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Abstract.
OBJECTIVE: This study aims to examine perceived job insecurity as an antecedent of adverse psychological well-being and
job outcomes (i.e., job satisfaction and organizational commitment), applying conservation of resources and organizational
support theories. The study also investigated the role of perceived supervisor support as a moderator in the study.
METHODS: Two-wave longitudinal data (n = 385) was collected with two months between Time 1 and Time 2. Data collected
from employees working in two MNCs in Pakistan. A conceptual framework was developed where the mediating role of
work stress on the job insecurity relationship is conditional to the values of job satisfaction and organizational commitment.
RESULTS: During analysis, a positive association was found between job insecurity and work stress. Further, job insecurity
led to work stress and it negatively led to job satisfaction and organizational commitment. Perceived supervisor support
moderated work stress and job satisfaction and organizational commitment. The moderated mediation results indicate that
supervisor support moderated the indirect effect of job insecurity on work outcomes.
CONCLUSION: This paper examines the relationship between job insecurity and employee work outcomes amidst COVID-
19. The findings have significant implications for employers and employees. Moreover, study findings expand our knowledge
of COR theory and Organizational support theory for MNCs employees in the COVID-19 pandemic.
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1. Introduction

COVID-19 pandemic has been triggered stress
of perceived job insecurity (JI) and anticipated job
loss among workers in various sectors of the econ-
omy [1, 2]. It is because of the impact of the
pandemic that caused significantly on the econ-
omy and workforce. Due to the pandemic situation
and its quick spread, world health organization sug-
gested distancing standard operating procedures, so
that virus transference speed slows down. The pan-
demic situation and the spread of the virus caused
many countries worldwide to close non-essential
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businesses and implement stay-at-home orders. Stud-
ies show that COVID-19 increased unemployment
and caused workers well-being and they have psy-
chological disorders [3–6]. Considering the adverse
consequences of the COVID-19 and unemployment,
impact on the employment situation and financial
stability originate from the roots of COVID-19 that
have significantly contributed to the increased rates
of stress and burnout.

Job insecurity is a stressful experience that pos-
itively relates to distress and adverse feelings [7].
It is often measured by asking employees to indi-
cate their perceived likelihood of losing their job [6].
Job insecurity is defined as the perception that the
future of one’s job is unstable or at risk [8]. The real
threat of job loss depends on the perception of the
worker going through the process. Although research
has revealed that subjective perceptions of JI are more
closely linked to employees’ work health and psycho-
logical outcomes [9–11]. A small extent of research
has analyzed possible psychological implications of
the job insecurity during pandemics. However, recent
studies have shown an increase in stress concern-
ing job insecurity because of pandemic [12]. For
instance, in the course of the severe acute respiratory
syndrome (SARS) breakout, it causes psychological
disorders, an increase in stress level and perceived job
among respondents [13]. Similarly, the COVID-19
significantly caused variations in employment across
the world, and workers experienced increased job
insecurity, which may be associated with lowered
well-being.

Job insecurity process is cyclical in nature. For
instance, a worker who perceives job insecurity re-
acts to it and changes his attitude and behaviour.
Findings of many studies significantly support that
due to COVID-19 people experienced more signif-
icant job concerns and were negatively related to
job attitude and well-being [14]. The behavioural
outcomes include lesser job satisfaction, lower
organizational commitment [15], lack of trust in
management, higher intentions to leave [5, 16, 17].
All the behavioural outcomes can impact organiza-
tional well-being and negatively affect organizational
characteristics, leading further to insecurity among
workers [4, 18, 19]. Hence, it is a cycle, and it can be
a vicious if it gets out of control.

Previous research shows that job insecurity causing
mental health, particularly during periods of crisis.
In this study, we aim to examine perceived job inse-
curity as an antecedent of adverse job outcomes i.e.
job satisfaction (JS) [20] and organizational commit-

ment (OC) [21] by using conservation of resources
theory (COR) and organizational support theory. We
analyze the role of supervisor support as a possible
coping mechanism. Based on the COR [22], we argue
that employees feel work stress when there is a threat
of resource loss (perceived job loss), which turn an
employee to recover from a resource loss. In brief,
we argue that job insecurity can lead to stress, affect-
ing employee job outcomes, while workers receiving
supervisor support [23] as a resource gain as an indi-
vidual characteristic makes them less sensitive to
perceived job insecurity.

Pandemic has adversely affected MNCs perfor-
mance and employment sector globally. In this regard
our study offers some possible contributions; first,
the present research contributes to the COR theory
and Organization support theory by providing further
insight into the relationship between job insecurity,
work stress (WS), the role of supervisor support
and work outcomes over time. COR theory explains,
the development of stress when there is a loss of
resources or threat of loss of resources in the form of
job insecurity in COVID-19. The pandemic situation
is threatening employees resources. It is a possible
contribution that adds to the COR theory. Organiza-
tional support theory provides a valuable lens to study
employees’ trade outcomes and work efforts to cope
with the threatening position in the same settings.
For this, we led a longitudinal survey (two-wave)
among employees employed in MNCs in Pakistan.
Secondly, we investigate the relationship between JI
and the role of supervisor support. Based on the lit-
erature review, the research to date has yet to test
the relationship among above factors over time, thus
contributing to the development of a more compre-
hensive understanding of job insecurity and employee
psychological well-being in COVID-19 times.

2. Literature review and hypotheses
development

COR theory argues that worker obtains resources
to sustain in the workplace [24]. It describes workers
make efforts to obtain, maintain, and protect their
resources to avoid stress in critical times such as
COVID-19 pandemic. As a stress theory, COVID-19
is a critical situation that causes anxiety and depres-
sion among people as it threatens their resources.
It provides a lens to study individual psychological
well-being and job outcomes in COVID-19 pan-
demic. The COR theory focuses on ‘stress’ level of an
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individual and it explains both loss and gain cycles.
It holds that both cycles are for individuals facing
stress and they stand against it in critical times. The
COR theory holds stress conceived is experienced in
three steps; first, when there is a threat of a loss of
resources, second, an actual net loss of resources and
third, a lack of gained resources next to the spending
of resources.

While organizational support assumes that sup-
portive leadership significantly reduces the perceived
uncertainties, it leads to crises among workers [25]. It
predicts that supportive leadership protects employ-
ees from the harmful effects of stressful events; the
approach also assumes by influencing what employ-
ees think about and how they cope with the situation
[26, 27]. Organizational support refers to provid-
ing psychological and material resources intended to
benefit an individual’s capacity to cope with stress
[25, 28]. While, leadership is considered the primary
source of support for employees because they are able
to provide rewards, protect, and motivate in times of
crises such as COVID-19 [29–31]. For this reason,
the authority of the supervisor in providing essential
resources and information to employees can play a
supportive role in reducing the perceived uncertain-
ties of employees regarding the impacts of a crisis
[32, 33].

2.1. The COVID-19, job insecurity and job
outcomes

JI is conceptualized as a subjective phenomenon
[34]. Greenhalgh and Rosenblatt [35] characterized
JI as “perceived powerlessness to maintain desired
continuity in a threatened job situation. It is based
on the individual’s interpretation of the immediate
work environment and perception regarding that envi-
ronment. It indicates a subjectively appraised source
through cognitive and perceptual process [36, 37].

Research has identified three primary sources of
JI that impact the relationship between JI and job
outcomes. These are distinct types of stressors i.e.
socio-economic conditions, organizational character-
istics, and individual characteristics [5, 18, 36, 38].
These are stressors that lead to the stress of perceived
JI and anticipated job loss.

Socio-economic change are concerned with mass
layoff i.e. unemployment rate in an economy [39]. It
is the economic change of the country at a macro level
where people lose their jobs. Organizational charac-
teristics are related to the performance or the losses of
the organization. An official announcement of layoffs

at the organizational level [40, 41], not like socio-
economic where massive layoffs occurs across the
country. Organizational layoffs may occur because
of an upcoming merger or acquisition or a result of
restructuring or downsizing [39]. New technology
and automation in the organization eliminate workers
and there are massive layoffs across the organization
at various levels. As stated above, economic changes
in the country has an impact on the organizational
performance, it causes workers and they lose their
jobs.

Further, the pandemic situation also leads workers
to perceive job insecurity. For instance, workers per-
ceive in these situations that their job is at risk in the
organization. For example, if an employee working
at a restaurant and no customer come in, the worker
will panic how long this situation will last. In the
prevailing conditions, it makes employees perceive
losing a job and become sick, feeling uncomfortable.
It causes stress to them about their job or losing the
desired characteristics.

The COVID-19 pandemic is a situation that has
significantly affected economies and various sec-
tors around the globe [12, 13, 42]. On account of
the unusual time like COVID-19 there is a process
of closing various organizations globally, affecting
workers and losing their jobs in return (for exam-
ple, please see; DePietro, 2020; Sahu, 2020). As the
effects of the pandemic and containment measures
hit economies, millions of people have been unable
to go to work, resulting in an exceptionally stark
drop-in activity and unprecedented job losses. Up to
10 times fewer hours were worked in some coun-
tries, compared with the first few months of the 2008
financial crisis. While millions have been pushed to
reduced hours, millions of others have lost their jobs
entirely, with little improvement in sight as the pan-
demic is continuously hitting the masses around the
world (OECD).

Prior research on job insecurity is linked to un-
certainty, anxiety and stress that leads to lower
job satisfaction, organizational commitment, lesser
attachment to the organization and other adverse
outcomes [5, 16, 39, 44]. Therefore, we argue that
employees who feel the threat of losing their jobs in
COVID-19 pandemic will experience higher stress
and it further leads to lower job satisfaction, organi-
zational commitment and job performance. Thus, we
hypothesize the following.

Hypothesis 1: Job insecurity significantly lead to
employee work stress in COVID-19 pandemic.
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Hypothesis 2: Work stress negatively lead to
employee a) job satisfaction, b) organizational
commitment in COVID-19 pandemic.

Hypothesis 3: Supervisor support positively lead
to a) job satisfaction, b) organizational commit-
ment in COVID-19 pandemic.

2.2. Role of supportive leadership

It is proposed that COVID-19 pandemic crises can
be alleviated by supportive leadership. Supportive
leadership indicates the degree to which subordinates
receive support from their leadership [23, 33, 45].
Supportive leadership support reflects the employ-
ees’ perception of the quality of their relationship
with supervisors [46]; and it represents the degree to
which employees realize that their leadership cares
about their concerns and well-being [47, 48]. Exist-
ing research shows that supportive leadership plays
a significant role in sustaining attitudes and motivate
employee in crises [49–51]. More precisely, support-
ive leadership is essential in sustaining employees’
work morale and psychological well-being during
a time of crisis [52]. For instance, Chen et al.,
[28], based on the case of flexible manufacturing
enterprises in China revealed that the organizational
support has a significant positive effect on the work-
ers’ well-being in a critical situation.

From the theoretical perspective, supportive lead-
ership protects employees from the harmful effects
and other stressful events; the approach also assumes
by influencing what employees think about and
how they cope with the situation [26, 27]. Organiza-
tional support refers to a provision of psychological
and material resources intended to benefit an individ-
ual’s capacity to cope with stress [25, 28]. Leader-
ship is considered the primary source of support
for employees because they are able to provide re-
wards, protection, encouragement, and motivation to
employees [29–31]. Leadership also support employ-
ees by providing information that eases their concerns
about uncertainties [53]. This idea is kept in the study
of Charoensukmongkol et al., (2016), which found
that the quality of the relationship that employees
develop with their immediate supervisors plays a
crucial role in reducing employees’ workplace uncer-
tainty. For this reason, the authority of the supervisor
in providing essential resources and information to
employees can play a critical supporting role in
reducing the perceived uncertainties of employees
regarding the impacts of a crisis [32, 33].

H4: Supportive leadership will moderate the
relationship between work stress and a) job
satisfaction, b) organizational commitment. The
conditional positive relationship between per-
ceived job insecurity and stress is stronger among
those with low supervisor support compared with
those high in support.

3. Methodology

Data was collected from two multinational compa-
nies (MNCs) in Pakistan. Both companies are doing
business in food and beverages sectors. We collected
two-wave longitudinal data from part-time workers
after two months of lag-time between T1 and T2.
The two-wave longitudinal design has continued to
dominate the research scene [54]. Dormann and Zapf
[55], found that it took at least two-wave for the
longitudinal effects of stressors at work on worker’s
well-being.

The survey was conducted in MNCs having a lay-
off process in COVID-19 pandemics. At the same
time, a pen and pencil survey were used to col-
lect data. At the beginning of the study, participants
received a cover letter in the English language as it
is country’s official language and consistently used
by other researchers using Pakistani samples (e.g.,
De Clercq et al., 2021; Kundi et al., 2020). The par-
ticipants were told about the purpose and assured
confidentiality of the data. They were also informed
about the longitudinal nature of the study and were
asked to mention their email address at T1 so they can
be contacted again to get T2 data after two months.

We used convenience sampling method for our data
collection. In the pandemic situation, MNCs were
reluctant to provide employees downsizing data. So
we used our references and it was drawn from the
companies that are close to us. We distributed total
1200 survey questionnaires to the employees. Each
questionnaire was assigned an identification code that
enabled to link responses from the two-stages with-
out the need for participants’ names. The first wave
of data collection at T1 resulted in 455 questionnaires
(response rate of 38%) and the second wave (T2), two
months later, 400 responses (response rate of 33%).
We used SPSS and checked how many observations
in our data has issues. In the beginning, preliminary
diagnosis of variables helps us to avoid this problem,
We tried to check the number of valid observations
included in the analysis is sufficient. We conducted a
dropout analysis to evaluate whether the dropout at T2
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was selective (cf. Goodman & Blum, 1996). We found
no significant differences between the respondents
and the non-respondents at T2 concerning variables.
After the dropout, the final sample consisted of 385
valid questionnaires (response rate of 32%). On aver-
age, the final selection resulted in 56% men, they were
35 years old and had a mean experience of 7 years.

3.1. Job insecurity

De Witte [19] 4-item scale was used to measure the
JI. Example, item includes “I feel insecure about the
future of my job”. The Cronbach Alpha measurement
for the JI reliability scale was (0.93) for T1 and (0.83)
T2 thus indicating strong rating reliability among the
raters. All measures were set to a 5-point Likert scale
ranging from 1 = Strongly disagree to 5 = Strongly
Agree.

3.2. Work stress

Netemeyer, Maxham and Pullig [57] 4-item scale
was used to measure WS. A sample item is “I feel
nervous because of my job” The Cronbach Alpha
measurement for the job stress scale was (0.94) for
T1 and (0.78) for T2 thus indicating strong rating
reliability among the raters.

3.3. Organizational support

It measures employees’ perception regarding the
firm care and support and appreciation of their valu-
able contribution. It is measured with four-items used
in the studies of Eisenberger et al., [23]. Sample item
includes The sample item includes, “I can expect
recognition by top management when I make an out-
standing contribution,” “My supervisor respects my
contributions,” and “Top management trusts us to
make the right decisions.” The Cronbach Alpha mea-
surement for the scale was (0.90) for T1 and (0.85)
for T2.

3.4. Job satisfaction

Luthans [58] 5-item scale was used to measure the
JS. Example item includes “for me this is the best
of all possible organizations for which to work” The
Cronbach Alpha measurement for the JS scale was
(0.83) for T1 and (0.84) for T2 thus indicating strong
rating among the raters.

3.5. Organizational commitment

Allen and Mayer [59] three items scale was used to
measure the OC. Example item includes “I really care
about the fate of this organization”. The Cronbach
Alpha measurement for the organizational scale was
(0.87) for T1 and (0.86) for T2 thus indicating strong
rating reliability among the raters.

3.6. Control variables

We control the influence of gender (1 = male,
2 = female), age (in years), and organizational tenure
(assessed in years) as they are considered as covari-
ates in previous research (e.g., Moksnes and Espnes
2013; Schulze and Pohl 2020). More specifically, it is
argued that older workers may need more support and
may be affected by work stress at different times [36,
37]. Therefore, we controlled for the affected age and
gender that might have on the relationships that we
are investigating in the study. The data were analyzed
using SPSS version 22.

4. Results

Table 1 shows the correlation among the study vari-
ables along with their mean and standard deviation.

4.1. Test of common method Bias

As the study variables were self-rated, so the issue
of common method variance (CMV; the amount
of spurious correlation between variables measured
using the same method; Kundi et al., 2020, p.7) was
of concern. Thus, we addressed the issue of CMV
through both procedural and statistical remedies. As
mentioned earlier, we adopted procedural remedies
such as clearly stating survey instructions, providing
detailed information on the purpose of the study, and
assuring confidentiality and anonymity of participant
responses. Moreover, it was clearly noted that par-
ticipation was voluntary. Statistically, we conducted
Harman’s single-factor test to check the presence of
common method bias [63]. Results showed that a sin-
gle factor was extracting less than 50% of the total
variance, so there was no common method bias in it.
For hypotheses testing, we used hierarchal regression.
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Table 1

Mean, Standard Deviation, Correlations and Reliability coefficients on diagonal

Variables Mean SD 1 2 3 4 5 6 7 8 9 10

1 JI (T1) 2.42 1.14 0.93

2. Perceived stress (T1) 2.51 1.19 0.915∗∗ 0.94

3. JS (T1) 2.95 0.97 –0.051 –0.092 0.83

4. OC (T1) 3.05 1.15 –0.058 –0.113∗∗ 0.835∗∗ 0.87

5. Organizational support (T1) 3.10 0.59 0.068 0.086 0.243∗∗ 0.266∗∗ 0.90

6. JI (T2) 3.25 0.96 0.092 0.096 –0.307∗∗ –0.274∗∗ 0.567∗∗ 0.83

7. Perceived stress (T2) 3.35 0.64 0.024 0.023 –0.308∗∗ –0.259∗∗ 0.750∗∗ 0.555∗∗ 0.78

8. JS (T2) 2.88 0.94 –0.023 –0.018 0.677∗∗ 0.502∗∗ 0.176∗∗ –0.263∗∗ –0.283∗∗ 0.84

9. OC (T2) 3.01 1.15 –0.056 –0.093 0.960∗∗ 0.845∗∗ –0.271∗∗ –0.292∗∗ –0.277∗∗ 0.517∗∗ 0.86

10 Supervisor support (T2) 3.05 0.71 0.275∗∗ 0.310∗∗ 0.254∗∗ 0.310∗∗ 0.860∗∗ 0.418∗∗ 0.601∗∗ 0.221∗∗ 0.255∗∗ 0.85

N = 385, Correlations is significant at ∗p < 0.05 ∗∗p < 0.01 ∗∗∗p < 0.01.

Table 2

Results of direct hypotheses at T1 and T2

Time 1 Work stress Job satisfaction Organizational

(WS) (JS) commitment (OC)

B SE B SE B SE

Job insecurity 0.885∗ 0.033 –0.353∗∗ 0.053 –0.465∗ 0.055

Work stress –0.370∗∗ 0.057 –0.549∗ 0.050

Organizational support 0.957∗ 0.098 0.552∗∗ 0.100

Organizational support x WS 0.068∗ 0.040 0.053∗ 0.036

R2 0.371 0.242 0.199

F 72.67 121.56 95.31

Time 2 Work stress Job satisfaction Organizational

(WS) (JS) commitment (OC)

B SE B SE B SE

Job insecurity 0.233∗∗ 0.054 –0.412∗ 0.037 –0.376∗ 0.060

Work stress –0.452∗ 0.098 –0.678∗ 0.102

Organizational support 0.397∗ 0.085 0.649∗ 0.087

Organizational support x WS 0.0071∗ 0.0501 0.068∗ 0.0450

R2 0.402 0.231 0.219

F 85.53 121.56 95.31

N = 385, ∗p < 0.05 ∗∗p < 01.

4.2. Hypotheses testing

Hypotheses 1 to 3 in T1 and T2 hypothesized
that job insecurity positively relates to work stress
and negatively to job satisfaction and organizational
commitment; And work stress negatively causes
to job satisfaction and organizational commitment.
Results show (please see Table 2 Time 1 and Time 2
that job insecurity is positively related to employee
work stress for T1 (b = 0.885, p < 0.001) and T2
(b = 0.233, p < 0.001) supporting Hypothesis 1. Work

stress negatively related to job satisfaction for T2
(b = 0.353, p < 0.01), for T2 (b = 0.412, p < 0.01) and
organizational commitment T1 (b = 465, p < 0.01),
T2 (b = 376, p < 0.01) significantly supports Hypoth-
esis 2. Organizational support positively related
to job satisfaction at T1 (b = 0.068, p < 0.01), T2
(b = 0.071, p < 0.01) and organizational commitment
T1 (b = 0.053, p < 0.001), T2 (b = 0.068, p < 0.001)
providing significant support to Hypothesis 3.

Hypothesis 4 on organizational support suggested
that it moderate the relationship between WS and a)
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Table 3

Results of Moderated mediation at Time 1

Job satisfaction

Conditional indirect effect via WS B SE LLCI ULCI

−ISD on organizational support 0.7925 0.1254 0.5672 0.9876

mean o organizational support 0.4558 0.0382 0.3241 0.5204

+ISD organizational support 0.3343 0.0355 0.2559 0.4337

Index of moderated mediation Index SE LLCI ULCI

Organizational support 0.0289 0.0172 0.0034 0.0552

Organizational commitment

Conditional indirect effect via work stress B SE LLCI ULCI

−ISD on organizational support 0.5654 0.1365 0.3356 0.8452

mean o organizational support 0.2656 0.0541 0.1651 0.3672

+ISD organizational support 0.523 0.0456 0.4378 0.6274

Index of moderated mediation Index SE LLCI ULCI

Organizational support 0.0140 0.0102 0.0027 0.0382

N = 385, ∗p < 05 ∗∗p < 01.

Table 4

Results of Moderated mediation at Time 2

Job satisfaction

Conditional indirect effect via WS B SE LLCI ULCI

−ISD on organizational support 0.6263 0.1505 0.3291 0.9223

mean o organizational support 0.1232 0.0323 0.1510 0.0222

+ISD organizational support 0.0565 0.0259 0.1353 0.0165

Index of moderated mediation Index SE LLCI ULCI

Organizational support 0.0092 0.0064 0.2102 0.0262

Organizational commitment

Conditional indirect effect via WS B SE LLCI ULCI

−ISD on organizational support 0.2561 0.1769 0.9353 0.3339

mean o organizational support 0.0384 0.0293 0.2657 0.0210

+ISD organizational support 0.0237 0.0232 0.0154 0.1570

Index of moderated mediation Index SE LLCI ULCI

Organizational support 0.0236 0.0114 0.0156 0.0293

N = 0.385,∗p < 0.05∗∗p < 0.01.

JS, b) OC (please see Table 3 Time 1 and Time 2). The
conditional positive relationship between perceived
JI and work stress is stronger among those with low
organizational support compared with those high in
employability. Results show in Table 3 (Time 1) that
the interaction between WS and JS, WS and OC is
statistically significant, respectively, suggesting that
the organizational support moderates WS’s effect on
JS and OC, respectively.

The interaction slopes of the relationships between
WS and JS, and WS and OC at 3 points along the
moderator’s scale using a conventional ‘pick a point
approach’ (Hayes, 2018). At -ISD on organizational

support, the effect was positive and significant. At the
mean organizational support, the effect of WS was
significant for JS. At a + ISD organizational support,
WS was a significant positive predictor for JS. We see
that slopes are becoming more positive as we move
from low to high organizational support for both JS
and OC. The index of moderated mediation provides
a conditional indirect effect of organizational sup-
port moderating WS’s indirect effect on JS and OC
is statistically significant. Please see the following
table.

We analyzed in Table 2 (Time 2) that the interaction
between work stress and JS, work stress, and OC is
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statistically significant, respectively, suggesting that
the organizational support moderates WS’s effect on
JS and OC. The interaction slopes of the relationships
between WS and JS, and WS and OC at 3 points along
the scale of the moderator using a conventional ‘pick
a point approach’(please see Table 4 Time 2). The
index of moderated mediation provides a conditional
indirect effect of organizational support moderating
WS’s indirect impact on JS and OC is statistically
significant.

5. Discussion and conclusion

The unemployment rate in the midst of COVID-19
pandemic reached the highest points in various coun-
tries that was even higher from the great recession
period [64, 65]. The pandemic triggered stress among
workers that caused significantly to people health and
well-being. Hence, in this study, people well-being
was investigated to see larger effects of the pandemic.
The current study findings demonstrate job insecurity
among workers and financial concern that are associ-
ated with stress and anxiety. Further, results suggest
that greater job insecurity due to COVID-19 is related
to more significant stress symptoms.

Drawing on the COR and organizational sup-
port theories, the present study hypothesized that
job insecurity causes work stress and negatively led
job outcomes. COR theory applied in this study
as stress arises from COVID-19. The stress devel-
ops among employees because there is a loss of
resources or threat of loss of resources in the form
of job insecurity. Previously COR theory has been
applied in various studies about work-family stress,
burnout and stress. While COVID-19 unfortunately,
a situation that provided us to study its effects on
employee outcomes. As discussed in the results,
the pandemic situation is threatening employees
resources and eventually depletes their resources. It
is a possible contribution that adds to the COR the-
ory on account of COVID-19. Organizational support
theory provides a valuable lens to study employ-
ees’ trade outcomes and work efforts to cope with
threatening position. Organizational support buffers
between work stress and job outcomes presence.
Very few studies are available using longitudinal
data in the COVID-19 pandemic that have hypoth-
esized and tested such effects. Many cross-sectional
studies found job insecurity triggers work stress in
COVID-19 pandemic [40, 66, 67]. The longitudinal
results of the current study provided support and sup-
plies increased understanding of the consequences

of job insecurity by demonstrating how employees’
perception regarding job insecurity affects their well-
being.

The results regarding the effect of organizational
support×work stress on both job satisfaction and
organizational commitment are significant. It shows
that workers’ perception for organizational support
is a resource gain that reduces work stress’s negative
effect. So organizational support reduces work stress,
and it leads to increased job satisfaction and organi-
zational commitment. Similarly, to Yeves et al., [67],
in our study, the more chances of organizational sup-
port at the workplace, the higher the job satisfaction
and organizational commitment. Greater organiza-
tional support lessens the effect of stress among
people, leading to higher job satisfaction and orga-
nizational commitment. Significantly, our findings
expand on these associations by demonstrating inde-
pendent links between greater organizational support
with lower stressful symptoms and higher satisfaction
and commitment in COVID-19 times. Organizational
support is kind of hope with the current state of
the workforce due to the pandemic. It represents
a factor that alleviates stress and consists of posi-
tive expectations about a valued outcome about the
job. Further, these findings expand upon prior work
on well-being during epidemics because the present
study accounted for stress and anxiety symptoms,
thus tearing apart the unique contribution of job inse-
curity and financial concern.

More specifically, the results demonstrate that
employees feel the threat of a resource loss due to
COVID-19, and they need to figure out changes and
action plans they can take to offset the effects of a pan-
demic. In this regard, they look at their finances and
reduce their discretionary spending so that they have
some resource gain in these times. The emotional
impact of losing a job is the most daring thing an
employee experience in a career. While COVID-19
is not an unusual time, increased organizational sup-
port is needed in these times. Hence, organizational
support is a signalling mechanism and it decreases
difficulties in critical times. This study has some
limitations. First, the data were collected through a
convenience sampling method, so results can not be
generalized to the population as a whole. Second, we
collected data only from MNCs’ (i.e. food and bever-
ages) operating in Pakistan, so it cuts out a large part
of populations in other sectors of the said companies.
Finally, other moderating factors may influence the
proposed relations, such as perceived employability
not explored by the current study. Future studies may
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focus on exploring such other factors that can affect
the relations under consideration.

This study examined perceived job insecurity as
an antecedent of adverse job outcomes by apply-
ing assumptions of conservation of resources and
organizational support theories. Besides, we investi-
gated the role of organizational support as a possible
coping mechanism. In brief, we argued that job
insecurity cause stress, affecting employee psycho-
logical well-being and work outcomes. In contrast,
workers received organizational support as a resource
gain as an individual characteristic that makes them
less sensitive to perceived job insecurity.
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