Behaviours 

(change/change model) between T1 and T2, thus providing support that a reliable 

relationship exists. Negative Emotion was not entered in the change-in-outcome model, 

however, the correlation between T1 Negative Feelings and change in Job Withdrawal 

Behaviour (r = .12) suggests that increased Negative Feelings about the changes was 

associated with greater Job Withdrawal Behaviours. This is consistent with the findings 

from the other two longitudinal regression models.  

 

 



Steps 
1 2 3 4 Predictors 

B SEB β B SEB β B SEB β B SEB β 
 

Person Variables 

   Satisfactory Relationship 

  with Spouse/Partner 

 

 

 

-1.44 

 

 

 

.71 

 

 

 

-.17* 

 

 

 

-1.41 

 

 

 

.70 

 

 

 

-.16* 

 

 

 

-1.28 

 

 

 

.70 

 

 

 

-.15 

 

 

 

-1.42 

 

 

 

.67 

 

 

 

-.17* 

 

Job Characteristics 

    Variety 

    

 

-.16 

 

 

.07 

 

 

-.18* 

 

 

-.16 

 

 

.07 

 

 

-.18* 

 

 

-.18 

 

 

.07 

 

 

-.21** 

 

Appraisal Variables 

   Motivational Relevance  

       

 

.32 

 

 

.15 

 

 

.17* 

 

 

.28 

 

 

.15 

 

 

.15 

 

Feeling Variables 

   Positive Feelings 

   Negative Feelings 

          

 

-.08 

.19 

 

 

.04 

.08 

 

 

-.17* 

.19* 

 

Total R2

   

.03* 

   

.06* 

   

.09** 

   

.17*** 

∆ R2   .03*   .03*   .03*   .08** 

Table 6.14 

Model 3 (Change-Change): The Effect of Change in Person, Job Characteristics, Appraisal, and Feeling Variables on Change in Police 

Officers’ Job Withdrawal Behaviour. 

96 Job Change and Job Insecurity 

 *  p < .05. **  p < .01. ***  p < .001. 

1
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6.3.8 Summary of the Findings across the Three Adaptational Outcomes 

The results demonstrated that not all of the components that were included in the 

regression analyses contributed additional variance to the understanding of each of the 

adaptational outcomes (See Table 6.15 for a summary of the key findings). The basic model 

for Psychological Distress was the only model in which all of the components of the model 

included in the regression analysis accounted for significant variance in this outcome. The 

job characteristics variables and Global Job Insecurity were found to contribute the greatest 

explanatory variance in Psychological Distress (basic model and change/change model), 

Life Satisfaction (change/change) and Job Withdrawal Behaviour (basic model and change 

in outcome model). The initial step, represented by the person variables and personal 

coping resources, was the other component of the model that contributed large amounts of 

variance for Psychological Distress (change in outcome) and Life Satisfaction (basic 

model). Emotions were found to provide the greatest increment in variance for the 

change/change model of Job Withdrawal Behaviour. It appears that the salient components 

of the model during organisational change for this sample concern changes to valued 

features of the environment, a perception of job security, a belief in one’s mastery over the 

environment and the emotional experience. This was further demonstrated by the direct 

relationships that the specific variables contained within these components had with the 

outcomes. 

The basic model for Psychological Distress and Job Withdrawal Behaviour 

demonstrated that, accounting for common occasion variables, the experience of Negative 

Feelings about the organisational changes at T1 was associated with increased 

Psychological Distress and Job Withdrawal Behaviours at T2. This model also 

demonstrated that at T2, levels of Psychological Distress were greater for younger than for 

older police officers. For Life Satisfaction, a Satisfactory Relationship with Spouse or 

Partner was the pertinent aspect likely to be associated with Life Satisfaction at T2. This 

model suggests that for the work contextual outcomes, the initial experience of emotion, in 

this case negative, also predicted levels of psychological well-being and Job Withdrawal 

Behaviour.  

When examining change across time for the adaptational outcomes, T1 Negative 

Feelings did not predict changes in Psychological Distress or Job Withdrawal Behaviour as 

observed in the Basic model. The use of Emotion Coping Strategies at T1 predicted 



 Psychological Distress Life Satisfaction Job Withdrawal Behaviour 
 Basic Model Change in 

Outcome 
Change/Change Basic Model Change in 

Outcome 
Change/Change Basic Model Change in 

Outcome 
Change/Change 

 
 
R2 

 

 
30.3% 

 
19.5% 

 
29.3% 

 
18.4% 

 
6.1% 

 
13.2%  

 
20% 

 
12.7% 

 
16.6% 

Significant 
Steps 

Person 
Variables and 
Personal 
Coping 
Resources; Job 
Characteristics 
and Global Job 
Insecurity; and 
Emotion 
 

Personal 
Coping 
Resource  

Personal Coping 
Resources; Job 
Characteristics 
and Global Job 
Insecurity; and 
Coping 
Strategies 

Person 
Variables and 
Personal Coping 
Resource 

N/A Person Variables 
and Personal 
Coping Resource 
and Job 
Characteristic 

Appraisal 
Variables, Job 
Characteristics 
and Global Job 
Insecurity and 
Emotions 

Global Job 
Insecurity; 
Emotions; and 
Coping 
Strategies 

Person Variables, 
Job 
Characteristics; 
Appraisal 
Variable; and 
Emotions 

Greatest 
Incremental 
Step 

Job 
Characteristics 
and Global Job 
Insecurity 

Personal 
Coping 
Resource 
(Perceived 
Personal 
Control)a 

 

Job 
Characteristics 
and Global Job 
Insecurity 

Person Variable 
and Personal 
Coping 
Resourcea

 
N/A 

Job 
Characteristics 
and Global Job 
Insecurity 

Job 
Characteristics 
and Global Job 
Insecurity 

Job 
Characteristics 
and Global Job 
Insecurity and 
Coping 
Strategies 

Emotions 

Direct 
Effects  

Age (-), and 
Negative 
Feelings (-) 
 

T1 Emotion 
Coping 
Strategies (-) 
 

Change in: 
Valued Social 
Position (+), 
Perceived 
Personal Control 
(-), 
Active Coping 
Strategies (-), 
Emotion Coping 
Strategies (+), 
and 
Environmental 
Clarity (+) 

Satisfactory 
Relationship 
with 
Spouse/Partner 
(-) 

T1 
Perceived 
Personal 
Control (-) 

Change in:  
Physical Safety 
(-), and 
Perceived 
Personal Control 
(+) 

T1 Negative 
Feelings (-) 
 

No significant 
individual 
predictors. 
 
Satisfactory 
Relationship 
with 
Spouse/Partner 
(+) and 
Avoidance 
Coping (-) 
approached 
significance 

Change in: 
Variety (-), 
Negative 
Feelings (+), 
Satisfactory 
Relationship with 
Spouse/Partner  
(-), and  
Positive Feelings 
(-) 

Table 6.15 

Summary of the Greatest Incremental Steps and the Direct Effects for the Three Longitudinal Models for each Adaptational Outcome  

Note. Sign in brackets represents direction of beta coefficient. 
a This was the only significant step for this model. 
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increases in Psychological Distress from T1 to T2. On the other hand, no T1 variables 

predicted change across time in Job Withdrawal Behaviour. Notably, Satisfactory 

Relationship with Spouse or Partner and Avoidant Coping approached significance. Thus, it 

would appear that, of all the variables examined, coping strategies were most likely to be 

associated with change in Psychological Distress and Job Withdrawal Behaviour from T1 

to T2. Unlike the work contextual variables, change in Life Satisfaction from T1 to T2 was 

predicted by high levels of Perceived Personal Control (personal coping resource) at T1.  

The change/change model presents the most germane findings, demonstrating 

greater consistencies across all three adaptational outcomes. Changes to several job 

characteristics were identified as relevant to changes in all three outcomes. For example, 

decreased worry about the meaningfulness and status of the job, and reduced concern about 

the clarity afforded by the environment, were associated with diminished Psychological 

Distress from T1 to T2. Fewer worries about detrimental changes to the standard of 

working conditions and safety of the job was associated with increased Life Satisfaction, 

while less worry about changes to the variety of the job was related to fewer Job 

Withdrawal Behaviours from T1 to T2. Thus, threat to valued characteristics of the work 

environment appeared to contribute to changes in one’s psychological and social well-being 

and Job Withdrawal Behaviour across time.  

A change to one’s perception of mastery over the environment was identified as an 

important personal coping resource, especially concerning levels of Psychological Distress 

and Life Satisfaction. An increased perception of control from T1 to T2 was associated 

with decreased Psychological Distress and augmented Life Satisfaction over the same time 

period. This personal coping resource was not found to be relevant for Job Withdrawal 

Behaviour. However, the lack of a Satisfactory Relationship with Spouse or Partner was 

found to predict increased withdrawal behaviours from the job. The other aspects of the 

model found to effect changes in the outcomes over time were Emotions and coping. An 

increase in Negative Feelings from T1 to T2 was associated with Job Withdrawal 

Behaviour. This was the only outcome for which changes in Emotion performed a salient 

role. A greater use of emotion coping, and less use of active strategies, across time were 

related to increased Psychological Distress from T1 to T2. Notably, neither changes to 

emotion nor coping were associated with Life Satisfaction across the two time points.  
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6.4 Discussion 

The principle aim of this study was to test a model of appraisal, emotion, coping 

and adaptation following the experience of organisational change longitudinally. In 

particular, the aim was to examine whether initial levels, and changes over time in aspects 

of the proposed model, predicted later levels, and changes in levels across time in the 

adaptational outcomes of Psychological Distress, Life Satisfaction and Job Withdrawal 

Behaviour. A second aim was to examine robust effects across three different longitudinal 

analyses to potentially identify the temporal precedence of variables in the model.  

The proposed model explained considerably more variance in Psychological 

Distress across all three longitudinal models tested (basic, change-in-outcome and 

change/change) compared to Life Satisfaction and Job Withdrawal Behaviour. Notably, 

fewer aspects of the model were included in the analyses for Life Satisfaction. Life 

Satisfaction was a non-work contextual variable and therefore, may not be readily 

understood by a model that assessed mainly variables associated with changes that occurred 

in the workplace. Thus, the current model under investigation provides insight into the 

understanding of Psychological Distress across time moreso than the other two adaptational 

outcomes. The current model also explained more variance in Psychological Distress in the 

cross-sectional study than for Job Withdrawal Behaviour and Life Satisfaction.   

6.4.1 Basic Model Findings 

When examining the basic model, the experience of T1 negative emotion about the 

changes that occurred was shown to be associated with increased Psychological Distress 

and Job Withdrawal Behaviours at T2. Probst (2002) obtained a similar finding for her 

model, in that, the greater the negative affective reaction to the workplace reorganisation by 

the employees at T1, the greater their psychological distress and the more engagement in 

work withdrawal behaviours at T2. Another study found that positive emotions were 

associated with less job turnover, greater work productivity and more responsible behaviour 

at work (Diener & Biswas-Diener, 2002). Based on Affective Events Theory (Weiss & 

Cropanzano, 1996), Probst argued that the experience of negative affect indicated that the 

situation of organisational change was obstructing goal attainment (i.e., the job) for 

employees. Probst’s interpretation is consistent with the reasoning of several self-regulatory 
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theorists (Carver & Scheier, 1998, 1999; Lazarus, 1991a, 1999; Lazarus & Folkman, 1984; 

Smith & Lazarus, 1993).  

The experience of negative emotion by the police officers in this sample suggested 

that a salient goal, belief or commitment was threatened, thwarted or frustrated (as 

evidenced by emotions of afraid and nervous) and potentially lost (demonstrated by 

emotions of sadness, regret and defeat) during the organisational restructure at T1. The 

findings demonstrated that these negative feelings were associated with Psychological 

Distress and Job Withdrawal Behaviour four to five months later. Thus, it would appear 

that the initial experience of negative emotion is associated with poorer adaptation to the 

organisational restructure in the longer-term. The appraisal construct of goal congruence 

was not examined in this thesis due to the poor reliability of the measure. Investigation of 

goal congruence may have determined whether a goal had been affected by the 

organisational restructure, although it would not have been possible to identify a specific 

goal. It is recommended that future researchers examine: (a) the role of goals within the 

appraisal, emotion, coping and adaptation model examined here, and (b) the relationship of 

goals to specific appraisal questions and discrete emotional responses such as anger, 

anxiety or sadness as proposed within Lazarus’ theory of emotion. The findings from this 

research will better inform the development of interventions or strategies to aid employees 

in managing negative emotions that may arise during organisational change.  

A Satisfactory Relationship with Spouse or Partner at T1 was a unique predictor of 

improved Life Satisfaction at T2. This finding was consistent with the findings obtained in 

the cross-sectional study of this thesis and research by Diener and Seligman (2002), in that 

good social relationships may be a necessary prerequisite for high levels of happiness and 

consequently life satisfaction. Also, this finding is consistent with the recent Australian 

National Survey of Mental Health and Well-being that demonstrated that the group with the 

best life satisfaction were those either married or in a defacto relationship (Dear et al., 

2002). Several researchers have identified sound positive associations between marital and 

life satisfaction. For example, Shek (1995) and Chiu (1998) reported a correlation of .38 in 

two large samples of Chinese adults, while Headey et al. (1991) reported a mean correlation 

of .47 in a stratified probability sample of 942 Australians. The findings from the present 

study suggest that a good or satisfactory relationship with a spouse or partner is associated 

with improved Life Satisfaction at a later point in time. Similar to the conclusions reached 

in the cross-sectional study of this thesis, the proposed model provided limited explanatory 
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insight for Life Satisfaction when applying T1 predictors to T2 Life Satisfaction. 

Interpreting the results based on the basic longitudinal regression model may result in the 

conclusion that “stressors” such as organisational change and job insecurity, are more likely 

to be associated with work related outcomes than non-work outcomes (Hart, 1999; Warr, 

1987). The results from the change in outcome and change/change model suggest 

otherwise. The findings from these two regression models indicate that work-related 

variables are associated with change in levels of Life Satisfaction. 

6.4.2 Change-in-Outcome Model  

The use of T1 variables to predict changes in the adaptational outcomes from T1 to 

T2 explained the least amount of variance of all the three longitudinal regression models, 

with only a small, though significant proportion accounted for. The use of coping strategies 

to manage the organisational restructuring at T1 was associated with change across time for 

the work contextual variables of Psychological Distress and Job Withdrawal Behaviour. 

Use of emotion coping soon after the restructuring was implemented (T1) was associated 

with elevated levels of Psychological Distress across the two time points. Organisational 

restructuring is often characterised as a situation in which little can be done by employees 

to change the circumstances (e.g., Schweiger et al., 1987; Sutton et al., 1986). When a 

situation is viewed as uncontrollable or direct action is not available or practical, emotion-

focused coping can be viewed as an advantage (Bell, Greene, Fisher, & Baum, 1996; 

Lazarus & Folkman, 1984). The findings of this study did not support this contention, as 

the initial use of emotion coping in a situation that was not within employees’ control was 

related to elevated distress from after the initial implementation of the restructuring (T1) to 

four to five months later. The Emotion Coping Strategies evaluated in this study were 

limited, focusing on the expression of emotion and seeking of emotional support. Future 

research could examine the efficacy of other emotion coping strategies (for examples see 

Folkman & Moskowitz, 2004 and Skinner et al., 2003).  

Avoidant coping approached significance as a predictor of Job Withdrawal 

Behaviour, as did a Satisfactory Relationship with Spouse or Partner. This finding indicated 

that less use of Avoidant Coping Strategies and a satisfactory relationship at T1 was related 

to fewer Job Withdrawal Behaviours across the two points in time. The finding in relation 

to avoidant coping and job withdrawal is consistent with the cross-sectional  literature that 

has reported that increased use of avoidant coping strategies is associated with increased 
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psychological distress and poorer social functioning (Terry et al., 1996; Terry & Callan, 

2000). Very few studies have examined the association between coping and Job 

Withdrawal Behaviour. This study contributes to the literature by examining the 

relationship between coping and Job Withdrawal Behaviour during organisational change. 

There could be an overlap between these two constructs as withdrawal and avoidance are 

very similar behaviours. In some respects, job withdrawal is a very specific means of 

avoiding the organisational changes. Future research could examine the relationship 

between job withdrawal and avoidant coping in greater detail. 

To obtain an accurate understanding of coping and the reasons individuals use 

certain strategies, an understanding of the specific goals that are being threatened need to 

be known (Lazarus, 1991). These goals include those that the person brings to the 

encounter as well as those that transpire during the encounter. Coping depends not only on 

the coping possibilities and how they are appraised, but also on what a person wants to 

achieve in the encounter. Lazarus emphasised that often during a time of change or crisis 

more than one goal may be involved in the encounter and these are likely to change in 

primacy and salience as the situation evolves. Lazarus concludes that “the study of coping 

should never be divorced from motivation” (p. 115). Several theorists (e.g., Carver & 

Scheier, 1999; Deiner, 1999; Seligman, 2000) emphasise the importance of researching and 

understanding motivation (understanding one’s goals), as well as emotion. The emotional 

response indicates how well a person is progressing toward the attainment of salient and 

valued goals. The experience of negative emotion reported by the police officers in this 

study suggests that goal attainment is being thwarted and thus, coping strategies are 

implemented to bring the emotions back into an even balance.  

During times of organisational change salient goals that may be threatened include 

aspects of the work identified in the vitamin model (Warr, 1987, 1999), such as career 

progression, clarity of the environment, development of personal and professional skill 

development, maintenance of social interactions with work colleagues, collaborative goals, 

pay, but most importantly, the goal of maintaining a job that provides the individual with a 

sense of purpose, meaning and identity. Future research could examine the ten job 

characteristics of Warr’s vitamin model as goals or motivations, identify the discrete 

emotion that is produced as a result of the appraisal of these goals being affected by 

organisational changes, and identify the specific coping strategy implemented over several 

data waves. It would also be beneficial to know whether new goals arise during the process 
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and whether previous goals are reappraised or terminated. This may involve the use of 

research processes such as daily diaries, use of internet surveys and the use of interviews. 

This information would inform whether goals perform the role of motivators in the stress 

and coping process, especially during organisational change (i.e., restructuring), thereby 

refining Lazarus’ (1991a, 1999) cognitive-motivational-theory and the model investigated 

in this study. 

For Life Satisfaction, the one aspect of the model that performed a focal role was 

the personal coping resource of Perceived Personal Control. A recent study found that 

while happiness was contingent on whether the individual resides in a stable relationship, 

life satisfaction was dependent on the individual’s perceptions of control (Gundelach & 

Kreiner, 2004). This longitudinal regression model demonstrated that police officers 

reporting greater perceptions of personal control at T1 were more likely to experience more 

Life Satisfaction from T1 to T2. The direct and indirect association between personal 

control and Life Satisfaction was found consistently across the three longitudinal regression 

models.  

6.4.3 Change-Change Model 

This longitudinal regression model explained a substantial proportion of variance in 

Psychological Distress, while only a moderate amount was accounted for in Life 

Satisfaction and Job Withdrawal Behaviour. This longitudinal regression model most aptly 

addresses the aim of this study, which was to examine whether changes in the aspects of the 

proposed model predicted changes across time in the adaptational outcomes of 

Psychological Distress, Life Satisfaction and Job Withdrawal Behaviour. In this 

longitudinal regression model, changes to several job characteristics were associated with 

changes in all three adaptational outcomes. For example, decreased worry about the 

meaningfulness and status of the job and reduced concern about the clarity afforded by the 

environment from T1 to T2 predicted reduced Psychological Distress during the same time 

period. Increased worries about changes to working conditions and safety of the job during 

the four to five months was related to diminished Life Satisfaction during this time frame, 

while less worry about changes to the variety of the job from T1 to T2 was related to fewer 

Job Withdrawal Behaviours. Thus, worry about changes to valued characteristics of the 

work environment was related to changes in Psychological Distress, Life Satisfaction and 
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Job Withdrawal Behaviour. Distinct features of the work environment differentially 

affected each adaptational outcome.   

Several researchers (Chan, Kwok, & Yeung, 2004; Hartley et al., 1991; Probst, 

2002; Roskies & Louis-Guerin, 1990; Salter, 1998) have stated that job insecurity is an 

appraisal about the potential loss of the job and valued job features. Salter (1998), in 

particular, likened the evaluation of threat to the job and valued job features as primary 

appraisal from Lazarus and Folkman’s (1984) transactional theory. It is suggested here that 

the job and valued job features be conceptualised as the “goals at stake”, consistent with 

Lazarus’ (1991a, 1999) theory of emotion. Hence, the job and job features can be 

considered as “motivators”, in that they are values and/or goals that potentially propel the 

individual toward the attainment of higher order goals. Organisational restructuring 

potentially threatens the attainment or maintenance of these lower goals and values. Job 

insecurity assesses threat to, or potential loss of, these aspects and therefore can be 

considered part of the primary appraisal process. This appraisal of the job and valued job 

features, in turn, may consequently evoke an emotional response of anxiety, fear or anger.  

The job features that were reported as noticeably affected by the organisational 

changes for this sample were Valued Social Position, Environmental Clarity, Physical 

Safety and Variety. Several authors have associated changes to these work characteristics 

with psychological dysfunction (e.g., Callan & Dickson, 1992), job and life dissatisfaction 

as well as voluntary turnover (Jimmieson, 2000) during times of organisational change. 

Furthermore, researchers have found that not only does organisational change result in 

uncertainty but also the perception of threat to tangible aspects of the work environment 

such as,  power, prestige, and a sense of community at work (Ashford, 1988; Callan, 1993; 

Greenhalgh & Rosenblatt, 1984; Terry & Jimmieson, 2003). The findings of this study are 

consistent with this literature and expand current knowledge by examining the relationships 

of perceived threat to job characteristics with adaptational outcomes longitudinally.  

Two personal coping resources were examined in this study, a perception of 

mastery over one’s environment and the belief in one’s ability to cope. Perceived Personal 

Control was the only personal resource found to have direct and indirect associations with 

psychological well-being and Life Satisfaction. This study found that an increased 

perception of control from T1 to T2 was associated with decreased Psychological Distress, 

and increased Life Satisfaction across the two time points. The perception of control has 

been extensively researched, especially concerning stress and coping. The need to control 
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one’s environment was identified by White (1959) as a primary motive of human beings. 

Many “control” theories (e.g., Carver & Scheier, 1998, 1999; Proshansky, Ittleson, & 

Rivlin, 1970) emphasise the salience of a perception of control, where the individual has 

actual control or perceives they have control. When a person perceives that they are losing 

control, discomfort or negative affect may be experienced, consequently the individual may 

attempt to reassert control. If reasserting control is unsuccessful, then learned helplessness 

or depression may result (Baum et al., 1996). The results of this study corroborate the 

literature that has found that the perception of control is related with positive outcomes, 

whereas the perception of loss of control is associated with negative consequences (Burger, 

1989; Folkman, 1984; Rotter, 1975). Additionally, the findings lend support to the 

contention that personal control is an internal regulator of life satisfaction (see Cummins & 

Nistico, 2002).   

The perception of control was not a predictor of Job Withdrawal Behaviour. The 

aspects of the model to have a direct association with change in this outcome were the lack 

of a Satisfactory Relationship with Spouse or Partner at T1, and emotion. An increase in 

Negative Feelings about the changes that occurred from T1 to T2 predicted increased Job 

Withdrawal Behaviour over this same time period. On the other hand, an increase in 

Positive Feelings about the changes during the same time period predicted reduced Job 

Withdrawal Behaviours. This was the only outcome in the change/change analyses in 

which emotion performed a salient role. The effect of a Satisfactory Relationship with 

Spouse or Partner may be partly explained by its low correlation with the other predictors 

that were included in the analysis. Due to this low correlation, this variable was able to 

explain a considerable amount of unique variance. It is possible that in the context of a 

different predictor set this aspect may provide less “unique” variance and therefore be less 

likely to be meaningful. 

Changes in coping were associated with changes in Psychological Distress during 

the four to five month time period. For this sample, greater use of Emotion Coping and less 

use of active strategies across time predicted increases in Psychological Distress from T1 to 

T2. Generally, the organisational change literature has found that emotion-focused coping 

strategies are used less frequently than more active strategies, both cross-sectionally and 

prospectively (e.g., Callan & Dickson, 1992; Terry & Callan, 2000). Initial use of emotion 

coping, as identified in the change in outcome longitudinal regression model is not 

adaptive, and the continued use of these strategies over the longer term is associated with 
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poorer well-being. This is consistent with previous research (Aldwin & Revenson, 1987; 

Aspinwall & Taylor, 1992; Callan & Dickson; Carver et al., 1993; Terry & Callan; 

Violanti, 1992). The findings from all three longitudinal regression models examined in this 

study lend support for the conclusion that the use of Emotion Coping Strategies was 

unhelpful.  

6.4.4 Implications 

The perception of control over the environment is a salient personal coping resource 

that was associated with employees’ adaptation to organisational change in the longer term. 

In situations such as the restructuring of an organisation, in which the encounter may not be 

amenable to control and direct action is not possible or practical, emotion-focused coping 

strategies may be employed. However, the findings from this study, across all three 

longitudinal regression models, suggested that when these strategies were used initially, 

and over the long term, the use of these strategies was associated with poorer adaptation. It 

may be that encouraging individuals to seek emotional support and to express their emotion 

soon after the organisational changes have occurred is advantageous. However, employees 

then need to use more cognitive or active means of adapting to the changes. To aid in the 

development of programs to assist employees in managing changes within the workplace 

effectively, the assessment of specific coping strategies that are adaptive versus 

disadvantageous would be beneficial.     

The assessment of employees’ affective response is crucial, as emotion - especially 

the experience of negative emotion – was associated with maladaptive consequences for the 

employees and the organisation due to the job withdrawal behaviours of employees. This 

study found that the relationship between Negative Feelings and poor adaptation was 

maintained across time. Until the 1990s the role of emotions in organisational research was 

underscored, with emotions viewed as aspects of well-being that were not of organisational 

concern (Fox & Spector, 2002). Moreover, when emotions have been examined in this 

realm, the focus has been on emotional traits rather than states. This thesis contributed to 

the organisational literature by examining employees’ emotional states, identifying that the 

emotional experiences of employees is important.  

Emotions alert individuals that something meaningful has occurred in a situation 

and propels the individual into action, whether that action is helpful or unhelpful. In this 

study, the initial experience of negative emotion predicted reduced psychological well-
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being and greater Job Withdrawal Behaviour four to five months later. Additionally, 

changes in negative and positive emotions predicted change in Job Withdrawal Behaviour. 

The experience of negative emotions alerts researchers to the fact that organisational 

change potentially thwarts or frustrates the achievement or maintenance of salient goals or 

values for employees. In this case, the experience of negative emotions suggested that 

important goals or values were affected immediately after the changes were implemented 

(T1) and four to five months afterwards. Hence, there is a need to understand the emotional 

response of employees during “stressful” situations such as this so that mechanisms at an 

individual and organisational level can be implemented to reduce the detrimental impact of 

negative emotions.  

The job characteristics had direct and indirect associations with the adaptational 

outcomes across the three longitudinal regression models, with the exception of the basic 

model and change in outcome model for Life Satisfaction. The use of Warr’s (1987, 1999) 

vitamin model provides a framework to identify those job characteristics that are salient for 

employees before the implementation of organisational change. This may allow the 

organisation to determine ways to enforce the changes without substantially impacting on 

these aspects of the work environment. The direct and indirect associations between the job 

characteristics and the work-specific adaptational outcomes were consistent for the cross-

sectional and longitudinal analyses. These findings provide greater weight for the inclusion 

of potential loss of job features within the conceptualisation, definition and 

operationalisation of job insecurity.  

6.4.5 Limitations and Future Research 

This study has contributed to the literature by: (a) using a prospective design to 

assess the predictors and adaptational outcomes at two points in time, (b) assessing the 

direct and indirect relationships of changes in these predictors with changes of the 

adaptational outcomes, (c) examining three longitudinal regression models to thoroughly 

evaluate the associations of the components of the model with the outcomes in the long-

term, (d) assessing three adaptational outcomes relating to the work and non-work 

environment, (e) assessing emotional states rather than traits, (f) recognising that job 

insecurity comprises a cognitive appraisal that produces an emotional response, and (g) 

integrating Warr’s (1987, 1999) vitamin model with the cognitive-motivational-relational 

theory of emotion (Lazarus, 1991a, 1999). Integrating these two theories enhances the 
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understanding of organisational change and job insecurity from the perspective of an 

appraisal, emotion, coping and adaptation model. Warr’s vitamin model provides a detailed 

conceptualisation of valued job characteristics that may be appraised as threatened or lost 

during times of change. Nonetheless, some limitations need to be addressed. 

First, the small sample size limited the ability to use latent model testing procedures 

that would also have allowed for the investigation of reciprocal causation. Future research 

would benefit from the attainment of a larger sample to enable this form of analysis and to 

see whether the findings of this study are replicated. Moreover, the conclusions reached in 

this study are applicable to a police service organisation and thus, may be limited in their 

application to employees in other organisations, especially concerning the salient job 

characteristics that may be threatened. Future research could examine various organisations 

undergoing different forms of change, such as mergers, acquisitions or restructuring, to 

identify the prominent vitamins that are threatened within that organisation for employees. 

This information may be used by the organisation to modify the manner in which the 

changes are implemented to reduce the impact on salient job features.  

This study used change or difference scores to address the primary aim of this 

study. Notably, during the period of time between data waves the researcher focused on 

naturally occurring changes rather than evaluating changes that may have occurred as a 

result of a formal therapeutic or organisational intervention, or treatment program. 

Consequently, the change across time was marginal for several aspects of the model 

evaluated. This needs to be considered when interpreting the results and applying the 

conclusions reached in this study. The strength of the findings for some of these variables 

may be limited due to the small amount of change that occurred. In the future, researchers 

may want to collect multiple data waves. Of importance would be the attainment of a 

baseline measure prior to the onset of the changes, one shortly after the changes and then 

two or three longer term evaluations to thoroughly assess change across time. The 

subjective well-being literature suggests that individuals adapt to changes relatively 

quickly, with a return to baseline levels of subjective well-being occurring in less than three 

months (Suh, Diener, & Fujita, 1996). This may not necessarily be true for psychological 

well-being and Job Withdrawal Behaviour. Future research could examine this further. 

There is encouragement within the literature to implement multi-source and multi-

method research designs, also referred to as triangulation, to strengthen the findings of 

studies such as this one. This may also permit a more process oriented focus. This research 
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may involve the use of longitudinal designs, experimental manipulations in conjunction 

with a field survey design, focus groups or interviews with the assessment of supervisors, 

colleagues or significant others’ evaluations of relevant variables. Notably, this requires 

substantial funding and time. However, such projects would greatly enhance the 

understanding of the adaptation process to workplace stressors such as organisational 

change that can have long-term detrimental consequences for the individual and the 

organisation, as demonstrated in this study.  

Future research may want to clarify the role of job insecurity as part of the primary 

appraisal process. Such research could simultaneously evaluate the appraisal components 

proposed by Lazarus (1991a, 1999), which may require further development within this 

particular context. This study assessed clusters of emotions, however, it may be fruitful to 

assess discrete emotional responses of the employees and the impact that these have on the 

adaptation process. There is a clear need for the development of a reliable and valid 

measure of Lazarus’ appraisal components, as this was a limitation of this study. Each 

appraisal component was assessed with two items, with the reliability obtained for most of 

these aspects being barely adequate. Notably, this study did not assess a key aspect of 

Lazarus’ model, that of core relational themes. However, researchers have noted that there 

is the possibility that measures of core relational themes are simply surrogate measures for 

related emotions (e.g., Power & Dalgleish, 1997). The relevance of core relational themes 

could be an area of future research concerning adaptation to organisational change. These 

themes are believed to encapsulate the fundamental meaning of the emotion not easily 

captured by the appraisal components (Bennett et al., 2003; Lazarus, 1999; Smith & 

Lazarus, 1993). Evaluating these themes will help determine whether the assessment of 

these aspects enhances the understanding of the adaptation process of employees. Finally, 

whilst this study evaluated internal personal coping resources such as personal control and 

coping self-efficacy, future research could examine the role of optimism and external 

coping resources provided by the work environment. Optimism has begun to receive 

interest in the job insecurity literature (e.g., Chan, Kwok, & Yeung, 2004) and is an 

important internal regulator of subjective well-being (Cummins & Nistico, 2002).  
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CHAPTER 7   - 

GENERAL DISCUSSION 

7.1 Summary of Research Findings 

The first research study of this thesis developed a valid and reliable measure of job 

characteristics founded on Warr’s (1987, 1999) vitamin model. This measure contained ten 

subscales, comprising four items each, which represented each of Warr’s vitamins. A 

review of the job insecurity literature demonstrated that a psychometrically sound, 

theoretically derived measure that assessed employees’ worries about changes to salient job 

features was lacking. Recent research had identified the importance of incorporating an 

assessment of potential loss of valued aspects of the work environment when examining job 

insecurity. The development of this measure enabled the cross-sectional and longitudinal 

investigation of an appraisal, emotion, coping and adaptation model of organisational 

change with a sample of police officers. The Police Service within which the police officers 

worked underwent a large scale restructuring. The model developed for this thesis 

integrated Lazarus’ (1991a, 1999) cognitive-motivational-relational theory of emotion and 

Warr’s (1987, 1999) vitamin model (ten job characteristics).  

The cross-sectional and longitudinal studies demonstrated that: (a) the variables 

within the model accounted for greater variance in Psychological Distress than in Life 

Satisfaction and Job Withdrawal Behaviour, (b) work contextual variables had minimal 

influence on the non-work contextual outcome of Life Satisfaction, (c) Perceived Personal 

Control, job characteristics, Global Job Insecurity and emotions were key variables that 

predicted (both directly and indirectly) the adaptational outcomes, (d) the appraisal 

component, Emotion-focused Coping Potential, was the only appraisal variable to 

consistently be entered in the analyses, (e) coping strategies were associated with self-

reported Psychological Distress (cross-sectional study) as well as Psychological Distress 

and Job Withdrawal Behaviour in the longitudinal analyses, and (f) the model investigated 

was a partial mediating model, rather than a full mediation model. Future research needs to 

confirm that the model is a partial rather than a full mediation model by applying other 

model testing procedures, such as structural equation modelling. Other model testing 

procedures may elucidate the nature of the relationships among variables in terms of 

mediation and temporal positioning, if investigated longitudinally.  
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7.2 Reflection about Theoretical and Conceptual Issues 

As this thesis evolved, the job insecurity literature burgeoned, with the empirical 

literature further refining the conceptualisation, definition, operationalisation and 

measurement of job insecurity. Generally, the contemporary research concurs that job 

insecurity is comprised of a cognitive and emotive assessment of the potential loss of the 

job and loss of valued job features. Some contention exists concerning the inclusion of 

potential loss of job features within the conceptualisation and definition of job insecurity. 

There appears to be greater weighting toward the inclusion of potential loss of job features. 

Notably, the pioneers of the conceptualisation of job insecurity, Greenhalgh and Rosenblatt 

(1984), included loss of job features. Based on Greenhalgh and Rosenblatt’s 

conceptualisation of job insecurity, Ashford et al. (1987) developed a job insecurity 

measure. This scale assessed the probability and importance of the potential loss of the job 

and features of the job, as well as powerlessness. A multiplicative weighting was used with 

probability and importance. Contemporary research has established that powerlessness, 

defined as “an absence of environmental resources that gives an individual control over a 

specific event” (Greenhalgh & Rosenblatt, 1984, p. 8) – equates with job control, and is 

more aptly conceptualised as a mediator or moderator of job insecurity. The empirical 

research also indicated that the inclusion of probability and importance, especially for 

studies focusing solely on job insecurity may not be fruitful. Recently, several job 

insecurity scales have been developed that do not include the constructs of powerlessness, 

probability or importance (e.g., Hellgren et al., 1999; Probst, 2002). These measures were 

not theoretically derived. Hence, the development of the Job Characteristics Scale based on 

Warr’s (1987, 1999) theory in the first study of this thesis.    

This scale underwent several iterations in forming a stem. Consensus among experts 

resulted in the use of “How worried are you about changes in these aspects of your job?” 

The use of the word “worried” implies a cognitive appraisal of changes to these job 

characteristics, which, in turn, produces an emotional response. Formally, worry is 

recognised as a cognitive mulling over something or someone that produces anxiety 

(University of Liverpool, 2005). Therefore, the Job Characteristics Scale assesses cognitive 

appraisal of change to job features, with the use of worry conveying the increased 

likelihood of a negative emotional response, most likely anxiety (insecurity). The 

corresponding discrete emotional response to the appraisal of specific job characteristics, 

which the police officers reported worrying about changing, was not evaluated for several 
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reasons. First, completing the research questionnaire with this additional measure would 

have been more onerous and time consuming for participants. Second, the state-discrete 

emotional response to the changes occurring in the workplace was assessed. It was felt that 

there would be a large degree of overlap between the emotional responses to (a) the 

changes in general, and (b) specific job characteristics. Future research could investigate 

whether worry about changes to specific job characteristics produces a discrete emotional 

response such as anxiety, anger or sadness and if different emotional responses occur for 

specific job characteristics.  

It was proposed within this thesis that some, or all, of the job characteristics 

(vitamins) are aspects of the work environment highly valued by employees, consistent 

with Warr’s (1987, 1999) theory. Applying Lazarus’ (1991a, 1999) cognitive-motivational-

relational theory of emotion, the job characteristics were perceived to be smaller order 

goals that effected the attainment of larger goals, and potentially could be threatened or lost 

during times of organisational change. In turn, potential threat to some, or all, of the job 

characteristics may consequently effect specific appraisal questions and the resulting 

emotion. Therefore, the valued job characteristics were placed as antecedents to the specific 

appraisal questions and emotions at the beginning of the model, along with a global 

assessment of potential loss of the job. The placement of job characteristics and the job at 

the beginning of the model is consistent with the position of goals, values and beliefs 

proposed within Lazarus’ theory.  

Some concerns have arisen about the placement of the job characteristics as 

antecedents to the specific appraisal questions delineated by Lazarus (1991a, 1999). The 

reason for this is that, as discussed, the job characteristics scale assesses cognitive 

appraisal, which potentially produces feelings of anxiety, anger, and/or sadness. The 

appraisal of job characteristics, therefore, needs to be placed closer to emotion. The other 

issue is that, in the research studies of this thesis, the appraisal questions posed by Lazarus 

were adapted to evaluate employees’ appraisal of the organisational changes in general, and 

in turn, the emotional response to the organisational changes. This means that the appraisal 

questions and state emotional response examined in the research studies of this thesis were 

not focused specifically on the potential loss of the job or job features. The appraisal of 

worry about changes to valued job features (Job Characteristic Scale) and the appraisal 

measures (primary and secondary) were informed by different theoretical frameworks, 

Warr’s vitamin model and Lazarus’ theory of emotion, respectively. The conflict arose, in 
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that, work characteristics were viewed as “values” (appropriately based on Warr’s [1987, 

1999] vitamin theory) in the propositions of the model. Within Lazarus’ theory, values 

belong closer to the beginning of the model as person variables. However, it is recognised 

that the job characteristic measure, in actuality, assessed cognitive appraisal of “valued” job 

characteristics and thus, needed be more closely aligned with the emotional response.  

Two models possibly needed testing, the first, assessing the cognitive and emotive 

appraisal of changes to valued job characteristics and the job. The second, evaluating the 

appraisal and emotional response to the organisational changes in general. Alternatively, 

organisational change could be represented at the beginning of the model, as proposed by 

Probst (2002), followed by the appraisal of potential loss of the job and job features. Future 

research could apply the appraisal components delineated by Lazarus to evaluate change to 

the job and valued job features. This may best be examined with a qualitative design. The 

reason that these alternative models were not tested is because these ideas formed and 

became more concrete as the contemporary empirical literature, and the findings from the 

cross-sectional and longitudinal research studies of this thesis emerged. This thinking 

implies that job insecurity is not an “outcome” in itself, but a cognitive evaluation 

producing an emotional response of anxiety, insecurity, anger and/or sadness, which in 

turns produces a coping response. Job insecurity was defined within this thesis as a state of 

emotional arousal (concern, anger, anxiety) to the appraisal of a demand or aspect of the 

environment (such as organisational change) that impedes progress towards an individual’s 

higher order goals (such as providing for one’s family, establishing a career). This 

definition was informed by Lazarus’ (1991a, 1999) theory that considers psychological 

stress as part of the larger construct of human emotion (Zohar & Dayan, 1999). It is more 

fully recognised now that this definition of job insecurity suggests that the best position for 

the evaluation of organisation change is at the beginning of the model.  

7.3 Detailed Discussion of Key Findings 

7.3.1 Job Characteristics 

Regardless of these theoretical issues, job characteristics performed a salient role 

within the proposed model. A consistent association was found between job characteristics 

and the adaptational outcomes (especially, Psychological Distress) in both the cross-

sectional and longitudinal studies. Job characteristics and Global Job Insecurity consistently 
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accounted for variance in both, self- and other-reports of Psychological Distress, cross-

sectionally. Specific job characteristics were directly associated with Psychological 

Distress. For example, the cross-sectional research demonstrated that increased worry about 

Physical Safety (police officer report) and the status and meaningfulness of the job (other 

report) were directly related to increased Psychological Distress. The direct associations 

between the job characteristics and psychological well-being are consistent with the job 

insecurity and employment literature (e.g., De Jonge et al., 2001; De Jonge & Schaufeli, 

1998; Warr, 1987, 1993, 1999). The job characteristics had minimal association with Life 

Satisfaction and Job Withdrawal Behaviour cross-sectionally.  

Longitudinally, the job characteristics were found to perform a more salient role 

across all three adaptational outcomes. Job Characteristics and Global Job Insecurity 

contributed greater variance in Psychological Distress (basic model and change/change 

model), Life Satisfaction (change/change model) and Job Withdrawal Behaviour (basic 

model) than the other components of the model. The results demonstrated an association 

between change in Valued Social Position and Environmental Clarity with change in 

Psychological Distress across the two time points. Additionally, change in Physical Safety 

was predictive of changes in Life Satisfaction from T1 to T2. Notably, there were no direct 

associations found between Job Characteristics and Job Withdrawal Behaviour for any 

other longitudinal models. The findings from the cross-sectional and longitudinal studies 

indicate that concern about changes to valued features of the work environment has 

implications for the adaptation of employees during organisational crisis or change. This 

has implications at an individual and organisational level. Moreover, the consistent 

association found between worry about changes to the job characteristics and the 

adaptational outcomes supports the contention that the potential loss of job features needs 

to be included in the conceptualisation and operationalisation of job insecurity.   

7.3.2 Emotion-focused Coping Potential 

Emotion-focused Coping Potential was the single appraisal question that was 

consistently examined in the analyses both cross-sectionally and longitudinally. The effect 

of this appraisal component was often found to be mediated by subsequent entry of 

variables. Lazarus (1991a; Smith & Lazarus, 1993) did not distinguish between problem-

focused and emotion-focused coping potential, subsuming them into one question of coping 

potential. He argued that the distinction between the two appraisal components was not 
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relevant in terms of the emotion generated. He contended that the specifics of whether 

people believed they can cope by changing the situation or by intrapsychically changing the 

relational meaning did not matter. Essentially, it is the degree to which individuals believe 

they can cope through any means that was the key (Smith & Lazarus).  

The findings of this thesis demonstrated that Emotion-focused Coping Potential, the 

ability to change goals, beliefs or interpretations to emotionally adapt to the situation, is 

important. It is recommended that these two appraisal questions remain distinct. Note that 

problem-focused coping potential items were assimilated into a general appraisal 

component of Self-focused Coping after conducting a factor analysis of the appraisal 

measure. Furthermore, this thesis did not examine the relationship between each coping 

potential in terms of a specific emotion generated; rather, clusters of positive, negative and 

angry emotions were investigated. Smith (e.g., Smith & Lazarus, 1993; Smith & Pope, 

1992) believes the distinction between emotion-focused coping potential and problem-

focused coping potential is necessary in differentiating between sadness and fear/anxiety. 

This is important in regards to job insecurity, which is likely to promote or elicit feelings of 

anxiety and sadness. Recent research (e.g., Bennett et al., 2003; Orbell et al., 2004) 

examining the ability of appraisal components to discriminate and predict discrete emotions 

has found that emotion-focused coping potential is significantly associated with, and 

directly predicts, anxiety. Future research could help clarify whether it is of benefit to 

maintain the distinction between problem-focused and emotion-focused coping potential by 

examining their ability to discriminate among discrete emotions experienced during times 

of organisational change or instability.  

Before this occurs, it is highly recommended that appraisal and emotion measures 

are developed that reliably distinguish among discrete appraisal questions and emotions, 

proposed by Smith and Lazarus (1993) and Lazarus (1991a, 1999). A factor analysis of the 

primary and secondary appraisal and emotion measures was performed in the cross-

sectional study (see Chapter 5) of this thesis. The primary appraisal measure retained the 

appraisal questions of Motivational Congruence and Relevance. However, one of the 

Motivational Congruence items cross-loaded with Motivational Relevance and was thus 

removed. The secondary appraisal measure formed three factors. The first factor, labelled 

Self-coping Potential, contained the two Problem-focused Coping Potential items, two Self-

accountability items and one Future Expectancy item. The second factor, labelled Other 

Accountability, retained the original two items developed for this construct, as did the third 
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factor, labelled Emotion-focused Coping Potential. The instability of the subscales of the 

appraisal measure raises concerns about the validity and reliability of this tool. 

Additionally, the 18 clusters of discrete emotions formed three factors labelled Positive, 

Negative and Angry Feelings. These factors were used in the analyses for the cross-

sectional and longitudinal studies. Therefore, the specific appraisal questions and discrete 

emotions identified by Lazarus and Smith and Lazarus were not examined.  

Other researchers (e.g., Bennett et al., 2003; Lowe & Bennett, 2003; Orbell et al., 

2004) have retained the appraisal and emotion measures in their original form. The internal 

consistency coefficients that were obtained for the appraisal components ranged from .41 to 

.55 in one study (i.e., Lowe & Bennett). Other researchers (Orbell et al.) have commented 

that the currently available measures for assessing appraisals, including Smith et al.’s 

(1993) measure, “are not ideal measures of appraisals” (p. 550). These contemporary 

studies were published after the data collection for the research studies of this thesis. 

Similarly, in terms of the measurement of discrete emotions, several authors (e.g., 

McCarthy et al., 1997; Smith & Ellsworth, 1988a; Zajonc, Murphy, & Inglehart, 1989) 

have chosen to evaluate emotions in dichotomous clusters as there is considerable 

disagreement about the labelling of certain emotions and the ability to distinguish clearly 

among them (e.g., frustration and anger). There is virtually full agreement that categories of 

positive and negative emotions can be discriminated reliably (McCarthy et al.). The 

findings from the research studies of this thesis support the concerns in the literature about 

the currently available measures of appraisal and emotion. Future research is required to 

develop more psychometrically sound assessment tools of these constructs.  

7.3.3 Core Relational Themes 

There is some question within the literature about the relevance and need for core 

relational themes, especially within models such as that currently under investigation. 

Although core relational themes were not examined in the research studies of this thesis, 

they were originally included in the appraisal, emotion, coping and adaptation model tested. 

Furthermore, data had been obtained from participants concerning core relational themes. A 

factor analysis of the core relational theme measure (Smith & Lazarus, 1993) within the 

cross-sectional study (see Chapter 5) obtained two clusters of positive and negative themes. 

These factors were strongly associated with the positive and negative feeling variables used 

in the analyses. This was one reason core relational themes were not examined in the 
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research studies. A second reason was that the core relational themes may be redundant 

(e.g., Power & Dalgleish, 1997). They may be another means of identifying discrete 

emotions experienced by individuals, rather than capturing the central meaning derived 

from the configuration of specific appraisal components that produce a discrete emotion. 

The reason for the overlap between emotion and the core relational themes, and therefore 

the redundancy of core relational themes, may be due to the measures used. For example, in 

the current research studies, these measures were found to have unstable factor structures 

resulting in the clustering of positive and negative emotions and themes. It is highly 

recommended that future research develop core relational themes and discrete emotion 

scales that have a more stable factor structure and have sound psychometric properties. This 

will enable research to determine the relevance and benefit of including core relational 

themes within the cognitive-motivational-relational theory of emotion (Lazarus, 1991a, 

1999) and models such as the one tested in the research studies of this thesis.  

7.3.4 Emotion 

Until recently, emotions were seldom acknowledged within organisational research. 

A shift has occurred, with greater emphasis placed on the investigation of the emotional 

experience of employees in the work context. This thesis contributed to the organisational 

literature by examining the emotional response of employees experiencing organisational 

change. The emotional response was influential in the model examined in this thesis, both 

cross-sectionally and longitudinally. In particular, negative emotion was identified as 

having a direct and indirect association with the adaptational outcomes of Psychological 

Distress and Job Withdrawal Behaviour. Within Lazarus’ (1991a, 1999) theory, emotions 

alert individuals that something meaningful has occurred in a situation and propel the 

individual into action; the action may be adaptive or maladaptive. The reporting of negative 

emotion indicated that a salient goal, belief or commitment was threatened, thwarted or 

frustrated and potentially lost during the organisational restructure. These associations were 

found immediately after the restructure (cross-sectional study) and four to five months later 

(longitudinal study). This suggests that organisational change potentially thwarts or 

frustrates the achievement or maintenance of salient goals or values for employees. Future 

research could examine this in more depth using qualitative methodology. 

In addition, this thesis contributed to the job insecurity and organisational literature 

by examining the non-work contextual outcome of Life Satisfaction. There was little to 
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suggest, based on the findings from the cross-sectional and longitudinal studies, that Life 

Satisfaction was greatly influenced by the organisational changes. A direct association was 

found between Perceived Personal Control, a Satisfactory Relationship with Spouse or 

Partner, Positive Feelings (cross-sectionally) and Life Satisfaction. The longitudinal study 

demonstrated that a perception of personal control at T1 predicted increased Life 

Satisfaction across the two time points. As well, increased personal control from T1 to T2 

was related to increased Life Satisfaction across the two time points. In the cross-sectional 

analysis, and the basic model and the change in outcome model longitudinal analyses, the 

job characteristics had no association with Life Satisfaction. However, within the 

change/change model, decreased worry about changes to Physical Safety across time was 

associated with improved Life Satisfaction across the two time points. Thus, the association 

between personal control and life satisfaction was consistently found within the cross-

sectional analysis and for all three longitudinal regression model analyses.  

These findings are consistent with the proposition that life satisfaction is managed 

by internal psychological processes to ensure a positive view of life prevails (Cummins & 

Nistico, 2002). The aspects of self that are proposed to maintain this status quo are a sense 

of self-worth, a sense that one is in control of aspects that importantly affect one’s life 

(perceptions of control), and a sense of optimism. These variables have been shown to have 

a predictive relationship with life satisfaction (see Cummins et al., 2003). Generally, the 

literature has demonstrated that work, in comparison to non-work related stressors or non-

work aspects, has a minimal impact on general life satisfaction (e.g., Hart, 1999). The 

findings from this thesis are supportive of this conclusion. Furthermore, research has 

demonstrated that, although major life events may disrupt levels of life satisfaction, there is 

a strong tendency for the levels to return to their original level over time (Cummins & 

Nistico). This thesis found that there was modest change across the two points in time in 

levels of Life Satisfaction. This led to the conclusion that organisational change may not 

greatly impact on the non-work contextual variable of Life Satisfaction. Mauno and 

Kinnunen (1999a) found gender differences for the association between job insecurity and 

family well-being in the long-term. Future research could endeavour to investigate whether 

there are differences for male and females in terms of the variables examined in the 

proposed model and their impact on Life Satisfaction.  
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7.4 Limitations 

Limitations specific to each of the three research studies have been presented 

previously (see Chapters 4, 5 and 6, respectively). Three limitations will be addressed here 

that may have implications for future research. First, the Job Characteristics Scale did not 

include a subscale that assesses worry about change to the job (as noted in Chapter 4). 

Future research that uses the Job Characteristics Scale needs to include or develop a 

subscale that assesses the appraisal of the potential loss of the job (labelled Global Job 

Insecurity in the research studies of this thesis). 

Second, this thesis focused heavily on individual variables that may influence the 

perception of job insecurity and adaptation to organisational change, such as Perceived 

Personal Control And Coping Self-efficacy. Much research has demonstrated the 

importance of including change-related and organisational variables. For example, Probst 

(2000) incorporated organisational change, job technology and proximity to core 

technology change as antecedents to appraisal of job insecurity and the affective response. 

The job insecurity literature has identified membership within a union, information 

provision/communication within the workplace, ambiguity tolerance, event uncertainty and 

perceptions of fairness as salient variables associated with job insecurity, use of coping 

strategies and adaptational outcomes. Terry and Callan (2000) included within the 

component of event characteristics in their model the variables of: levels of employee 

participation in the changes, information provision and leadership. The coping resources 

component included: supervisor and colleague support. These organisational variables 

could easily be included within the proposed model, as antecedents to appraisal, with the 

acknowledgement that they have the potential to influence coping strategies directly (see 

Harris, 1991 for a discussion of the placement of the organisation within the transactional 

theory). Future research could identify the relationship between these organisational 

variables and appraisal, emotion, coping strategies and outcome variables within Lazarus’ 

(1991a, 1999) theory of emotion and the model investigated in the current research.  

Third, the amount of change that occurred among all variables from T1 to T2 was 

modest. This was understandable, as this was a field study and no intervention occurred 

between the two points in time. Previous researchers (e.g., Hellgren et al., 1999), when 

investigating job insecurity longitudinally, have noted that outcome variables remain fairly 

stable across time, suggesting that reactions to change may be relatively enduring. Hence, 

the stability in the outcome measures in the longitudinal study of the thesis is consistent 



 Job Change and Job Insecurity 221 
 

with previous research, suggesting that for this sample of police officers, the effects of the 

organisational restructuring were constant across time. This needs to be qualified with the 

fact that a baseline of the adaptational outcomes prior to the changes was not obtained for 

this conclusion to be made with conviction. Furthermore, only one follow-up of four to five 

months was conducted. Alternatively, a greater time lag may have been needed to allow for 

change to occur in the endogenous and exogenous variables. To shed further light on the 

impact of organisational changes on cognitive appraisal, emotion, coping and the 

adaptational outcomes, it would be beneficial for future research to (a) obtain baseline 

measures before changes occur, and (b) to collect more longitudinal follow-up data.  

7.5 Future Empirical Research and Organisational Practices 

Future research could endeavour to identify whether there are particular job 

characteristics that typify organisations undergoing crisis or change versus those 

organisations that are stable. Specific job characteristics may affect different higher order 

goals and produce varying attributions of blame and emotions. Future research could 

develop scenarios to identify the meaning of certain environments or characteristics for 

individuals and the higher order goals that are affected by job insecurity. It is also proposed 

that researchers investigate the full range of discrete emotions. This would enable the 

identification of the specific emotion experienced during organisational change or crisis, 

and the relationship of the specific emotional response with coping. 

The investigation of job insecurity within an organisation characterised as 

economically stable and unlikely to experience crises or change would be an enormous 

contribution to the job insecurity literature. It would be useful to determine within this 

environment the relationships that are occurring between the individual and the work 

environment that promote the appraisal of job insecurity. In addition, it would be beneficial 

to determine if the antecedents to the development of job insecurity differ in comparison to 

those identified in organisations experiencing an external threat. In this way, researchers 

could compare organisations in crisis with stable organisations to investigate the person and 

environment aspects that promote job insecurity. 

The coping process in regard to job insecurity needs further evaluation. Job 

insecurity occurs within an organisational setting, and it occurs simultaneously for a large 

number of people within a particular culture. Researchers have begun to focus on how 

individuals cope collectively with job stress as a result of the inherent nature of the 



222 Job Change and Job Insecurity 

environment (e.g., Hobfoll, 2001; Länsisalmi, Peiró, & Kivimaki, 2000; Zhang, 2000). 

Researchers need to investigate how the organisation collectively manages job insecurity, 

the efficacy of the coping, the impact of the culture, and the consequences of this coping 

approach. Further investigation is needed regarding the individual’s coping strategies and 

how these are affected by the available external and internal resources of the individual. 

Finally, the positive aspect of job insecurity has received scant attention, particularly in 

relation to determining the point at which job insecurity is appraised as threatening and 

impairs employee functioning, rather than appraised as challenging or a positive experience 

thus, motivating the employee.   

There is a need for a plan to be developed outlining the best manner in which to 

implement organisational change for the well-being of employees and for the efficient 

functioning of the organisation. There is a similar need for rigorous evaluation of such an 

intervention. This plan may include: (a) techniques providing employees with greater 

perceived control over the implementation of the changes by asking for constructive 

comments about the changes and/or conducting focus groups, and (b) the use of a 

communication program (e.g., emails and newsletters) that continuously updates employees 

as to the status of the changes (Scheck & Kinicki, 2000). The practical implications of the 

findings by Jimmieson and Griffiths (2001) suggested that “strategies that provide accurate 

and timely information during times of organisational change are potentially more easily 

implemented than interventions designed to afford employees greater participation in what 

may actually be an uncontrollable situation” (p. 98). Thus, it may be more conducive to 

provide continuous updates of the changes, as suggested by Scheck and Kinicki, rather than 

attempting to provide employees with a sense of mastery over an environment that is 

potentially uncontrollable. Future research could investigate this proposal. Other features of 

the plan may include: (c) the ability to express emotion and obtain emotional support via 

discussion groups or online chat rooms with anonyminity assured, (d) increasing 

employees’ awareness of the benefit of the organisational restructuring for them (their 

goals, personal commitments and values) as well as the organisation, (e) offering 

information as to when and how to actively cope with the changes in the workplace, (f) 

identifying valued work characteristics and reducing the impact of the changes on these 

aspects, or aiding employees to positively re-evaluate their goals and the means of attaining 

them, and (g) developing their internal coping resources, such as their self-worth and 

optimism so that a positive life view prevails. These suggestions are consistent with those 
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in the job insecurity literature. Mauno and Kinnunen (1999) summarised some of the key 

suggestions well:  

The negative effects of job insecurity can be reduced, for example, by increasing an 

employee’s feelings of personal control and ambiguity tolerance (Armstrong-Stassen, 1994; 

Callan, 1993; Shaw & Bartett-Powel, 1997). Further, early informing, open communication 

in the workplace, sharing emotions, and fairness in relation to organisational changes are 

examples of effective coping at an organisational level (see Adams & Roebuck, 1997: 

Brockner et al., 1994; Kets de Vries & Balazs, 1997; Schweiger & Denisi, 1991). Both 

individual and organisational coping benefit family well-being since adequate coping in the 

workplace can prevent job insecurity spilling over into family life (p. 164).  
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Appendix  A 

Summary Tables of Factor Analyses Reported for Measures in Chapters 5 and 6 

 

Table A1 

Eigenvalues, Percentage of Variance Explained, Internal Consistency and Inter-factor 

Correlations for the Primary Appraisal Scale 

Correlations 
Factor Eigenvalue Variance 

Explained 1 2 
1. Motivational Congruence 1.56 39.07 -  
2. Motivational Relevance 1.36 33.97 .03 - 

 

 

Table A2 

Eigenvalues, Percentage of Variance Explained, Internal Consistency and Inter-factor 

Correlations for Secondary Appraisal Scale 

Correlations 
Factor Eigenvalue Variance 

Explained 1 2 3 
1. Self-coping potential 2.83 31.46  -   
2. Other blame 1.70 18.92 -.26 -  
3. Emotion focused coping  
    potential 

1.26 13.98 -.33 .00 - 

 

 

Table A3 

Eigenvalues, Percentage of Variance Explained, Internal Consistency and Inter-factor 

Correlations for the Measure of Emotion 

Correlations 
Factor Eigenvalue Variance 

Explained 1 2 3 
1. Positive Feelings 6.38 39.85   -   

2. Negative Feelings 3.07 19.17  -.32   -  

3. Angry Feelings 1.01 6.28  -.32  .67 - 
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Table A4 

Eigenvalues, Variance Explained, Internal Consistency and Inter-factor Correlations for 

Work Withdrawal and Behaviour Scale 

Correlations 
Factor Eigenvalue Variance 

Explained 1 2 3 4 5 
1. IOCB 7.86 23.83   -     

2. VOCB 3.00 9.09 -.10   -    

3. JW 2.32 7.01   .33 -.03  -   

4. WW 2.24 6.78   .42 -.02 .36  -  

5. NWB 1.47 4.47   .35   .10 .33 .31 - 

Note. IOCB = Involuntary Organisational Citizenship Behaviour, VOCB = Voluntary 

Organisational Citizenship Behaviour, JW = Job Withdrawal, WW = Work Withdrawal, 

and NB = Negative Work Behaviour. 
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Appendix  B  

Questionnaires Completed by Police Officers and Other Source Participants 

 

 
 

RESEARCH PROJECT: 

JOB CHANGE IN THE WORKPLACE 

 
 
 

SURVEY BOOKLET 
 
 

Here is the survey booklet that we would like you to fill in. Below are the 
instructions for completing it.  

 
• Do not spend too long on any one question 
• Be sure to answer ALL questions 
• Please circle only ONE response for each item 
• If you are not sure about your answer, choose a response that would be true for 

you most of the time 
• Please be as honest as possible 
• The questionnaire will take 30 minutes or less to complete 
 
 
 
Most of the questions can be answered by circling a response inside a box. For 
example,  
 

 
Statement 
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I am satisfied with my life 1 2 3 4 5 
 

 

You would circle response 4 if you agree with this statement 
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The first set of questions ask about aspects of your work environment. How worried are you about 
changes in these aspects of your job? 
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Changes in . . . . the way other people recognise the work you do 1 2 3 4 5 

Changes in . . . . the status you have within your organisation 1 2 3 4 5 

Changes in . . . . the prestige you have 1 2 3 4 5 

Changes in . . . . your status in your job 1 2 3 4 5 

Changes in . . . . how meaningful the work you do is 1 2 3 4 5 

Changes in . . . . the respect you get from others for the work you do 1 2 3 4 5 

Changes in . . . . the power that you have  1 2 3 4 5 

Changes in . . . . the opportunity to work in a team 1 2 3 4 5 

Changes in . . . . the opportunity to make new friends 1 2 3 4 5 

Changes in . . . . the opportunity to meet new people 1 2 3 4 5 

Changes in . . . . the opportunity to become involved in leisure activities with work colleagues 1 2 3 4 5 

Changes in . . . . the opportunity to be supported by others 1 2 3 4 5 

Changes in . . . . the opportunity to communicate with a wide range of people 1 2 3 4 5 

Changes in . . . . the opportunity to have meaningful interactions with workmates 1 2 3 4 5 

Changes in . . . . the capacity you have to influence your work conditions 1 2 3 4 5 

Changes in . . . . the capacity you have to be kept informed about what is happening at work 1 2 3 4 5 

Changes in . . . . the capacity you have to choose which tasks you work on 1 2 3 4 5 

Changes in . . . . the capacity you have to make decisions 1 2 3 4 5 

Changes in . . . . the control you have over when you start a project 1 2 3 4 5 

Changes in . . . . the autonomy you have to make decisions about the work you do 1 2 3 4 5 

Changes in . . . . the control you have to plan your day 1 2 3 4 5 

Changes in . . . . knowing where your job fits in 1 2 3 4 5 

Changes in . . . . being told what you do is valued 1 2 3 4 5 

Changes in . . . . knowing that you can ask for assistance if you need it 1 2 3 4 5 

Changes in . . . . being clear about what you have to do 1 2 3 4 5 

Changes in . . . . being clear about who you work with 1 2 3 4 5 

Changes in . . . . having a clear understanding of the way you have to work with others in your job 1 2 3 4 5 

Changes in . . . . the standard of performance you need to achieve 1 2 3 4 5 

Changes in . . . . keeping up with the level of expertise you need for your job 1 2 3 4 5 

Changes in . . . . the concentration you need to have in your job 1 2 3 4 5 

Changes in . . . . the demands placed on you in your job 1 2 3 4 5 

Changes in . . . . the level of expertise you are expected to have in your job 1 2 3 4 5 

Changes in . . . . the level of commitment you are required to have in your job 1 2 3 4 5 

Changes in . . . . the opportunity you have to learn new skills 1 2 3 4 5 

Changes in . . . . the opportunity you have to learn skills that will lead to advancement 1 2 3 4 5 
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The first set of questions ask about aspects of your work environment. How worried are you about 
changes in these aspects of your job? 
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Changes in . . . . the opportunity you have to learn new skills for personal development 1 2 3 4 5 

Changes in . . . . the opportunity you have to develop your current skills 1 2 3 4 5 

Changes in . . . . the opportunity to do what you are good at 1 2 3 4 5 

Changes in . . . . the opportunity you have to develop skills that will be useful to your  career 1 2 3 4 5 

Changes in . . . . the number of interesting things you get to do in your job 1 2 3 4 5 

Changes in . . . . the opportunity you get to move around in your job 1 2 3 4 5 

Changes in . . . . the number of activities you do in your job 1 2 3 4 5 

Changes in . . . . the variety you have in your job 1 2 3 4 5 

Changes in . . . . the opportunity you get to do new things in your job 1 2 3 4 5 

Changes in . . . . the range of responsibilities you currently have in your job 1 2 3 4 5 

Changes in . . . . the variety of tasks you get to do in your job 1 2 3 4 5 

Changes in . . . . the level of pay you get 1 2 3 4 5 

Changes in . . . . the capacity to plan ahead based on what your income gives you 1 2 3 4 5 

Changes in . . . . the money to live a comfortable lifestyle 1 2 3 4 5 

Changes in . . . . the ability to meet your financial responsibilities 1 2 3 4 5 

Changes in . . . . the money you get relative to your skills and training 1 2 3 4 5 

Changes in . . . . the income you get relative to your contribution 1 2 3 4 5 

Changes in . . . . the money you can save from your income 1 2 3 4 5 

Changes in . . . . the capacity to take time out when you get stressed 1 2 3 4 5 

Changes in . . . . the need not to work overly long hours 1 2 3 4 5 

Changes in . . . . the need not to worry about work when you are at home 1 2 3 4 5 

Changes in . . . . the capacity to work without pressure 1 2 3 4 5 

Changes in . . . . how physically safe you feel in your job 1 2 3 4 5 

Changes in . . . . the general work conditions you have 1 2 3 4 5 

Changes in . . . . the amount of support your supervisor gives you 1 2 3 4 5 

Changes in . . . . how well your supervisor treats your workmates 1 2 3 4 5 

Changes in . . . . how well your supervisor supports you 1 2 3 4 5 

Changes in . . . . the trust you have in your supervisor 1 2 3 4 5 

Changes in . . . . how well your supervisor/s are managing the work 1 2 3 4 5 

Changes in . . . . the opportunity you have to get advice from your supervisor 1 2 3 4 5 

Changes in . . . . the respect you have for your supervisor 1 2 3 4 5 
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The next set of questions ask about you and your attitudes to life in general. 
Please circle the response that best applies to you. 
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In uncertain times I usually expect the best 1 2 3 4 5 
If something can go wrong for me, it will 1 2 3 4 5 
I’m always optimistic about my future 1 2 3 4 5 
I hardly ever expect things to go my way 1 2 3 4 5 
I rarely count on good things happening to me 1 2 3 4 5 
Overall, I expect more good things to happen to me than bad 1 2 3 4 5 
I try to think good thoughts no matter how badly I feel 1 2 3 4 5 
People would be better off if they felt less and thought more 1 2 3 4 5 
I don’t think it is worth paying attention to your emotions or moods 1 2 3 4 5 
I don’t usually care much about what I’m feeling 1 2 3 4 5 
Sometimes I can’t tell what my feelings are 1 2 3 4 5 
I am rarely confused about how I feel 1 2 3 4 5 
Feelings give direction to life 1 2 3 4 5 
Although I am sometimes sad, I have a mostly optimistic outlook 1 2 3 4 5 
When I am upset I realise the “good things in life” are illusions 1 2 3 4 5 
I believe in acting from the heart 1 2 3 4 5 
I can never tell how I feel 1 2 3 4 5 
The best way for me to handle my feelings is to experience them to the fullest 1 2 3 4 5 
When I become upset I remind myself of all the pleasures in life 1 2 3 4 5 
My beliefs and opinions always seem to change depending on how I feel 1 2 3 4 5 
I am often aware of my feelings on a matter 1 2 3 4 5 
I am usually confused about how I feel 1 2 3 4 5 
One should never be guided by emotions 1 2 3 4 5 
I never give in to my emotions 1 2 3 4 5 
Although I am sometimes happy, I have a mostly pessimistic outlook 1 2 3 4 5 
I feel at ease about my emotions 1 2 3 4 5 
I pay a lot of attention to how I feel 1 2 3 4 5 
I can’t make sense out of my feelings 1 2 3 4 5 
I don’t pay much attention to my feelings 1 2 3 4 5 
I often think about my feelings 1 2 3 4 5 
I am usually very clear about my feelings 1 2 3 4 5 
No matter how badly I feel, I try to think about pleasant things 1 2 3 4 5 
Feelings are a weakness humans have 1 2 3 4 5 
I usually know my feelings about a matter 1 2 3 4 5 
It is usually a waste of time to think about your emotions 1 2 3 4 5 
I almost always know exactly how I am feeling 1 2 3 4 5 
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These questions ask about changes that are currently occurring to your job.  
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To what extent do you consider YOURSELF to be accountable for the changes that are 
occurring in your job? 

1 2 3 4 5 

To what extent are there negative aspects to the changes that are occurring in your job – 
things that you don’t want, or are displeased about? 

1 2 3 4 5 

To what extent are there positive aspects to the changes that are occurring in your job – 
things that you do want, or are pleased about? 

1 2 3 4 5 

To what extent do you consider YOURSELF to be responsible for the changes that are 
occurring in your job? 

1 2 3 4 5 

To what extent do you consider SOMEONE OR SOMETHING ELSE to be accountable for 
the changes that are occurring in your job? 

1 2 3 4 5 

To what extent do you consider SOMEONE OR SOMETHING ELSE to be responsible for 
the changes that are occurring in your job? 

1 2 3 4 5 

How likely are the changes occurring in your job to turn out the way you want them to? 1 2 3 4 5 
How consistent are the changes that are occurring in your job with what you want to happen? 1 2 3 4 5 
How much do you care about the changes that are occurring in your job? 1 2 3 4 5 
How certain are you that you would be able to do something to make the changes occurring 
in your job turn out the way you want them to? 

1 2 3 4 5 

How certain are you that you would be able to deal emotionally with the changes occurring 
in your job, however they turn out? 

1 2 3 4 5 

How much do you expect your job situation to change in the future? 1 2 3 4 5 
To what extent do you think that you can do something to make things better? 1 2 3 4 5 
To what extent do you think that you are able to accept things and adjust to the changes 
that are occurring in your job no matter how they turned out? 

1 2 3 4 5 

How relevant are the changes that are occurring in your job in relation to friends and 
interpersonal relationships? 

1 2 3 4 5 

How relevant are the changes that are occurring in your job in relation to achievement and 
success? 

1 2 3 4 5 

How important to you are the changes that are occurring in your job?   1 2 3 4 5 
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Here are a few questions about your thoughts and feelings. Please indicate what you think 
and feel about any current changes occurring in your job: 
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I’ve been dealt with shabbily - I’ve been cheated or wronged - someone else is to blame for this bad 
situation - I’ve been mistreated 

1 2 3 4 5 

Things turned out great - I’ve gotten what I wanted in this situation - things have gone wonderfully 
well in this situation 

1 2 3 4 5 

I don’t know whether I can handle what is happening - I feel threatened - I’m in trouble, and might not 
be able to deal with it 

1 2 3 4 5 

I don’t know why things are going so badly - I don’t understand why things are not better - this isn’t 
the way things should be 

1 2 3 4 5 

Someone else has been very helpful to me in this situation - I’ve been treated very well in this 
situation - someone else deserves a lot of credit for this good situation 

1 2 3 4 5 

This situation is totally irrelevant to my concerns - I don’t care about what is happening here - what’s 
happening here is unimportant 

1 2 3 4 5 

This situation is hopeless - I don’t see anything I can do to improve this bad situation - I feel helpless 
- I might as well give up 

1 2 3 4 5 

A burden has been lifted from my mind - a threat or harm has been removed from this  situation - 
things are working out after all 

1 2 3 4 5 

I feel that things are going to be fine in this situation - somehow things might work out in this situation 
- in the end, there’s a chance that everything will be OK 

1 2 3 4 5 

This situation is not what I expected it to be - I never would have guessed that this would happen - 
what is happening here could not be predicted 

1 2 3 4 5 

I can handle this difficult task - with some effort, I can make things better in this situation - if I try hard 
enough, I can get what I want in this situation 

1 2 3 4 5 

I am to blame for this bad situation - things are bad because of me - I have done something bad 1 2 3 4 5 
There is nothing I need to be doing right now - everything is fine for now - for the moment, there is 
nothing I need to be concerned about 

1 2 3 4 5 

Something relevant to me is happening in this situation - the situation touches upon things that I care 
about - there are things that are important to me going on here 

1 2 3 4 5 

I’m very pleased with what I’ve accomplished here - things have turned out great because of me - I 
deserve a lot of credit for what I’ve done 

1 2 3 4 5 

I should have done something differently in this situation - I wish I hadn’t done what I’ve done - I wish 
I could go back now and do things differently 

1 2 3 4 5 
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Please indicate how you are feeling about the current changes occurring in your 
job: 
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                         Surprised/ Amazed/ Astonished  1 2 3 4 5 
                         Guilty/ Remorseful/ Ashamed 1 2 3 4 5 
                         Defeated/ Resigned/ Beaten 1 2 3 4 5 
                         Tranquil/ Calm/ Serene 1 2 3 4 5 
                         Frustrated / Thwarted / Exasperated 1 2 3 4 5 
                         Angry / Annoyed / Resentful 1 2 3 4 5 
                         Eager / Determined / Challenged 1 2 3 4 5 
                         Regretful / Dissatisfied / Disappointed in myself 1 2 3 4 5 
                         Sad / Downhearted / Blue 1 2 3 4 5 
                         Grateful / Appreciative / Thankful 1 2 3 4 5 
                         Interested / Involved / Intrigued 1 2 3 4 5 
                         Relieved 1 2 3 4 5 
                         Bored / Indifferent / Apathetic 1 2 3 4 5 
                         Nervous / Anxious / Tense 1 2 3 4 5 
                         Hopeful / Optimistic 1 2 3 4 5 
                         Proud / Pleased / Triumphant 1 2 3 4 5 
                         Afraid / Frightened / Scared 1 2 3 4 5 
                         Joyful / Happy / Light-hearted 1 2 3 4 5 
 
 
How often do you use the following methods to deal with the changes occurring in 
your job?  
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I . . . take additional action to try to get rid of the problem 1 2 3 4 5 
I . . . concentrate my efforts on doing something about it 1 2 3 4 5 
I . . . do what has to be done, one step at a time 1 2 3 4 5 
I . . . take direct action to get around the problem 1 2 3 4 5 
I . . . try to come up with a strategy about what to do 1 2 3 4 5 
I . . . make a plan of action 1 2 3 4 5 
I . . . think hard about what steps to take 1 2 3 4 5 
I . . . think about how I might best handle the problem 1 2 3 4 5 
I . . . put aside other activities in order to concentrate on this 1 2 3 4 5 
I . . . focus on dealing with this problem, and if necessary let other things slide a little 1 2 3 4 5 
I . . . keep myself from getting distracted by other thoughts or activities 1 2 3 4 5 
I . . . try hard to prevent other things from interfering with my efforts at dealing with this 1 2 3 4 5 
I . . . force myself to wait for the right time to do something 1 2 3 4 5 
I . . . hold off on doing anything about it until the situation permits 1 2 3 4 5 
I . . . make sure not to make matters worse by acting too soon 1 2 3 4 5 
I . . . restrain from doing anything too quickly 1 2 3 4 5 
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How often do you use the following methods to deal with the changes occurring in 
your job?  
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I . . . ask people who have had similar experiences what they did 1 2 3 4 5 
I . . . try to get advice from someone about what to do 1 2 3 4 5 
I . . . talk to someone to find out more about the situation 1 2 3 4 5 
I . . . talk to someone who could do something concrete about the problem 1 2 3 4 5 
I . . . talk to someone about how I feel 1 2 3 4 5 
I . . . try to get emotional support from friends or relatives 1 2 3 4 5 
I . . . discuss my feelings with someone 1 2 3 4 5 
I . . . get sympathy and understanding from someone 1 2 3 4 5 
I . . . look for something good in what is happening 1 2 3 4 5 
I . . . try to see it in a different light, to make it seem more positive 1 2 3 4 5 
I . . . learn something from the experience  1 2 3 4 5 
I . . . try to grow as a person as a result of the experience 1 2 3 4 5 
I . . . learn to live with it 1 2 3 4 5 
I . . . accept that this has happened and that it can’t be changed 1 2 3 4 5 
I . . . get used to the idea that it happened 1 2 3 4 5 
I . . . accept the reality of the fact that it happened 1 2 3 4 5 
I . . . seek God’s help 1 2 3 4 5 
I . . . put my trust in God 1 2 3 4 5 
I . . . try to find comfort in my religion 1 2 3 4 5 
I . . . pray more than usual 1 2 3 4 5 
I . . . get upset and let my emotions out 1 2 3 4 5 
I . . . let my feelings out 1 2 3 4 5 
I . . . feel a lot of emotional distress and find myself expressing those a lot 1 2 3 4 5 
I . . . get upset, and I am really aware of it 1 2 3 4 5 
I . . . refuse to believe that it has happened 1 2 3 4 5 
I . . . pretend that it hasn’t really happened 1 2 3 4 5 
I . . . act as though it hasn’t even happened 1 2 3 4 5 
I . . . say to myself “this isn’t real” 1 2 3 4 5 
I . . . give up the attempt to get what I want 1 2 3 4 5 
I . . . just give up trying to reach my goal 1 2 3 4 5 
I . . . admit to myself that I can’t deal with it, and will quit trying 1 2 3 4 5 
I . . . reduce the amount of effort I’m putting in to solving the problem 1 2 3 4 5 
I . . . turn to work or other substitute activities to take my mind off things 1 2 3 4 5 
I . . . go to the movies or watch TV, to think about it less 1 2 3 4 5 
I . . . daydream about things other than this 1 2 3 4 5 
I . . . sleep more than usual 1 2 3 4 5 
I . . . drink alcohol or take drugs, in order to think about it less 1 2 3 4 5 
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Please indicate how you have been feeling generally over the past month or 
two. 
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                                     Interested 1 2 3 4 5 
                                     Distressed 1 2 3 4 5 
                                     Excited 1 2 3 4 5 
                                     Upset 1 2 3 4 5 
                                     Strong 1 2 3 4 5 
                                     Guilty 1 2 3 4 5 
                                     Scared 1 2 3 4 5 
                                     Hostile 1 2 3 4 5 
                                     Enthusiastic 1 2 3 4 5 
                                     Proud 1 2 3 4 5 
                                     Irritable 1 2 3 4 5 
                                     Alert 1 2 3 4 5 
                                     Ashamed 1 2 3 4 5 
                                     Inspired 1 2 3 4 5 
                                     Nervous 1 2 3 4 5 
                                     Determined 1 2 3 4 5 
                                     Attentive 1 2 3 4 5 
                                     Jittery 1 2 3 4 5 
                                     Active 1 2 3 4 5 
                                     Afraid 1 2 3 4 5 
 

These questions ask how you have been lately (over the past week or two). 
HAVE YOU RECENTLY . . . . 

Been able to concentrate on whatever you’ve been doing? Better than 
usual 

1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
Lost much sleep over money? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
Felt that you are playing a useful part in things? More so than 

usual 
1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
Felt capable of making decisions about things? More so than 

usual 
1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
Felt constantly under strain? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
Felt you couldn’t overcome your difficulties? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
Been able to enjoy your normal day-to-day activities? More so than 

usual 
1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
Been able to face up to your problems? More so than 

usual 
1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
Been feeling unhappy or depressed? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
Been losing confidence in yourself? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
Been thinking of yourself as a worthless person? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
Been feeling reasonably happy, all things considered? More so than 

usual 
1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
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These questions ask about your life in general. 
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                      In most ways my life is close to my ideal 1 2 3 4 5 
                      The conditions of my life are excellent 1 2 3 4 5 
                      I am satisfied with my life 1 2 3 4 5 
                      So far I have gotten the important things I want in life 1 2 3 4 5 
                      If I could live my life over, I would change almost nothing 1 2 3 4 5 
 
 
 
These questions ask about your physical health. Please circle how frequently 
you have experienced each of the symptoms over the past month. 
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                           Shortness of breath or trouble breathing 1 2 3 4 5 

                           Chest tightness, pressure or pain 1 2 3 4 5 

                           Racing or pounding heart 1 2 3 4 5 

                           Frequent colds or sore throats 1 2 3 4 5 

                           Persistent cough 1 2 3 4 5 

                           Cramps or pain in the hands, wrists, arms, back or legs 1 2 3 4 5 

                           Eye strain or eye irritation 1 2 3 4 5 

                           Ringing in ears 1 2 3 4 5 

                           Difficulty hearing 1 2 3 4 5 

                           Skin irritation 1 2 3 4 5 

                           Frequent headaches 1 2 3 4 5 

                           Sleeplessness, trouble falling asleep, waking during the night, or   
                           waking earlier than usual 

1 2 3 4 5 

                           Nausea 1 2 3 4 5 
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These questions ask about your work behaviour. Please indicate how frequently you 
have engaged in each of the following behaviours over the past month. . . . .  
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                 Helped co-workers or supervisor 1 2 3 4 5 
                 Talked badly about supervisor or co-workers 1 2 3 4 5 
                 Thought about leaving the organisation 1 2 3 4 5 
                 Covered for people who are absent 1 2 3 4 5 
                 Volunteered to do something that wasn’t part of the job 1 2 3 4 5 
                 Volunteered to orient or train others 1 2 3 4 5 
                 Assisted people with heavy work loads 1 2 3 4 5 
                 Suggested improvements in the functioning of my organisational unit 1 2 3 4 5 
                 Made excuses to go somewhere to avoid a work task 1 2 3 4 5 
                 Complied with orders and regulations  1 2 3 4 5 
                 Attempted to meet deadlines 1 2 3 4 5 
                 Displayed loyalty to the organisation 1 2 3 4 5 
                 Attempted to be punctual 1 2 3 4 5 
                 Complied with organisational values and policies 1 2 3 4 5 
                 Did things a “good” employee would do 1 2 3 4 5 
                 Displayed respect for authority 1 2 3 4 5 
                 Followed informal rules designed to maintain order 1 2 3 4 5 
                 Made an excuse to miss a meeting 1 2 3 4 5 
                 Tried to find another job 1 2 3 4 5 
                 Did not provide someone at work with required information 1 2 3 4 5 
                 Purposely damaged equipment or work process 1 2 3 4 5 
                 Ignored a supervisor’s instructions 1 2 3 4 5 
                 Got into an argument at work 1 2 3 4 5 
                 Made plans to leave the organisation 1 2 3 4 5 
                 Attempted to pass on my own work to others 1 2 3 4 5 
                 Talked to people about another job 1 2 3 4 5 
                 Took an extra break 1 2 3 4 5 
                 Did not work to the best of my ability 1 2 3 4 5 
                 Helped others by pointing out errors or omissions 1 2 3 4 5 
                 Worked slower than necessary 1 2 3 4 5 
                 Took an extended coffee or lunch break 1 2 3 4 5 
                 Wasted time 1 2 3 4 5 
                 Spent time on personal tasks 1 2 3 4 5 
                 Attempted to improve morale in organisational unit 1 2 3 4 5 
                 Pretended to be busy 1 2 3 4 5 
                 Spent time in idle conversation with co-workers 1 2 3 4 5 
                 Shared personal resources with others 1 2 3 4 5 
                 Used office supplies without permission 1 2 3 4 5 
                 Refused to talk to a co-worker for a period of time 1 2 3 4 5 
                 Made plans to change jobs within the police service 1 2 3 4 5 
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Please circle the response that best applies to you. 
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                   There is really no way I can solve some of the problems I have 1 2 3 4 
                   Sometimes I feel that I am being pushed around in life 1 2 3 4 
                    I have little control over the things that happen to me 1 2 3 4 
                    I can do just about anything I really set my mind to 1 2 3 4 
                    I often feel helpless in dealing with the problems of life 1 2 3 4 
                   What happens to me in the future mostly depends on me 1 2 3 4 
                   There is little I can do to change many of the important things in my life 1 2 3 4 
                    I am satisfied with my present job 1 2 3 4 
 
How often are these statements true for you? 
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          I can always manage to solve difficult problems if I try hard enough 1 2 3 4 5 
          If someone opposes me, I can find means and ways to get what I want 1 2 3 4 5 
          It is easy for me to stick to my aims and accomplish my goals 1 2 3 4 5 
          I am confident that I could deal efficiently with unexpected events 1 2 3 4 5 
          Thanks to my resourcefulness, I know how to handle unforeseen situations 1 2 3 4 5 
          I can solve most problems if I invest the necessary effort 1 2 3 4 5 
          I can remain calm when facing difficulties because I can rely on my coping abilities 1 2 3 4 5 
          When I am confronted with a problem, I can usually find several solutions 1 2 3 4 5 
          If I am in trouble, I can usually think of something to do 1 2 3 4 5 
          No matter what comes my way, I’m usually able to handle it 1 2 3 4 5 
          I am afraid I will get fired 1 2 3 4 5 
          I worry about losing my job 1 2 3 4 5 
          I fear I will lose my job 1 2 3 4 5 
          I think I might get fired in the near future 1 2 3 4 5 
          I am sure I can keep my job 1 2 3 4 5 
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These few final questions are about you! 

Gender:  Female  Male 
Age: _________ years  __________ months 
Are you in a satisfactory personal relationship 
with, for example, a partner or spouse?  Yes  No 

What is the highest level of formal education that 
you achieved? 
 

 Year 10 
 Year 10 and TAFE 
 Year 11 or 12 
 Year 11 or 12 and TAFE 
 Tertiary/University 
 Other   (please state) 

_______________________________________ 
How long have you worked for the police service? __________ years 
What is your rank in the police service?  
Which section do you work in?  
How long have you worked in your current 
section? __________ years 

Have you recently (within the past month) been 
transferred to a new location or section?  Yes  No 

Did you make the decision to be transferred to the 
new location or section?  Yes  No 

If you have been transferred to a new location or 
section, to what extent are you satisfied with the 
position? 

 Very dissatisfied  
 Dissatisfied 
 Somewhat satisfied 
 Satisfied 
 Very satisfied 

Approximately how many days over the past 6 
months have you been absent from your job due to 
illness? 

__________  days 

Approximately how many days over the past 6 
months have you been absent from your job due to 
a “sickie”? 

__________  days 

 
 
 

 
Thank you for completing the survey and participating in this research project. Please spend a few 

seconds looking back over the questionnaire to make sure that you did not miss any questions. 
Your participation is greatly appreciated.  

 
 

The preliminary findings from this project will be sent to you in about 3 months time, keep an eye out 
for the results in your mail. 
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RESEARCH PROJECT: 
JOB CHANGE IN THE NSW POLICE SERVICE 

 
 
 

MINI-SURVEY FOR FRIEND, COLLEAGUE, SPOUSE OR PARTNER 
 
 
 

Attached is a small survey that we ask you to give to someone who knows you fairly well, 
especially in relation to how you are feeling about work. For many people, this person will be a 
spouse, partner, work colleague or a close friend. 
 

We are seeking these comments to gain an “outsider’s” perspective on how the job changes 
might be affecting you. 
 

You will notice that there is a “Participant Code Number” on the survey you complete, and 
one on this mini-survey. This will allow us to “match up” the two surveys for statistical analysis when 
they are both returned. 
 
Directions 
 

Please pass this survey on to a friend, colleague, spouse or partner, and ask them to 
complete it and return it in the attached pre-paid envelope. Please let the friend, colleague, spouse or 
partner respond with their own views to the questions, rather than you helping them to answer them. 
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JOB CHANGE IN THE WORKPLACE 

 
Research investigators and Contact Details:  
 

Assoc. Professor Peter Creed    Dee Bartrum 
 School of Applied Psychology       School of Applied Psychology 

Griffith University         Griffith University 
 PMB 50, GCMC 9726        PMB 50, GCMC 9726 

Email:  p.creed@mailbox.gu.edu.au     d.bartrum@mailbox.gu.edu.au 
 Telephone: (07) 5552 8810    (07) 5552 8810 
 
Dear friend, colleague, spouse or partner of a NSW police officer, 
 

This survey is part of a large project investigating the impact of job changes in the NSW Police Service 
and the effect of these changes on police officers. 
 

We would like you to participate in this project by completing the attached mini-survey that asks you questions 
about the police officer who gave it to you. You can return the survey to the project investigators in the attached pre-paid 
envelope. 
 

The project is being conducted by Griffith University, and is not sponsored by the NSW Police Service. The 
NSW Police Service has been generous in allowing Griffith University to contact the police officer who gave this to you. 
 

If you agree to participate in this project, please sign the Informed Consent statement below, complete the 
survey on the next page, and return both in the envelope attached. 
 
 
Informed Consent 

I have read the information provided, and understand that the project will be carried out in the manner 
described. I agree to participate in the JOB CHANGE IN THE WORKPLACE project. I realise that whether I decide to 
participate or not is my decision and will not affect me or the police officer who gave me this survey. I also know that I can 
withdraw from the project at any time without providing a reason or experiencing any penalties or disadvantages. 
 
Signature: ……………………………………………  ………………………………..  
                Participant              Date 
 
Signature:  ……………………………………………  ………………………………..  
   Project Investigator              Date 

 
Complaints Mechanism 
 The University requires that all participants be informed that if they have any complaints concerning the manner 
in which a research project is conducted it may be given to the researchers listed, or, if an independent person is 
preferred, 
 
The University’s Research Ethics Officer,           The Pro Vice-Chancellor (Administration), 
Office for Research,                                           Bray Centre, Griffith University 
Bray Centre, Griffith University,             OR     Kessels Road, Nathan QLD 4111 
Kessels Road, Nathan, QLD, 4111                    Telephone: (07) 3875 7343 
Telephone: (07) 3875 6618 
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Participant Code 
 

 
Instructions: These questions ask for your observations of the NSW police officer who gave you this 
survey. We ask that you do not discuss your responses with the person. Instead, respond by drawing 
on your normal, everyday observations of, and conversations with, this person. Answer the questions 
in relation to his or her behaviour over the past week or two. 
 
 
 
 

These questions ask about the officer’s life in general and feelings toward their job.  

 
After reading each statement, please circle the response that you have 
observed to be most true for the police officer . . 
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  In most ways the officer’s life is close to their ideal 1 2 3 4 5 
  The conditions of his/her life are excellent 1 2 3 4 5 
  The officer is satisfied with his/her life 1 2 3 4 5 
  So far the officer has gotten the important things he/she wanted in life 1 2 3 4 5 
  If the officer could live his/her life over, he/she would change almost nothing 1 2 3 4 5 
  The officer is afraid he/she will get fired 1 2 3 4 5 
  The officer worries about losing their job 1 2 3 4 5 
  The officer fears he/she will lose their job 1 2 3 4 5 
  The officer thinks he/she might get fired in the near future 1 2 3 4 5 
  The officer is sure he/she can keep their job 1 2 3 4 5 
 
 
 
 

These questions ask about the police officer’s health. 

 
After reading each statement, please circle how frequently you have observed the 
police officer to have suffered from or complained about each of the following 
symptoms. 
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    Shortness of breath or trouble breathing 1 2 3 4 5 
    Chest tightness, pressure or pain 1 2 3 4 5 
    Racing or pounding heart 1 2 3 4 5 
    Frequent colds or sore throats 1 2 3 4 5 
    Persistent cough 1 2 3 4 5 
    Cramps or pain in the hands, wrists, arms, back or legs 1 2 3 4 5 
    Eye strain or eye irritation 1 2 3 4 5 
    Ringing in ears 1 2 3 4 5 
    Difficulty hearing 1 2 3 4 5 
    Skin irritation 1 2 3 4 5 
    Frequent headaches 1 2 3 4 5 
    Sleeplessness, trouble falling asleep, waking during the night, or waking earlier than  usual 1 2 3 4 5 
    Nausea 1 2 3 4 5 
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These questions ask about how the officer has been over the past week or two. After reading each 
statement, please circle the response that you have observed to be most true for the police officer. 
Please remember to rely on your observations and conversations with the police officer over the 
past week or two. 

HAS THE OFFICER RECENTLY (over the past week or two) . . . 

      Been able to concentrate on whatever they are doing Better than 
usual 

1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
      Lost much sleep over worry? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
      Felt that they were playing a useful part in things? More so than 

usual 
1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
      Felt capable of making decisions about things? More so than 

usual 
1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
      Felt constantly under strain? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
      Felt they couldn’t overcome their difficulties? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
      Been able to enjoy their normal day-to-day activities More so than 

usual 
1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
      Been able to face up to problems? More so than 

usual 
1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 
      Been feeling unhappy or depressed? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
      Been losing confidence in themselves? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
      Been thinking of themselves as a worthless person? Not at all 

1 
No more than 

usual 
2 

Rather more 
than usual 

3 

Much more 
than usual 

4 
      Been feeling reasonably happy, all things considered? More so than 

usual 
1 

Same as 
usual 

2 

Less than 
usual 

3 

Much less 
than usual 

4 

 
What is your gender?        Male                   Female     
 
Finally, could you please indicate what your relationship is to the person you have just been rating (circle one number): 
     Wife/husband/partner  . . . 1 
     Work colleague           . . .  2 
     Other relationship        . . . 3 _________________________ 
                   (please specify) 
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Appendix  C  

Information Sheet, Informed Consent Form and Reminder Letters for Police Officers 

RESEARCH PROJECT:  JOB CHANGE IN THE NSW POLICE SERVICE 
 
Dear NSW Police Officer, 
 

This is a six-month project that will investigate the impact of job changes in the NSW Police Service. The project 
seeks to determine the perceptions of job changes that are occurring, how the changes are affecting police officers, and 
how police officers are managing these changes. 

 
The issue of job change in the workplace is an important one. The information gained from this project will assist 

organisations like the NSW Police Service to better manage and implement change processes in the workplace. 
 
We would like you to participate in this research program. This would involve you: 
 
(a) completing the attached survey booklet (please return in the replied paid envelope provided)  
(b) asking a friend, colleague, spouse or partner to complete the enclosed mini-survey  

 (c)   completing a second smaller survey in 4-5 months time 
 

In return for your participation, we will undertake to : 
 
(a) send you informative updates on the outcomes of the project after each of the two surveys.  This will 

provide you with information on the collective perceptions of change within the NSW Police Service, how 
the changes are affecting serving Police Officers, and how the officers are managing the changes 

(b) We also have a small amount of money to offer as a reward for participating in the research project. When 
you have completed each survey form at the two times, we invite you to place your name in a draw for the 
chance to win a $250 gift voucher at the store of your choice. 

 
This is a Griffith University, QLD, research project, and is not sponsored by the NSW Police Service. The NSW 

Police Service has been generous in allowing Griffith University to contact officers like yourself. This means that your 
individual responses will not be available to anyone outside of the research team. Feedback will be provided to the NSW 
Police Service in a similar format to that provided to you. Your confidentiality and anonymity are assured. The research 
project has been approved by the NSW Police Service in accordance with the NSW Police Service Research Policy and 
Protocols. Confidentiality is also protected by a legal contract between the Researchers from Griffith University and the 
NSW Police Service. For any further information concerning the confidentiality of this project please contact Julie Steward 
on extension number (02) 9339 5467 or Associate Professor Peter Creed at Griffith University on (07) 5552 8810. 

 
If you agree to participate in the project, please read and sign the attached consent form, complete the enclosed 

survey booklet, and ask a friend, colleague, spouse or partner to complete the enclosed mini- survey. Please retain these 
pages for your own information. You can return the signed consent form and completed survey booklet in the large pre-
paid envelope supplied. Your friend, spouse or partner can return their mini-survey in the small pre-paid envelope 
supplied. Please complete and return your questionnaire booklet as soon as possible, even if you have not yet asked 
another person to complete the mini-survey. 

 
Yours sincerely, 
 
   __________________                             _____________________      and       ___________________                
             Dee Bartrum   Associate Professor Peter Creed                Graham Bradley 
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RESEARCH PROJECT: 

JOB CHANGE IN THE NSW POLICE SERVICE 
 
Research investigators and Contact Details:  
 

Assoc. Professor Peter Creed, Dee Bartrum and Graham Bradley 
 School of Applied Psychology 

Griffith University 
 PMB 50, GCMC 9726 

Project telephone number: (07) 5552 8892 
Project fax number: (07) 5552 8291 
Project email address:  d.bartrum@mailbox.gu.edu.au 

 
Informed Consent 
 

This project will investigate the impact of job changes in the NSW Police Service. It seeks to determine the 
perceptions of job changes that are occurring, how the changes are affecting police officers, and how officers are 
managing these changes. 

 
The project involves you completing a survey booklet at two times approximately 4-5 months apart, and at the 

same time asking a friend, colleague, spouse or partner to complete a mini-survey.  
  

In return, you can expect to receive updates on the project that will provide you with information on the general 
perceptions of change within the NSW Police Service, how the changes are affecting serving officers, and how the 
officers are managing the changes. 
  You can also nominate to have your name included in a draw for $250 upon completion of the first survey and the 
chance to win another $250 upon completion of the second survey. 
 
Informed Consent Statement 
 

I have read the information provided, and understand that the project will be carried out in the manner 
described. I agree to participate in the JOB CHANGE IN THE NSW POLICE SERVICE project. I realise that whether I 
decide to participate or not is my decision and will not affect me at work. I also know that I can withdraw from the project 
at any time without providing a reason or experiencing any penalties or disadvantages.  
 
Signature: ……………………………………………  ………………………………..  
                Participant              Date 
 
 
Signature:  ……………………………………………  ………………………………..  
   Project Investigators             Date 
 
 
Complaints Mechanism 
The University requires that all participants be informed that if they have any complaints concerning the manner in which 
a research project is conducted the complaints may be given to the researchers listed, or, if an independent person is 
preferred, please contact: 
 
The University’s Research Ethics Officer,           The Pro Vice-Chancellor (Administration), 
Office for Research,                                           Bray Centre, Griffith University 
Bray Centre, Griffith University,             OR     Kessels Road, Nathan QLD 4111 
Kessels Road, Nathan, QLD, 4111                    Telephone: (07) 3875 7343 
Telephone: (07) 3875 6618 
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RESEARCH PROJECT: 

JOB CHANGE IN THE NSW POLICE SERVICE 
 
Research Investigators and Contact Details:  
 

Dee Bartrum, Assoc. Professor Peter Creed, and Graham Bradley  
School of Applied Psychology 
Griffith University 
PMB 50, GCMC 9726 
Project telephone number: (07) 5552 8892 
Project fax number: (07) 5552 8291 
Project email address: d.bartrum@mailbox.gu.edu.au 

 
Dear NSW Police Officer, 
 

THANK YOU FOR COMPLETING AND RETURNING 
THE JOB CHANGE SURVEY 

 
 In the next two weeks, we will include your name in a draw for the $250 gift voucher as a thank you for 
participating in the research project.  
 
 In the next two months, we will send you a newsletter that will outline the collective perceptions of Police 
Officers concerning job changes occurring in the NSW Police Service. This will be based on the surveys that have just 
been distributed.   
 

In about five months time, in March next year, we will send you a second survey, and one for you to give to a 
friend, spouse or partner to complete. When you return this survey we will include your name in a second draw for a $250 
gift voucher, and provide you with a second newsletter that will highlight changes that have occurred between the two 
surveys and how these changes have affected NSW Police Officers.  
 
 Your continued support for this project is greatly appreciated. 
 
Yours sincerely, 
 
 
 
________________________       _________________________      _____________________ 
Dee Bartrum      Associate Professor Peter Creed    Graham Bradley 
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RESEARCH PROJECT: 

JOB CHANGE IN THE NSW POLICE SERVICE 
 
Research investigators and Contact Details:  
 

Dee Bartrum, Assoc. Professor Peter Creed, and Graham Bradley     
School of Applied Psychology        
Griffith University         
PMB 50, GCMC 9726 
Project telephone number: (07) 5552 8892 
Project fax number: (07) 5552 8291 
Project email address: d.bartrum@mailbox.gu.edu.au 

 
 
Dear NSW Police Officer, 
 

WE VALUE YOUR SUPPORT AND HELP 
 
 About two weeks ago, we invited you to participate in a project that was examining the effects of job changes 
occurring in the NSW Police Service. Participation involved you completing a survey form, and giving a smaller survey 
form to a friend, spouse or partner to complete.  
 

In return we undertook to provide you with feedback on the project in the form of a newsletter outlining the initial 
results and undertook to place your name in a draw for a $250 gift voucher. 

 
We have not yet received your return survey, and are writing to encourage you to participate in the project. Your 

participation is important to ensure the project is a success.  
 
In case you have mislaid the original survey forms, we have included another set that you can use.  

 
We look forward to you participating in the research project.  

 
Yours sincerely, 
 
  ______________________         _________________________     ______________________ 
  Dee Bartrum                 Associate Professor Peter Creed    Graham Bradley 
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RESEARCH PROJECT: 

JOB CHANGE IN THE NSW POLICE SERVICE 
 
Research investigators and Contact Details:  
 

Dee Bartrum, Assoc. Professor Peter Creed, and Graham Bradley     
School of Applied Psychology        
Griffith University         
PMB 50, GCMC 9726 
Project telephone number: (07) 5552 8892 
Project fax number: (07) 5552 8291 
Project email address: d.bartrum@griffith.edu.au 

 
 
Dear NSW Police Officer, 

YOUR PARTICIPATION IS VERY IMPORTANT 
 
 About five months ago, we invited you to participate in a project that examined the effects of job changes 
occurring in the NSW Police Service. Participation involved you completing a survey form, and giving a smaller survey 
form to a friend, spouse or partner to complete. In return we have sent you a newsletter informing you of the findings from 
the survey.  
 

We are asking you to complete one final survey. In return we will send you a second newsletter updating you on 
the findings of the research project and we will enter your name in a draw to win a $250 gift voucher at the store of your 
choice.  

 
Your participation is important to ensure the project is a success.  
 
We look forward to you participating in the research project.  

 
Yours sincerely, 
 
 
  ______________________         _________________________     ______________________ 
  Dee Bartrum                 Associate Professor Peter Creed    Graham Bradley 
 

                                                                                                         
Note: 
If you are no longer working in the NSW Police Service please tick the box and return the questionnaire unanswered          

  no longer working in police service 



278 Job Change and Job Insecurity 

 
RESEARCH PROJECT: 

JOB CHANGE IN THE NSW POLICE SERVICE 
 
Research investigators and Contact Details:  
 

Dee Bartrum, Assoc. Professor Peter Creed, and Graham Bradley     
School of Applied Psychology        
Griffith University         
PMB 50, GCMC 9726 
Project telephone number: (07) 5552 8892 
Project fax number: (07) 5552 8291 
Project email address: d.bartrum@griffith.edu.au 

 
Dear NSW Police Officer, 

PLEASE COMPLETE AND RETURN SURVEY 
 
About three weeks ago, we invited you to participate in the final phase of this research project.  Participation involved you 
completing a survey form. We have not yet received your return survey, and are writing to encourage you to participate in 
the project.  
 
In case you have mislaid the original survey, we have included another one that you can use.  
 
We are asking you to please complete one final survey. In return we will send you a second newsletter updating you on 
the findings of the research project and we will enter your name in a draw to win a $250 gift voucher at the store of your 
choice.  
 
Your participation is important to ensure the project is a success.  
 
We look forward to you participating in the research project. If you have already completed the survey and sent it back – 
thank you.  
 
Yours sincerely, 
 
  ______________________         _________________________     ______________________ 
  Dee Bartrum                 Associate Professor Peter Creed    Graham Bradley 
 

                                                                                                         
Note: 
If you are no longer working in the NSW Police Service please tick the box and return the questionnaire unanswered          

  no longer working in police service 
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