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ABSTRACT

One of the sources of stress at work is job insecurity. Job Insecurity has been attributed to reduced
job performance and job satisfaction as well as an increase in health-related issues such as well-being.
The objective of the study was an investigation into the role of sense of coherence in the relationship
between job insecurity and well-being of independent financial advisers working under supervision
in South Africa. The design of the survey was cross-sectional. A random sample (n = 213) was
selected from independent, supervised individuals working in the financial services industry. The 12-
item General Health Questionnaire (GHQ-12), the 20-item Orientation to Life Questionnaire (OLQ-
29), and the eight-item South African validated Job Insecurity Scale (JIS-8) were administered as
self-report questionnaires to measure well-being, sense of coherence, and job insecurity. The IBM
Statistical Package for Social Sciences (SPSS) version 28 was used to analyse quantitative data
collected to assess the reliability and validity of the instrument, as well as the bivariate relationship
between the variables. The findings indicated a strong association between job insecurity and well-
being, with sense of coherence acting as a mediator. According to the findings of the study, employers
in the financial services industry could address job insecurity by developing the sense of coherence

of the supervised representative as it has a positive impact on their well-being.

Keywords: sense of coherence, job insecurity, well-being, financial services industry, supervised

representatives
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CHAPTER 1: INTRODUCTION
1.1 INTRODUCTION

A general introduction to the study's context is provided in this chapter and explores the role of a
sense of coherence (SOC) as a mediator in the relationship between job insecurity and the well-being
of supervised financial advisors in South Africa. The chapter commences with an explanation of the
competency requirement changes for financial services advisors in South Africa. The effect of the
changes on financial advisors working under supervision is contextualised within the understanding
of the SOC. Next, a description of the research's variables follows. The purpose of the study is stated,
along with its goals, and its significance is explained. Finally, a summary of the thesis chapters is

given, and the study's potential benefits are listed.

1.2 BACKGROUND AND RATIONALE

Layoffs and substitute employment appear to be a common occurrence across many businesses. As
a result of various threats with regard to job losses encountered by countless employees at the
workplace, raising fear and insecurity, they appear unsure of their ability to keep their jobs (Abolade,
2018). According to Chirumbolo et al. (2021) the coronavirus disease 2019 (Covid-19) pandemic
sparked a severe economic crisis, escalating unease and instability across the globe. People with
insecure jobs undoubtedly endured the most from these circumstances and will continue to suffer for
some time. Employees who experience greater job insecurity are less content with their lives, have
more negative work behaviours, and are in worse overall health and well-being (Chirumbolo et al.,
2021).

Research findings indicate that greater job insecurity is linked to an increase in different work-related
issues. On an individual level, job insecurity has to do with adverse consequences such as
psychological distress and emotional exhaustion (Griep et al., 2015; Piccoli & De Witte, 2015).
Organisationally, job insecurity is linked to lower job satisfaction and commitment, as well as
increased staff turnover (Abolade, 2018; Hamad et al., 2016; Wang et al., 2015). Job insecurity has
further been amplified by the Covid-19-pandemic and related job losses, and financial crises (Langer,
2020).

The increase in job insecurity has contributed to a variety of negative short and long-term
implications for individuals, organisations, and communities (De Witte et al., 2016; Jiang &
Lavaysse, 2018; Shoss, 2017). The negative effect of job insecurity on well-being and performance

is of particularly great concern (Lee et al., 2018).



Increased levels of job insecurity were found to be associated with poorer mental and physical well-
being (Ashford et al., 2017), emotional insecurity and exhaustion (Probst, 2002), worsening
emotional mood changes (Burke, 1998), lower self-worth (Kinnunen et al., 2003), dissatisfaction
with life (Lim, 1996), and compromised marriage and family relationships (Hughes & Galinsky,
1994; Westman et al., 2001). Stoner and Perrewé (2006) acknowledged the symptoms of anxiety and
depression as the key result of this phenomenon. As Jones et al. (2006) points out, perceived job
insecurity could contribute to self-destructive social factors such as aggressive behaviour, as well as
alcohol and/or drug abuse. Richter et al. (2013) concur that perceived job insecurity can result in

intensified stress and a deterioration in individual well-being.

The SOC of an individual is an integral indicator of their well-being (Antonovsky, 1993a; Rothmann,
2001). Richardson and Ratner (2005) described SOC as the level of meaningfulness,
comprehensibility, and manageability that individuals experience in their lives. The authors further
observed that the impact of stressful life experiences is presumably moderated or buffered by a
person's SOC. As such, SOC facilitates the selection of suitable and effective coping resources and
behaviour, as well as increases the perception of tension levels as comprehensible, manageable, and
meaningful. Because of the fact that SOC has an impact on depression and anxiety levels (Matsuzaki
et al., 2007), general well-being is linked to a strong SOC (Feldt, 1997) and emotional health
(Eriksson & Lindstrom, 2006).

The relationships between job insecurity and well-being (psychological and physical) have been
sufficiently recorded in literature and have been highlighted by the review of thirty years of research
conducted by De Witte et al. (2016). The results of the longitudinal quantitative studies confirmed
that job insecurity influences well-being over time and not vice-versa. Although several studies on
the relationship between job insecurity, well-being, and SOC exist, there is a paucity of studies that

have specifically considered these variables among financial advisors and intermediaries.

In the past eighteen years, the competence requirements for individuals that provide advice and
intermediary services within the financial services industry have become increasingly stringent.
Specifically, the environment of financial advisors and intermediaries has changed dramatically over
the last few years with the introduction of the Financial Advisory and Intermediary Services Act 37
of 2002 (FAIS Act). According to Millard and Botha (2012) the intention of the FAIS Act (2002) is
the protection of financial services customers and to professionalise the financial services industry.
To this end, FAIS (2002) enforced specific conditions on providers of financial services to ensure
that customers receive proper financial advice, are provided with adequate information to make

informed decisions, and are dealing with fit and proper advisors and/or intermediaries.



To provide financial advice and intermediary services, a financial service advisor needs to be
registered as a representative with the Financial Sector Conduct Authority (FSCA) and can only
provide advice and deliver intermediary services if fully qualified and has the required experience
(FAIS Fit and Proper Requirements, n.d.). Individuals entering the industry are required to work
under supervision. They have six years to complete an industry-recognised qualification, pass the
regulatory examination within 24 months, complete their class of business modules within 12
months, and gain the necessary minimum product and category experience as set out in Board Notice
106 of 2008-part 1V Table A-B.

With the publication of Board Notice 194 of 2017 in December 2017, the Financial Services Board
- now known as the Financial Sector Conduct Authority (FSCA) - amended the Fit and Proper
standards that Financial Services Providers (FSPs), Key Individuals, and Representatives must
adhere to. The first of April 2018 saw the implementation of these standards. In addition to the FAIS
Act, the additional Fit and Proper criteria promote a greater level of expertise and accountability in
the industry, aiming to safeguard consumers and professionalise the financial services sector. The Fit
and Proper criteria also seek to promote industry competency, with the majority of its focus on
competence. Characteristics like honesty and integrity, good standing, operational ability, and

financial soundness will all take shape due to a greater emphasis on competence and compliance.

As explained by Millard and Hattingh (2016) the Regulatory Examinations (RE) compromise two
levels. The first level RE is to test whether an individual has the required knowledge in terms of
legislation, namely FAIS (2002) and the Financial Intelligence Centre Act (FICA). The second level
RE is to test the application of factual knowledge in terms of rendering financial services in different
categories and subcategories of financial products. A representative under supervision is required to
complete the applicable RE within twenty-four (24) months from date of their first appointment.
Kruger (2012) reported on the acknowledgement by Moonstone, the leading training and regulatory
supplier, that many students struggle to demonstrate competency in predetermined learning
outcomes, particularly in passing regulatory examinations, as well as that they are unable to be

deemed fit and proper as a result.

Section 14 of the FAIS Act (2002) requires a key individual and/or representative to be debarred in
the event that they are no longer fit and proper or have contravened any provisions of the FAIS Act
(2002) in any material manner. The practicality entails that the individual’s name be removed from
the representative register as soon as possible, and that the FSP’s clients are not prejudiced, as well
as that all outstanding business be properly concluded. Such removal from the representative register

could give rise to feelings of potential job insecurity.



On 20 October 2017, the FSB (FSCA) published a notice titled, “Withdrawal of Guideline on the
Determination of Reappointment of Debarred Representatives”, originally published on 13 July 2011
(Kruger, 2017). The Financial Sector Regulation Act 9 of 2017 (FSRA) conveys substantial changes
to the debarment process as per the FAIS Act (2002). Section 14 has been replaced with new
requirements and Section 14A, dealing with the Commissioner’s powers to debar an individual, has
been revoked and is now dealt with under the Financial Sector Regulation Act 9 of 2017 (FSRA).
Under these requirements, the FSP is compelled to ensure that a documented process is in place
which positions the policies and procedures for the debarment and ensures they are legal, reasonable,
and procedurally fair. The FSP is now required to issue a notice in writing to the representative,
stating their intention to debar, the reasons thereof, as well as the necessary terms or conditions
(Conradie, 2019; Geldenhuys, 2019; Kruger, 2017). These stringent requirements may hinder job
security, even as long as 24 months, and could result in possible job loss.

As a practical example, in the case of First National Bank, a division of First Rand Bank Limited
(“FNB”) v Sasbo obo Woni and others (10 July 2017), the employee was appointed as a sales
consultant in 2011. The employee was required to comply with the fit and proper requirements as
per FAIS (2002) as well as the competence requirements of passing the RE. Should an employee not
pass the examination, such employee would not comply with the minimum standards under FAIS
(2002) in which case FNB could not legally employ the representative to render financial advice and
products as a sales consultant. The said employee attempted the RE exam fifteen times between
2005 and 2015. However, FNB has provided the required training, assistance, and support to allow
the employee to pass the examination. By December 2015, FNB could not accommodate the
employee in another position and the employee was invited to an incapacity hearing. The chairperson
concluded that the employee lacked the necessary accepted qualification to render services and
products of the institution to clients, whereupon the employee’s service was terminated by FNB due

to incapacity (Harper & Mulligan, 2017; Kassel, n.d.).

The employee referred the matter to the Commission for Conciliation, Mediation and Arbitration
(CCMA), alleging that he should have been dealt with as a retrenched employee. On 22 June 2016,
the CCMA found the dismissal of the employee substantially unfair and instructed his reinstatement
to be backdated. In accordance with Section 189 of the Labour Relations Act 66 of 1995 (LRA), the
Commissioner found that in the event of an employee failing to achieve standards imposed by
legislation, an employer should retrench rather than dismiss such employee. Furthermore, the
Commissioner held that incapacity is only limited to ill health or injury (Harper & Mulligan, 2017;
Kassel, n.d.).



FNB disputed the CCMA award and initiated a proceeding at the Labour Court, arguing that the
Commissioner embarked on the wrong inquest. FNB challenged the CCMA award and filed a Labour
Court case, claiming that the Commissioner was engaged in the wrong inquest. The Labour Court
agreed with FNB that the dismissal was due to incapacity and that a fair process was followed. The
judgment affirmed that incapacity extends beyond sickness or disability and includes an employee's
inability or failure to satisfy the requirements and/or qualifications required by law (Harper &
Mulligan, 2017; Kassel, n.d.). A natural person who is subject to a debarment ruling may not
participate in any activity that violates the debarment order either directly or indirectly (Bouhail,
2019). This has a direct implication on the individual’s employment, meaning that individuals facing
debarment, or even those struggling to complete the competency requirements, may experience high
levels of job insecurity. Whilst the requirements of the FAIS Act may have led to job insecurity for
those who are struggling to complete their requirements, the Covid-19 pandemic, being at its peak

during this study, further exacerbated the experience of job insecurity.

Wilson et al. (2020) describes job insecurity as a stressor that could cause anxiety and negative
feelings. Furthermore, the authors remarked that given the rarity of pandemics, little research has
been conducted on the psychological effects of job insecurity. However, some evidence do exist that
experiencing job insecurity because of a pandemic causes a significant increase in anxiety and

depression indicators.

A study conducted by Yu et al. (2005) concluded that the depressive symptoms and emotional stress
of middle-aged women in Hong Kong increased during the severe acute respiratory syndrome
(SARS) outbreak, and job loss predicted a significant increase in job insecurity. Furthermore, income
loss throughout the recovery period of the SARS outbreak was the strongest predictor of the onset of
mental illness according to Mihashi et.al (2009). Wilson et al. (2020) stated that due to the
unprecedented fluctuations in employment across the United States as a result of the Covid-19
pandemic, those who were employed may be experiencing greater job insecurity. This state of affairs
may be associated with poor well-being because of people’s rising concerns about their own financial

situation.

During the Covid-19 crisis, many countries have responded to the pandemic by laying off workers
to remain sustainable. In a 2020 study, it was reported that 33% of Americans participating in a
survey indicated that either they or a close relative had lost their job due to the pandemic disaster,
while 51% reported that they or a close relative had to either work reduced hours or receive a reduced

salary. An even higher percentage of employees indicated that they were worried about possible job



losses or a reduction in hours or salaries (58% and 53%, respectively), while. 92% indicated that they

foresaw a financial crisis at least as a possibility (Langer, 2020).

The Covid-19 pandemic disaster and related financial implications have led to job insecurity
encounters that are substantially different in many significant ways from what was defined in
previous research. Job insecurity (more accurately, quantitative job insecurity) has often indicated a
permanent break from the organisation. During the 1980s and 1990s, extensive organisation
downsizing, and restructuring was the trend. Due to the peculiar state of the crisis, employees hoped
to return to work afterwards. Consequently, in many cases job insecurity might not represent an
expectation of a permanent departure from the organisation. It is significantly different from the job
insecurity perceptions considered in previous research, and as such it poses potential questions about
the validity of historical results in the present context. Additionally, it suggests that research on job
insecurity needs to be revised to include and analyse a range of perceptions of job insecurity as well
as evaluate how occurrences of insecurity affect employee readiness to return to the employer,

focusing on their behaviours, attitudes, and thoughts upon return (Rudolph et al., 2021).

1.3 PROBLEM STATEMENT

The regulations contained in the FAIS Act require that advisors and intermediaries in the financial
sector demonstrate expertise in learning outcomes before they can be deemed fit and proper. In order
to be deemed fit and proper according to Board Notice 194 of 2017, representatives have to complete
learning objectives for the class of business, continuous professional development, product training,
and regulatory examinations. While some representatives appear to have little trouble achieving
these learning objectives, others however show signs of difficulty. The FSP has the authority to debar
representatives if they struggle to demonstrate competency in the regulatory learning outcomes
(Malatji, 2021).

Such extreme actions frequently have devastating financial repercussions for the affected
representative as well as their dependents, they may also necessitate a transition in their line of work.
It could include a demotion to a lower job grade and ultimately dismissal. In this regard, a supervised
representative has no choice but to comply with the competency requirements, finding themselves in
a very difficult employment situation. Moreover, the FSP is jeopardised in the sense that it might
lose an extremely successful and efficient employee who is crucial to the organisation but required

to be dismissed for not meeting the fit and proper criteria (Malatji, 2021).

In the financial services industry, there is an unproven theory that since the Regulator placed a greater
emphasis on learning outcomes, individuals are changing occupations and moving into other sectors

because they do not have the time or resources to ensure that they comply with the fit and proper

6



requirements. There is a notion that such education is costly and that those who keep failing end up
spending copious amounts to pass and be deemed fit and proper (Malatji, 2021). According to Reid
(2011) the RE has one of the largest failure rates, negatively impacting individuals who cannot afford

to comply with these competency requirements.

A study done by Nella et al. (2015) indicated that employees on the verge of losing their employment
reported higher levels of apparent stress, anxiety, depression, and negative feelings, as well as lower
levels of positive emotions when compared to employees not on the brink of losing their jobs. In
addition, 97 % and 86 % of those at risk of losing their jobs were found to have clinical instances of
anxiety and depression respectively. The immediate negative impacts of job insecurity on employees'
physical, psychological, and social functioning were highlighted in the study. The author’s outcomes
also underscore the need for cutting-edge interventions to avoid these consequences from becoming

chronic diseases that are costly to both the individual and society.

Given the significant implication that regulatory competence requirements could have on the job
security of the income and well-being of supervised representatives, the present study could provide
essential information to the financial services industry. No specific research has been done on the
variables that affect employee job insecurity, well-being, and ability to cope with regulatory stressors.
The current study will explore the role of SOC in the relationship between job insecurity and well-

being.

1.4 RESEARCH AIM AND OBJECTIVES

The aim of this research is to explore the role of SOC in the relationship between job insecurity and

the well-being of independent financial advisors working under supervision in South Africa.

The objectives of the study are:
o to determine the relationship between job insecurity and well-being; and
o to determine the indirect effect of a SOC in the relationship between job insecurity and

well-being of financial advisors working under supervision.

1.5 SCOPE OF THE STUDY

1.5.1 DELIMITATION

The research was conducted within South Africa focussing only on independent supervised
representatives in the financial services industry, reason being that the researcher had access to the
specific population under research. It is thus important to note that this research is not taking into

consideration any other job circumstances or previous qualifications. It is not examining bank-
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associated advisors or product-provider-tied agents. Independent representatives who have met all

the fit and proper requirements and are no longer under supervision were excluded from this study.

1.6 OUTLINE FOR THE PRESENT STUDY

This research thesis is structured into five main chapters. The study's introduction and purpose are
provided in Chapter one. The research topic is outlined, along with the study objective from which
the hypothesis will be developed.

Chapter two provides a discussion on the literature review, the theoretical framework that will be
used for the study. It further discusses the topic of job insecurity and well-being. The role of a SOC

in the relationship between job insecurity and mental well-being is also argued.

The research design that was used to conduct the research is summarised in chapter three. The chapter
outlines the selection of the sample, the sampling procedure and collection of data, the hypotheses,
statistical methods, and instrument psychometric properties that were used to analyse the data

Chapter four details the findings of the empirical analysis that was utilised to test the hypothesis.

The study's results are discussed in chapter five, along with any inferences that might be made as a
result. The chapter goes on to discuss the implications of the results as well as the limitations of the

research design. Finally, it offers suggestions that could be helpful for future researchers.

1.7 CONCLUSION

A summary of the research study was provided in this chapter. It concentrated on the variables of the
present study factors, including SOC, well-being, and job insecurity. The many aspects of the
variables are also discussed in the chapter. Additionally, the purpose of the study, its scope, and any
potential contributions were highlighted. The literature review in the next chapter will primarily

concentrate on the areas of sense of coherence, job insecurity and well-being.



CHAPTER 2: LITERATURE REVIEW
2.1 INTRODUCTION

The background information and literature review on the key constructs that the research focuses on,
are provided in this chapter. The review starts with the theoretical framework of the transactional
stress and coping theory, followed by an overview of job insecurity, including the various theories
of job insecurity. It then moves to a discussion on well-being, with particular focus on the different
ideas surrounding well-being, progressing on to a description of the SOC. Subsequently, there is an
elaboration on the relationship between and amongst the variables of job insecurity and well-being,

including a SOC as a mediator. The chapter concludes with a summary of the research hypotheses.

2.2 TRANSACTIONAL THEORY OF STRESS AND COPING: HISTORICAL
OVERVIEW

Workplace stress is a significant issue all over the world. Not only does it have an adverse effect on
employee well-being, but also on company productivity. Work-related stress occurs, among other

things, when what must be accomplished, is out of balance with available resources (Janse, 2022).

With the initial findings dating back to 1966, Lazarus and Folkman offered one of the most well-
known models defining stress pathways as early as 1987. Their transactional stress model, also
referred to as the transactional theory of stress and coping, illustrates the person-environment
interaction, and asserts that a stress response is significantly influenced by a person's appraisal
processes. When stressors are perceived as being threatening, challenging, or harmful, the appraisal
process generates emotions, and the resulting distress motivates coping strategies to manage feelings

or tries to deal with the stressor directly. (Lazarus & Folkman, 1987; Obbarius et al., 2021).

When stressors are perceived as being threatening, challenging, or harmful, the appraisal process
generates emotions, and the resulting distress motivates coping strategies to manage feelings or tries

to deal with the stressor directly.

A person evaluates the significance of stressors when they are present (primary appraisal) as well as
their own capacity to reduce stress (secondary appraisal). It is believed that a person's primary and
secondary appraisals influence the coping mechanisms they choose. . The immediate stress reaction,
long-term health, psychological well-being, and social functioning are all impacted by coping. The
results of coping strategies, an alteration in the interaction between a person and their environment,
are assessed again and classified as favourable, unfavourable, or unresolved (Biggs et al., 2017;
Lazarus & Folkman, 1987).



The transactional stress theory confronts an individual with a potential stressor, having to determine
whether such potential stressor is a danger to their well-being, as well as what coping mechanisms
such individual will use to overcome it. When an individual senses that his or her job is at risk, it is
perceived as a threat because of the fact that employment is essential to their personal, social and

economic life (Lazarus & Folkman, 1984).

To keep things simple, Lazarus and Folkman (1987) only showed a linear portion of the entire
complicated dynamic model, noting in the footnotes of the figure the recursiveness of the model and
the parallelism of its short and long-term impact (Obbarius et al., 2021). According to Lazarus and
Folkman “psychological stress is a particular relationship between the person and the environment
that is appraised by the person as taxing or exceeding his or her resources and endangering his or her
well-being” (Lazarus & Folkman, 1984, p. 19).

Primary appraisal Secondary appraisal
(Perceived stress) (Efficacy of coping resources)

Social support

(Social resource)

Resilience

(Psychological resource)

Coping

Symptom distress

Figure 2.1: Lazarus and Folkman’s Stress Coping Theory
(Lee & Kim, 2018 p. 243).

When stressors are properly managed, positive feelings are elicited. However, unpleasant
consequences put people under distress, motivating them to employ more coping techniques in order
to successfully address the source of their stress. According to this viewpoint, stress is defined as
being exposed to situations that are damaging, dangerous, or difficult and beyond the individual's
capacity for coping. (Lazarus & Folkman, 1984). This partnership involves two key stages: (i)

cognitive appraisals and (ii) coping.
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221 COGNITIVE APPRAISAL

Cognitive appraisal is defined as the “process of categorising an encounter, and its various facets,
with respect to its significance for well-being” (Lazarus & Folkman, 1984, p.31). Before one can
effectively handle this situation, it must be cognitively assessed as being extremely stressful. The
components of a cognitive appraisal are an initial primary appraisal, a secondary appraisal, and
occasionally a reassessment. The secondary appraisal involves evaluating a person's potential in a
certain scenario as well as their capacity to handle it (Janse, 2021). According to Lazarus and
Folkman’s (1984) transactional theory, the mediating role of appraisal, the cognitive process whereby
purpose is attributed to occurrences, influences the intensity of a stress reaction. Lazarus (1991) stated
that a person's personal objective, which includes their values, aspirations, and beliefs, as well as
environmental elements, such as needs and resources, are two sets of variables that are integrated

into appraisals of individual and/or environmental interactions.

The "great variance in the appraisals people make in the same environmental context” (Lazarus 1991,
p.6) is explained by the differences in personal objectives and the complicated and complex nature
of external settings. The role of appraisal in the transactional theory of stress and coping highlights
the fact that coping techniques are developed. Whether the stressor is finally addressed depend on
how stressful the event was perceived to be, not how stressful the event in fact was (Lazarus, 1991;
1999). Primary appraisal and secondary appraisal are two fundamental types of appraisals according
to Lazarus and Folkman (1984).

2.2.2 PRIMARY APPRAISAL

A primary appraisal is an evaluation of the problem at hand: "Am | experiencing trouble currently or
in the future, and in what aspects?” If the answer to this question is true, then the situation is classified
as a threat, a challenge, or a loss. Threat and challenge appraisals may be based on current or
impending events, while loss is based on damages or injuries that have already taken place. Threat
signifies a potential risk to one's well-being or self-esteem, whereas challenge suggests that one
focuses on the achievement, social recognition, and personal growth that the circumstances could
offer (Biggs et al., 2017; Obbarius et al., 2021; Peeters et al., 2020).

The main concept of this method is the person's cognitive appraisal of a situation, which occurs
between the event's objective occurrence and the person's reaction to it. Insecure employees perceive
the threat of losing their employment and employee benefits, even though it is unclear if this will

occur in the future (primary appraisal). As a result, in the Job Insecurity (JI) framework, the
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assessment process causes increased stress and anxiety among employees because the uncertain
situation is not predicable by set plans and resources. Furthermore, finding efficient ways to cope is
tough. As a result, previous research has found that sentiments of job insecurity correspond with
lower scores on different metrics of job-related well-being, such as increased levels of emotional and
physical exhaustion, implying that prolonged exposure to JI can deplete individual resources
(Darvishmotevali & Ali, 2020).

2.2.3 SECONDARY APPRAISAL

Secondary appraisal determines what can be done to control the stressor and the ensuing suffering,
whereas primary appraisal determines the meaning and relevance of a transaction to well-being
(Dewe & Cooper, 2007). Because one has the resources to deal with the circumstance, it demonstrates
confidence in one's capacity to handle it. When a particular transaction is considered stressful, a
secondary appraisal is presented. This cognitive process involves the person identifying and
evaluating their coping resources (such as self-efficacy), situational variables (such as job control),

and coping styles (how they have handled comparable events that have occurred) (Folkman, 1984).

People with a high SOC select a certain approach of coping, which in their perspective is most
adequate for a given stressor, employing more adaptive methods to address issues that could improve
functioning and sustain good health (Betke et al., 2021). Individuals with a strong SOC can perceive
threatening stressors with less anxiety (Suraj & Singh, 2011). In this regard, a strong SOC may
provide an important psychological resource as a means of coping with stressors. Additionally,
people can make the best use of the resources at their disposal by adjusting and adapting their coping
mechanisms in a flexible manner to changing circumstances (Betke et al., 2021). It is thought that
high SOC is associated with overall human well-being. Miyata et al. (2015) confirmed the association
that there is a link between SOC and good mental and physical health respectively.

It is crucial to make clear that the term "secondary™ does not suggest that secondary appraisals are
less significant or that primary and secondary appraisals are two separate, successive processes.
Instead, a complicated, fluid process that entails the parallel exchange of primary and secondary
appraisal affects a person's stress reactions (Biggs et al., 2017; Lazarus & Folkman, 1984); Obbarius
etal., 2021).

Secondary appraisal occurs almost simultaneously. A person is more likely to regard a situation as

difficult if they think they have the resources necessary to handle a stressor. This results in positive
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feelings about the circumstance, as well as more positive feelings such as enthusiasm and motivation
(Lazarus and Folkman, 1984). If one's resources appear inadequate to cope, the circumstance will
appear more threatening. The individual will be nervous, mentally exhausted, and concerned about
the circumstance (Van Steenbergen et al., 2008). Primary and secondary appraisals combine to
establish if the permutation of various roles has been essential for well-being, and if so, whether it is

primarily threatening or challenging (Peeters et al., 2020).

2.24 COPING

Coping implies the “cognitive and behavioural efforts to master, reduce, or tolerate the internal and/or
external demands that are created by the stressful transaction” (Folkman, 1984, p. 843; see also
Folkman & Lazarus, 1980). Coping mechanisms are used when a circumstance is evaluated as
stressful (primary appraisal) and require attempts to control or solve the issue (secondary appraisal)
(Folkman & Lazarus, 1988). The transactional theory states that coping is "constantly changing
cognitive and behavioural efforts to manage external and/or internal demands that are appraised as
taxing or exceeding the resources of a person™ (Lazarus & Folkman, 1984, p. 141). The researchers
maintain that coping is process-oriented and flexible rather than trait-based, comprising deliberate,
intentional activities undertaken when a person perceives a circumstance to be stressful (Biggs et al.,
2017).

According to Lazarus and Folkman (1984) coping is said to fulfil two main purposes. Controlling the
tension or other feelings induced by the distressing incident is one (emotion-focused coping). The
second is to make changes to the stressful situation as soon as possible in order to deal with the
problem that is causing the stress (problem-focused coping). Although both coping strategies are
used in the majority of stressful situations, their efficiency depends on whether the scenario is

perceived as a threat or a challenge as well as the model's precursors (Biggs et al., 2017).

The results of coping strategies, along with additional information gathered from the environment,
lead to a cognitive re-appraisal process in which the circumstance is re-evaluated to determine
whether coping strategies were effective, or if it has evolved from being stressful to irrelevant or
benign-positive (Lazarus & Folkman, 1984). Successful adaptation may lead to a positive impact,
but failed adaptation could trigger more coping mechanisms. Prolonged failure will result in a
negative impact and physiological disorders. Broadly speaking, Lazarus and Folkman's (1984) stress
and coping theory underscores that the stress process is a perpetual cycle of transactions between the
person and his or her environment, manifested as interruptions in homeostasis and adaptive processes

implemented to restore equilibrium.
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Individuals’ beliefs, capabilities, skills, attitudes, motivations, and goals affect how they respond to
various circumstances. For different types of people, stress reactions and coping mechanisms can

vary depending on their cognitive assessments of the circumstance (Biggs et al., 2017).

For the purpose of the present study, the transactional model of stress is used as a theoretical
framework to understand the psychological mechanisms between the stressor (job insecurity) and the
outcome of such stress (well-being). Notably, psychological resources (such as sense of coherence,
as included in the present study) may play a role in determining the relationship between the stressor

(job insecurity) and the outcome (well-being).

Figure 2.2 illustrates how the transactional stress model predicts that job insecurity affects well-being
in the diagrammatic. The figure presents job insecurity as the primary appraisal or perceived stressor.
In this regard, the secondary appraisal is SOC, the purpose of which is to determine whether the
situation could be managed given the available resources. In the event of insufficient resources to
address the situation, the brain initiates a stress response. Coping strategies are specifically designed
for this reaction. The strategy is determined by the situation and the traits of the individual. Coping
is a way of dealing with stress and the threats that come with it. Based on the literature review in this
chapter, a high sense of coherence explains an improved well-being in the working environment to
cope with stress such as perceived job insecurity. Individuals with a strong sense of coherence use

more adaptive strategies to deal with stress than those with average or low levels.

Primary Appraisal Secondary Appraisal Coping
(Perceived Stress) (Psychological Resource)

Sense of
Coherence

Job Insecurity Well-Being

Figure 2.2: Research Model adapted from Lazarus and Folkman’s Stress Coping Theory (1984)
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2.3 JOB INSECURITY

The ground-breaking article by Greenhalgh and Rosenblatt from 1984 marks the beginning of
research efforts into the concept of job insecurity, wherein job insecurity is described as the
"perceived powerlessness to maintain desired continuity in a threatened job situation” (Greenhalgh
& Rosenblatt, 1984, p. 438). Most researchers have taken a broad view of job insecurity, describing
it as a general concern about the job's future viability (Cheng & Chan, 2008; De Witte, 1999; Kausto,
et al., 2005; Sverke et al., 2002).

Shoss (2017, p. 1914) identified job insecurity as a “perceived threat to the continuity and stability
of employment as it is currently experienced”. Cheng et al. (2005) referred to it as a work stressor
with possible unfavourable results for employees, while De Witte (1999) identified that job insecurity
suggests feelings of powerlessness and not being in control, which is related to poor well-being.
According to multiple studies (Bartrum, 2006; Kinnunen et al., 2000) job insecurity has a complex
and multifaceted definition that includes variables such as threats to various job functionalities,

employment circumstances and the incapability to mitigate such risks.

De Witte et al. (2016) published their results on the longitudinal research on the association between
job insecurity, health, and well-being. They cited many empirical studies which have been conducted
over the years on the negative association between job insecurity and well-being. Several articles and
book chapters have summarised the empirical studies (De Witte, 1999, 2005; De Witte et al., 2012;
De Witte et al., 2015; Ferri, 2001; Greenhalgh & Rosenblatt, 2010; Probst, 2008; Sverke & Hellgren,
2002; Van Wyk & Pienaar, 2008), two meta-analysis (Cheng & Chan, 2008; Sverke et al., 2002) and
peer reviewed journals (Klandermans & Van Vuuren, 1990; Reisel et al., 2010; Sverke, 2003; Sverke
et al. 2010). These studies demonstrated how individuals perceived job insecurity as a source of
work stress and the detrimental effects it had on health and well-being, including job satisfaction,
burnout, engagement at work, mental health, and a variety of physiological issues ranging from the

common cold and flu to cardiovascular diseases.

Job insecurity entails the perception of a threat and suggests uncertainty concerning whether
employees will maintain their jobs in the future. Employees who are doubtful about their job security
are unable to effectively complete the task at hand and cannot fully prepare for it. (De Witte, 2005;
Sverke et al., 2010). To better understand the context and implications of job insecurity, it is
important to examine whether job insecurity causes negative outcomes over time, or whether there
are mutually beneficial connections resulting in employees being more likely to experience job
insecurity. Cross-sectional studies have documented the association between job insecurity and its

negative influences. However, only a few studies, such as Hellgren and Sverke (2003) or Ibrahim et
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al. (2009) primarily focused on clinical outcomes that have examined the orientation of job instability

and its influences.

When an employee feels uneasy about changes affecting his or her employment, it is characterised
by feelings of job insecurity. It may also be viewed as a source of work stress (Bernhard-Oettel et al.,
2011; De Cuyper et al., 2009; Emberland & Rundmo, 2010; Hellgren & Sverke, 2003; Sverke et al.,
2002; Viljoen et al., 2005).

Job insecurity can cause unfavourable responses relating to one's employment. Employees who are
uncertain about the future viability of their jobs are more stressed because of this development. The
apparent disparity between a person's impressions of the expectations placed on them by their
surroundings, their ambition and capacity to meet those expectations, results in anxiety (Probst,
2002). According to Hellgren and Sverke (2003) job insecurity was associated with a decline in
mental well-being, confirming the theoretical assumptions regarding the possible implications of job

uncertainty.

Possible unemployment could have a major impact on the job itself as well as the employee’s duties.
According to Vander Elst et al. (2010), there are two methods to deal with job insecurity: by
developing methods to prevent employees from feeling insecure, as well as by finding creative ways
to lessen the impact job insecurity has on the employee’s function. According to Cooper et al. (2001),

stress happens when demand outweighs supply and jeopardises the employee’s health.

The research done by Ibrahim et al. (2009), demonstrated prior findings on the impact of work
characteristics on health and contributed to growing evidence that work characteristics are better
predictors of clinical outcomes than the converse approach. Some of these associations demonstrated
social class disparities in strength, most notably between job insecurity and stress, work support
networks and distress, and self-rated health and job pressure. The practical consequences are class-
specific initiatives to alleviate stressful work situations such as job insecurity and a lack of social
support at the workplace (lbrahim et al., 2009). De Witte, et al. (2015) further stated that job
insecurity has been linked to poor mental well-being as well as physical health disorders. It
comprises general health levels such as high blood pressure, anxiety, and so forth, as well as work-
related levels such as absenteeism and decreased job satisfaction. A study done at a higher education
institution in South Africa revealed that job insecurity is related to ill health. Employees who
experienced high job insecurity also experienced problems with their general health, including

anxiety, social dysfunction, hopelessness, somatic symptoms, and worthlessness (Setati et al., 2015).
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231 THEORIES OF JOB INSECURITY

Job insecurity has been characterised by two dimensions: cognitive and affective job insecurity.
Cognitive job insecurity is concerned with employees’ perceptions of potential job loss, whilst
affective job insecurity is concerned with the fear of job loss (Bosman et al., 2005; De Witte, 2005).
De Witte (2000) created and validated a measure of cognitive and affective job insecurity in a sample
of Belgian workers. Ito and Brotheridge (2007) recognised the importance of understanding job
insecurity in a theoretical context in which the cognitive-affective insecurity relationship is also

considered.

Another view on job insecurity is that the two-dimensional structure is traditionally separated into
quantitative and qualitative job insecurity. Quantitative job insecurity is linked to employees’
concerns over the future survival of their job (Vander Elst et al., 2010) while qualitative job insecurity
is associated with employee fears about the degree to which their job characteristics may change
unfavourably (De Witte, 2005; Hellgren et al., 1999). Although quantitative job insecurity is linked
to the overall, comprehensive conceptual model of the construct, qualitative job insecurity pertains
to emotions of potential loss in the quality of the organisational position, including deteriorating work
conditions, lack of employment opportunities, and decreasing salary development (Sverke &
Hellgren, 2002). Borg and Elizur (1992) differentiate two main themes identified in job insecurity as
follows: cognitive job insecurity, relating to the likelihood of job loss; affective job insecurity,

relating to the fear of job loss.

By drawing a parallel to the psychological contract and work stress literature, Huang and his
colleagues (Huang et al., 2010; Huang et al., 2012) have extended the cognitive and emotional
differentiation. Jacobson (1987) proposed that anticipating job loss (i.e., job insecurity) elicits a
cognitive process involving estimation of the risk, timing and substance, but also assessing the
capacity of the affected individual to react to the challenge. Evidence of various outcomes for the
perceptual and affective aspects of job insecurity is currently limited. In light of the vast number of
studies on overall job insecurity results, some researchers (Huang et al. 2010; Huang et al. 2012; Ito

& Brotheridge 2007) note the lack of research focusing on these two individual components.

The main types of job insecurity are acute and chronic. An example of acute job insecurity is where
an individual believes that he or she will be dismissed within the next few weeks. If, on the other
hand, the firm is doing well and an individual’s supervisor appears to be happy with their work, but
there are no guarantees that this state of affairs will continue in light of the industry being prone to

layoffs, the individual is dealing with chronic job insecurity (Doyle, 2021).
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Research findings indicate that greater job insecurity is linked to an increase in different work-related
issues. At an individual level, job insecurity is related to adverse consequences such as psychological
distress and emotional exhaustion (Cheng & Chan, 2008; Piccoli & De Witte, 2015).
Organisationally, job insecurity is linked to lower job satisfaction and commitment, as well as
increased employee turnover (Berglund et al., 2014; Hamad et al., 2016; Lim et al., 2014; Wang et
al., 2015).

For the present study, job insecurity is operationalised according to the model of De Witte (2000),
measuring the cognitive and affective job insecurity dimensions. The revised version of the Job

Insecurity Scale in South Africa was utilised.

24 WELL-BEING

Whilst many definitions exist on well-being, there is unanimous consensus that well-being at least
involves the existence of positive mood and emotions such as contentment and happiness; the lack
of negative emotions such as depression and anxiety; life satisfaction including accomplishment and
functioning (Andrews & Crandall, 1976; Diener, 2000; Frey & Stutzer 2002; Ryff & Keyes, 1995).
Well-being can be summarised as a positive judgment of life and feeling good (Diener et al., 1997;
Veenhoven, 2008).

241 THEORIES OF WELL-BEING

Psychology traditionally placed great emphasis;on alleviating people's suffering. There have been
significant advancements in the knowledge of and care for individual well-being since World War
I1. Alleviating suffering is not the same as thriving. Instead of just surviving, people need to flourish.
The abilities that promote flourishing are distinct from those that relieve suffering. Getting rid of
disabling conditions is not the same as developing empowering qualities to make life worthwhile
(Seligman, 2011). Seligman (2002) used the terms "well-being™ and "flourishing” synonymously.
Healthy relationships, environmental mastery, engagement, and self-actualisation are all achievable
because of flourishing, which is the absence of the debilitating experience of depression, anxiety,
anger, and fear (Seligman & Csikszentmihalyi, 2000; Seligman, 2011).

Historically, the initiatives of psychological science have been directed toward the study of
psychopathology and the eradication thereof. Positive psychology, a more recent field, fills the gap
by conducting scientific research on flourishing individuals, institutions and societies, producing a

comprehensive descriptive model of healthy human functioning (Adler & Seligman, 2016).

Today, success in various spheres of life is seen as a sign of well-being rather than just the presence
of happiness (Diener et al., 2003). The development and formation of positive psychology have
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increased in well-being studies, resulting in two theoretical approaches: hedonic and eudaimonic
(Ryan & Deci, 2001). The hedonic view represents the idea of well-being as a consequence,
comprising an internal state of enjoyment or happiness (Pavot & Diener, 2008; Ryan & Deci, 2001).
From this viewpoint, well-being is defined in terms of having high levels of positive effects, low
levels of negative effects, and a greater standard of life satisfaction (Deci & Ryan 2008). On the
other hand, the eudaimonic view suggests that well-being is more than mere happiness. Eudaimonic
theorists believe that once they are realised, not all desires would result in well-being (Ryan & Deci,
2001). From this perspective, well-being is not a result or endpoint, rather a method of achieving
human potential (Deci & Ryan, 2008).

According to Seligman’s (2011) Well-being Theory, the five domains of life that most people seek
for their purpose, are positive emotion, engagement or flow, positive relationships, meaning or

purpose, and achievement, or PERMA. The following sets out the five building blocks of PERMA:

Q) Positive Emotion: It is a hedonistic path as it fosters good feelings. Within reason, one
can cultivate pleasant emotions about the past, present, and future. Examples include
cultivating appreciation and forgiveness, appreciating physical pleasures, and practising
mindfulness.

(i)  Engagement: When a person is committed and deploys his or her talents, strengths, and
attention to a demanding activity, they are engaged. People engage for the experience it
provides, known as "flow", instead of only the benefits they would receive from it. Flow
occurs when one's abilities are merely adequate for a difficult activity in search of a clear
objective, with instant feedback on progress toward the goal. A pleasant conversation, a
working assignment, playing an instrument, reading, writing, creating goods, repairing a
bike, landscaping, and fitness classes are only a few examples of activities where the flow
can be experienced.

(ili)  Relationship: Relationships are vital to well-being. Interpersonal connections frequently
magnify the positive experiences that enhance one’s well-being such as joy, purpose,
laughing, a sense of belonging, and pride in success. Relationships with other people can
give life direction and significance. One of the best ways to combat the unwellness of life
and a way to feel good, is through support from and connection with people. According
to research, showing kindness to others makes one feel better.

(iv)  Meaning: A sense of purpose in life can be achieved by belonging and serving a greater
cause than oneself. A sense of meaning can be fostered by several societal institutions,
such as religion, family, education, governance, workplace organisations, justice, the

community, and social causes.
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(V) Accomplishment: People strive for success, knowledge, competence, and
accomplishment in several contexts such as the office, sports, gaming, hobbies, and so
on. Even when success may not inevitably result in happiness, meaning, or close

relationships, people nevertheless still strive for it.

Ryff 's multidimensional psychological well-being model has provided the most scientific evidence
in this field (Ryff, 2014). According to this approach, Ryff and Singer (2008) explained that well-

being consisted of six dimensions, namely:

Q) Autonomy or the capacity to control one’s own behaviour, withstand peer pressure and to
obey one’s beliefs, even though they contravene the general consensus.

(i) Environmental mastery, or the capacity to control routine tasks and context.

(iii)  Personal growth includes the ongoing development of one’s own capability and the
willingness to try new things and a sense of improvement over time.

(iv)  Positive relationships with others are described as developing close, trustworthy, and
meaningful relationships with others, as well as expressing compassion for the well-being
of others and displaying empathy, affection, and intimacy.

(V) Purpose in life or establishing goals and objectives which give guidance and purpose to
one’s life.

(vi)  Self-acceptance or the capacity to have a good attitude and sense of self-satisfaction,

including one’s negative and positive aspects (Ryff & Singer, 2008).

Studies indicate that hedonically driven behaviour allows immediate or short-term happiness; it can
raise levels of perceived enjoyment or happiness but does not contribute to beneficial results or long-
term satisfaction with life (Huta & Ryan, 2010). Eudaimonic activity, on the other hand, can provide
more accumulated and lasting effects on well-being (Huta & Ryan, 2010; Steger et al., 2008). People
are much more likely to believe that their lives are meaningful and rewarding when they acquire
resources like self-confidence, competence, or stable relationships. In other words, eudaimonic
behaviour is highly likely to produce sustainable resources, contributing to happier individuals with

healthy wellness levels (Steger et al., 2008).

Findings from psychological well-being questionnaires can be helpful in identifying different types
of employee distress as well as any risk factors. However, one should guard against using the results
of these analyses unilaterally but rather in conjunction with other data that may have distress as a
factor, such as increased absenteeism or lower productivity. The general health questionnaire, in
addition to being a more general measure of mental well-being, is probably the most used assessment
to screen for common mental disorders. It measures the typical mental health challenges of
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depression, anxiety, physical symptoms, and social withdrawal. It was created as a screening tool to

identify those likely to have or be at risk of developing psychiatric illnesses (Jackson, 2007).

For the current study, well-being is operationalised by using Goldberg’s (1978) General Health
Questionnaire (GHQ-12), measuring the individual’s overall psychological well-being.

2.5 SENSE OF COHERENCE

The medical sociologist Aaron Antonovsky observed in 1979 that, despite being overwhelmed by
numerous stressors in daily life and enduring traumas, there are people who cope relatively well and
stay healthy. This contributed to the development of the salutogenesis concept (Antonovsky, 1979),
maintaining an emphasis on wellness rather than disease (Heim, 1994). Antonovsky (1993b) defined
the SOC as a reasonably stable dispositional orientation expressed by the concepts of
comprehensibility, manageability, and meaningfulness.

According to Antonovsky (1987) comprehensibility is the degree to which people find or organise
their world to be coherent, meaningful, structured, and consistent rather than unpredictable, random,
and uncertain. Manageability is the degree to which people view life experiences as tolerable or
enduring circumstances. Such incidents can also be seen as emerging challenges. Meaningfulness is
the degree to which the life of the person makes sense, not just at an emotional level, but also at a
cognitive level. The principles of SOC clarify that people with a strong SOC trust that the
environment is meaningful and makes sense to them by acknowledging sources of stress
(comprehensibility). A poor SOC could contribute to tension in various spheres of influence, which
in turn could result in unwellness. Shiu (1998) agrees that the world has access to resources for

satisfying its challenges (manageability).

251 THEORY OF SENSE OF COHERENCE

Eriksson (2017) stated that Antonovsky explained how he viewed the world in his book, “Unraveling
the Mystery of Health ” (1987). The two main points were: (i) he observed a man interacting with his
surroundings, and (ii) an inevitable part of life is chaos and transition. The former calls for system
theory to think in a context where the focus is on the individual (Antonovsky, 1987). In the latter,
he viewed everyday life as continually shifting, a heterostatic instead of a homeostatic state. Finding
resources and coping mechanisms to deal with the changes in daily life presents a challenge for the
individuals. A medical sociologist, Antonovsky viewed people as being a part of a larger environment

as being a natural way to look at the world. (Eriksson, 2017).

In the early 1990s, Antonovsky (1993b) published an article about the six Cs: complexity, conflict,

chaos, coherence, coercion, and civility where he explained how he viewed society and human beings
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in that context. When Antonovsky observed how people interacted with their surroundings and
circumstances, he presented the systems theory way of thinking. He clarified that the SOC, which is
central to the notion of salutogenicity, can be accomplished at the social scale as well as the individual
level (Eriksson, 2017).

Antonovsky (1993b) viewed complexity in relation to the structure of a system. Complexity describes
the level of organisation of the structure. This level sets out the problems by providing the capability
for the structure to retain a dynamic stable level, interacting with the subsystem and the suprasystem.
Such a controlled variable is one way to define health. Complexity can also lead to conflict; the more
complex it is, the deeper the conflict. Antonovsky (1993b) further explained that conflict focuses on
the human being's internal tensions; tension between people, tension between the person and the
suprasystems which they are a member of, and tension between such suprasystems (Mittelmark &
Bauer, 2017).

According to Antonovsky (1993b) violence and war, the portrayal of young people using firearms to
settle disagreements with even more aggression, and needless and unexpected violence can all serve
as metaphors for chaos. Conflict resolution challenges can be found on many different levels,
including the social, the community, broken families, and the vulnerability of the elderly, women,
and children. The term he used to describe this ability to navigate and react to a chaotic life was "a

sense of coherence.” (Vinje et al., 2017).

One of the fundamental values of salutogenesis is civility, a value that explains how people interact
with others, regarding them as individuals with a variety of strengths and weaknesses or abilities and
flaws.  Antonovsky (1993a, 1993c) views civility as being respectful towards others and
communicating humanely with each other. Coercion, being the opposite of civility and respect,
focuses on the restrictions against domination, inequality, and poverty in a society founded on respect

for people (Vinje et al., 2017).

A new concept of reasonableness is illustrated through research in the subject of salutogenesis
(Bostrom et al., 2014; Kaplan & Kaplan, 2003, 2011) that incorporates environmental influences of
perceived health and well-being in a specific model — the Reasonable Person Model. Kaplan and
Kaplan (2003) explained that if the environment supports the individual’s basic information
requirements, they are more respectful, cooperative and satisfied. The theory emphasises the
interrelatedness of individuals. It highlights three factors contributing to civility, namely a curiosity
in exploring, understanding meaningful operations, and recovery. There are parallels between the
concept of reasonability and the dimensions of the sense of coherence: comprehensibility,

meaningfulness, and manageability (Kaplan & Kaplan, 2003).
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SOC assists in the selection of the most effective approach to stressful situations (Einav & Margalit,
2020), including acute (unforeseen events that put a strain on one’s resources) and chronic stressful
circumstances (stressors one faces daily). However, all these scenarios put even the most common

survival mechanisms to the test (Paton et al., 2003).

For the current study, SOC is operationalised by using Antonovsky’s (1987) Orientation to Life
Questionnaire that measures the three components of SOC namely manageability, comprehensibility,

and meaningfulness, integrating them into a total score.

Amongst various research findings, the SOC scale score has demonstrated a mediating effect in
multiple studies (Braun-Lewensohn et al., 2011; Cohen & Savaya, 2003; Gana, 2001; Hogh &
Mikkelsen, 2005; Kimhi et al., 2010; Kivimaki et al., 2002; Krok, 2015; Tang et al., 2013; Wiesmann
et al., 2014). These findings collectively demonstrate that the level of SOC mediates the relationship
between the management of stress symptoms and perceptions of mental and physical well-being. The
degree of SOC served both as a mediator and moderator between the experience of a psychosocial
work setting and the appearance of stress symptoms. The findings indicated that people with higher
SOC levels may be better able to handle stress caused by the workplace environment than people
with lower SOC levels (Rohani et al., 2015).

SOC has been studied as mediator in a variety of recent studies that considered it as the basis for
understanding the stress-health link. This is evidenced in the theoretical framework of the Stress
Coping Model of Lazarus and Folkman (1984). While SOC has continuously shown positive
meaningful correlations with health, its mediating role in the stress-health relationship requires more
research (Richardson & Ratner, 2005; Mc Gee et al., 2018). Similarly, the potential of SOC to
mitigate the harmful impact of stressful situations on health may be influenced by the type and
intensity of stressful situations, as well as the health variables assessed (Quehenberger & Krajic,
2017). From all the above considerations, it is evident that SOC may be a powerful protective factor
to reduce stress and promote well-being (Barni et al., 2020). As such, the current study proposes SOC
as a mediator in the relationship between job insecurity (as stress inducer) and well-being (as

indication of health).

26 THE RELATIONSHIP BETWEEN AND AMONGST VARIABLES

2.6.1 JOB INSECURITY AND WELL-BEING

Job insecurity was identified by Leka and Jain (2010) as one of the most significant psychosocial
risks at work, along with other elements like poor interpersonal relationships, loss of control, role
ambiguity, and conflict. When job insecurity and unemployment were compared, it was found that
job insecurity’s psychological effects could occasionally match or even outweigh those of
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unemployment (De Witte, 1999). The findings highlight the significance of work for people in

achieving and maintaining well-being.

Perceived job insecurity of an employee can be compared to a scenario where there is a difference
between the expectations of an employee regarding his or her job and the actual situation itself. It

can thus be inferred that perceived job insecurity is a type of work stress (Adekiya, 2015).

Cardiovascular and coronary heart disease (Lee et al., 2004) are some of the numerous health
problems associated with perceived job insecurity. Among white-collar workers (Ferrie et al., 1998),
atherosclerosis (Hintsanen, 2006), dry throat and gastric acid overproduction (Safaria, 2010),
increased body mass index, excessive sleep and psychiatric comorbidities are health problems
associated with this type of insecurity. Other signs include reduction in the activity of natural cells
(Morikawa et al., 2005), internal fatigue (Friesen et al., 2008), and arrhythmogenesis (Qureschi,
2001). Itwas further uncovered that it correlates significantly with somatisation, anxiety, aggression,
depression, and interpersonal sensitivity (Kuhnert et al., 1989).

As reported by Richter et al. (2013) perceived job insecurity can result in intensified stress and
deterioration in the well-being of an individual. The authors further argued that these two aspects of
job insecurity (both quantitative and qualitative) can result in severe negative consequences that may
include increased emotional exhaustion, dissociation, emotional stress, psychosomatic symptoms,
and lower overall personal success. The Cooper and Melhuish (1980) submission also verified this
by pointing out how it can lead to psychosomatic problems such as headaches, fatigue, sleeping
problems, depression, and anxiety. Furthermore, Gazzaniga and Heatherton (2003) concluded that
employees’ reactions to the pressure of perceived job insecurity may be emotional (anxiety, agitation,
life discontent), physiological (a higher heart rate, elevated catecholamine emission) and behavioural
(drug usage, absenteeism, loss of concentration) in the short term. They do, however, acknowledge
that the build-up of these reactions could contribute to more permanent and noticeable harmful effects
on mental and physical health over the longer term. Likewise, Siegrist et al. (1990) claimed that there

is a direct connection between perceived job insecurity and increased heart disease manifestation.

De Witte et al. (2016) stated that a review study on the results of longitudinal job insecurity would
contribute to the literature in determining whether job insecurity has a causal impact on well-being,
or whether causation is reversed or reciprocal. The review done by De Witte et al. (2016) highlighted
that thirty-two studies on non-domain-specific well-being were completed over several years.
Twenty-one studies focused on mental well-being by using the General Health Questionnaire-12
(GHQ-12) of Goldberg (1978), fourteen on depression or the symptoms thereof, three on anxiety,
and two on self-esteem. These studies collectively observed an increase in job insecurity over time
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and provided clear evidence of normal causality. The three times reciprocal causation was tested, it
was observed twice. It was also found that job insecurity increased the risk for psychological distress
by 30-31%. Depressive symptoms were studied and reported on sixteen samples, where ten samples
were positive and six had no effects, signifying normal causation was found in two-thirds of the
studies (De Witte et al., 2016).

Another study found a strong statistical correlation between insecurity and poor health amongst older
workers in sixteen European countries. Research done by Laszlo et al. in 2010 found that workers
who indicated poor job security were 39% less likely to state good or very good health (as opposed
to fair, poor, or very poor). Because the insecurity could be endogenous, meaning it is caused by
another related factor(s), the variables could not be viewed as causal. The assumption could be made
that less healthy individuals were associated to less secure jobs (*reverse causality™) for some reason.
In that regard, there is a link between health and insecurity, however it is not clearly defined in the
causality. It might also be that some unknown risk surrounding the working environment could exist
and that workers were simultaneously making themselves less healthy and less secure. Nonetheless,
the range and scope of these cross-sectional observations should not be overlooked. Several other
cross-sectional studies present the same issue, often taking into consideration several contributing

factors, with various reasons for poor health or low well-being.

The stress associated with the uncertainty of job insecurity is a significant psychological element.
Researchers on psychological job insecurity have highlighted how job insecurity should be classified
as a major cause of stress. Although low stress levels can be inspirational for employees to work
harder, there is considerable evidence of the damaging effects of high or prolonged stress on health
and well-being (Green, 2015).

According to the research by Setati et al. (2015), there is strong statistical support for the association
between job insecurity and well-being. They attributed this insecurity to physical symptoms, social

dysfunction, anxiety, depression, and feelings of worthlessness.

2.7 SENSE OF COHERENCE AS MEDIATOR

The SOC of an individual is an integral indicator of their well-being (Antonovsky, 1993a; Rothmann,
2001). General well-being is linked to a strong SOC (Feldt, 1997) and emotional health (Eriksson &
Lindstrom, 2006), impacting depression and anxiety levels (Matsuzaki et al., 2007). A study
performed by Strimpfer et al. (1998) discovered a correlation between SOC and job insecurity.
Employees with high job insecurity levels demonstrated very low levels of SOC (Grant, 2005). A
strong sense of SOC is associated with low job insecurity (Feldt et al., 2004). Hartley et al. (1991) as
well as Feldt et al. (2000) supported this relationship, suggesting that there is a connection between
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job insecurity and an SOC. Barbosa (2009) observed that the correlation between job insecurity and
well-being is enhanced by the SOC, thus evaluated as a mediator variable on the correlation between

insecurity and well-being.

Baron and Kenny (1986) commented that while the comprehensive analysis for moderator variables
IS a more recent approach, the importance of mediating variables have been confirmed by
psychologists for a long time. Perhaps the most common formulation of a mediation hypothesis is
Woodworth's (1928) S-O-R model which recognizes that an active organism intervenes between
stimulus and response. In this model, the fundamental concept is that the impact of stimuli on
behaviour is mediated by different mechanisms of change within the organism. Baron and Kenny
(1986) further explained that a given variable can be assumed to act as mediator to the degree that
the relationship between the indicator and the criterion is accounted for. Mediators describe how
internal psychological meaning is taken on by external physical events. Although moderator
variables determine when such effects occur, mediators speak about how or why these impacts occur
(Baron & Kenny, 1986).

2.8 RESEARCH MODEL AND HYPOTHESIS

Given the above literature, explaining the mediating role between job insecurity and well-being, the
following diagrammatical description will depict the relationship between the variables. SOC is
therefore proposed as a type of intervening buffer in the relationship between job insecurity and well-

being.

Sense of Coherence

Job Insecurity Well-Being

[
»

Figure 2.3: Diagrammatical — Mediating effect of Sense of Coherence between Job Insecurity and Well-

Being.
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The following major hypothesis to be tested in the present study:
H1 — There is a statistically significant relationship between job insecurity and well-being.
H2 — Sense of coherence has an indirect effect on relationship between job insecurity and well-being.

2.9 CONCLUSION

An overview on the literature on job insecurity, well-being, and sense of coherence, as well as the
different theories, were studied in this chapter. It then discussed the relationship between and
amongst the variables of job insecurity and well-being, as well as a sense of coherence in a mediating
role. The chapter ended with a statement of the hypothesis tested in the present study. The study's

research approach to test the hypothesis is described in the following chapter.

An overview on the literature on job insecurity, well-being, and sense of coherence, as well as the

different theories, were studied in this chapter.
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CHAPTER THREE: RESEARCH METHODOLOGY
3.1 INTRODUCTION

The foundation for the research design and methodology presented in this chapter is based on the
review of relevant literature presented in chapter two. The research methodology is used to define,
describe, and anticipate phenomena, as well as to draw conclusions by the researcher on what they
believe is valid and correct (Almalki, 2016). The methods for investigating the relationships will be
outlined in this chapter. It provides an overview of the research design that will be used to investigate
job insecurity, sense of coherence and well-being amongst representatives working under supervision
in the financial services industry. It provides a reference to how the sample was selected, the
measuring instruments used, and the psychometric properties thereof. The chapter concludes with a

discussion of the statistical analyses that will be performed to test the hypotheses of the study.

3.2 RESEARCH DESIGN

The structure for gathering and analysing data on variables listed in a specific research problem is
known as the research study design. There are many different types of research study designs, each
with its benefits and disadvantages. The nature of the question, the purpose of the study, and the
accessibility of resources all influence the type of study design that will be chosen to address a
specific research topic. It is crucial to comprehend the many research design types, as well as their
advantages and disadvantages since the design of a study might impact the validity of its findings
(Ranganathan & Aggarwal, 2018).

The gathering and data analysis in a quantitative research strategy is centred on facts and numbers.
The methodology could be regarded as having a scientific character. Given that statistical data are
utilised in the research analysis and description, the researcher spends less time and effort describing
their findings. Correlations between variables that can be analysed statistically are generally

examined in quantitative investigations using statistical methods (Dudovskiy, 2022).

From an ontological perspective, quantitative research is associated with positivism. As a result,
using the hypothetico-deductive lens to determine the structure and foundations of positivism is a
good starting point. The method is used to verify a hypothesis, frequently stated quantitatively, where
the correlation between causative and explanatory factors (independent variables) and the results, can
be inferred (dependent variables). The hypothetico-deductive method is a linear process, starting
with a literature review to (i) construct a hypothesis, (ii) develop research by conceptualising
variables, and (iii) undertake an empirical study based on the outcome of the experimentation.
Finally, the result of the study is used to further refine theory and contribute to the literature. The

results of an empirical investigation can be used to reinforce or enhance theory (Park et al., 2020).
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A quantitative questionnaire-based tool was utilised in the present study. As per Eyisi (2016)
quantitative tools use numerical information to save resources and time. The researcher distributed
a questionnaire through an online platform named SurveyMonkey, saving time and effort by using
this method. Due to accessibility, a larger sample could be targeted, resulting in a higher response
rate. The data could be easily obtained and SurveyMonkey provided a dashboard to track the
completion rate for the duration of the questionnaire. The inferences are impartial and based on facts
from the numerical data collected. The researcher reviewed the data using the social sciences
statistical package (SPSS) version 28. The hypotheses guided the objectives of the present study and

provided direction for the presentation of the results in Chapter 4.

3.3 RESEARCH METHOD

The present study used a cross-sectional method for data gathering. As per De Beer et al. (2016) this
method allows for the collection of data at a certain point in time, consideration of the relationships
between variables, and quantitative analysis of the data. To understand more about the overall
population, researchers collect data from the sampled components. Cross-sectional studies are quick
and inexpensive to conduct, providing estimates of the prevalence of results or causes (Setia, 2016).

3.4 THE POPULATION, SAMPLE, AND SAMPLING TECHNIQUE

The entire demographics which a researcher wants to draw inferences from, is referred to as a
population. The particular group or subset of the population which data is gathered from, is known
as a sample. In cases where the population is sizeable, geographically widespread, or difficult to
contact, it is necessary to utilise a sample. By applying statistical analysis, one can anticipate
population data or test hypotheses, using sample data. As a result, conclusions are drawn from the

sample and generalised to the entire population (Bhandari, 2022).

Ideally, a sample should be randomly selected and represent the population. When probability
sampling techniques like simple random sampling or stratified sampling is adopted, the likelihood of
sample bias is reduced, and internal and external validity are increased. For practical reasons,
researchers frequently utilise non-probability sampling techniques. These samples are selected based
on a set of factors and might be easier to access a sample of the population or are less expensive. Due
to the non-random selection methods, any statistical inferences about the wider population will be
weaker than with a probability sample. Information is gathered from population members who are

willing to participate in quantitative sampling (Bhandari, 2022).

The population for this research consisted of independent representatives working under supervision
in the financial services industry in South Africa. F. Mabaso, Divisional Executive for Licensing
and Business Centre for the FCSA, confirmed that the number of supervised representatives in South
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Africa on 7 October 2022 was 67 916 (personal communication, October 7, 2022). It should,
however, be noted that the FCSA does not distinguish between tied and independent supervised
representatives. As the present study only focussed on the latter, it is thus not possible to determine
the exact population size.

A non-probability sampling design was used based on the method of convenience. Non-probability
sampling techniques, which do not guarantee that every member of a target population will partake
in a study, are less objective than probability sampling. Even though non-probability sampling can
take many different forms, the most popular ones include convenience sampling (the researcher
announces the study, and respondents choose whether to take part), snowball recruiting (respondents
are referred to the researcher, and purposeful sampling take place (the researcher selects the
respondents). It is important to note that non-probability sampling research results can only be
applied to the research respondents and researchers cannot generalise study findings and apply them
to a wider population. Research using non-probability sampling does not permit the assessment of
sampling error or the accuracy of data in relation to a target population. A non-probability-based
study cannot draw empirical relationships or conclusions about causality that are applicable to
populations other than the participant group (Stratton, 2021).

Within the financial services industry, there are organisations acting as compliance providers to FSPs.
The CEO of one such company was approached, and permission received to distribute the

questionnaire to the client base of supervised representatives.

The researcher created the survey questionnaires on SurveyMonkey, and a link was e-mailed to
respondents for completion of the questionnaire. The respondents also had the opportunity to decline
participating in the research by clicking on the ‘disagree’ button, whereafter their e-mail addresses
were removed from the register. The online method provided a safe platform to gather information
during the ongoing Covid-19 pandemic. A link to the questionnaire was also posted to LinkedIn and
Facebook on the researcher’s profile to encourage respondents who were eligible in terms of the
parameters of the research (that is, independent representatives working under supervision in the

financial service industry) to complete the questionnaire.

Researchers use generalisability in an academic environment. It can be characterised as the
extrapolation of findings and recommendations from a study done on a sample population to the total
population. Although the reliability of this extension cannot be guaranteed, it is statistically plausible.
Quantitative research provides a solid basis for developing broad generalisability, necessitating data
on big populations. The greater the sample population, the more generalisable the outcome is. Should
researchers succeed in gathering enough evidence to support a hypothesis, an explanation of the
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behaviour of the data can be developed, in which case the hypothesis will be generalisable to
comparable situations. Such generalisation, however, cannot be viewed as definitive or exhaustive

due to its probability-based premise (Barnes et al., 2022).

3.5 THE DATA COLLECTION PROCEDURE

The research questionnaire was approved by the necessary committees at the relevant university
before it was conducted. The Humanities and Social Sciences Research Ethics Committee gave
ethical clearance to conduct the research (ANNEXURE A: Ethical Clearance). For this study,

primary data was collected by utilising an online questionnaire.

The researcher created the survey by making use of SurveyMonkey, an online questionnaire platform.
A link was generated, and an e-mail was sent to the identified respondents. The e-mail explained the
purpose of the study, who the researcher was, and a request to voluntarily participate in the research.
It furthermore stated the approximate duration of the questionnaire as well as confidentiality. The
respondents were also informed that the responses would be anonymous, and no personal data would
be collected other than information to provide statistical data. Participants indicated their willingness
to partake in the study by clicking that they agreed, after which the online questionnaire was opened
to proceed and complete the survey. Any participant who did not want to partake in the research,
could opt out by indicating their disagreement, whereafter the survey would stop. In this case, a

system-automated message expressed appreciation for their time.

The online survey included four sections: Section A to C measured the study variables, and Section
D the biographical information. A mandatory response format was used in Sections A, B, and C to
ensure that respondents completed all the questions before advancing to the next page. Respondents
could, however, opt out at any time should they not wish to complete the questionnaire. Once the
online questionnaire was completed, the respondents clicked the submit button, whereupon the
questionnaire was automatically captured and forwarded to the researcher.

A link to the survey was e-mailed to 1 281 possible respondents. This link was e-mailed three times
to those who have not responded during the data collection period. A link to the survey was also
posted on social media twice to reach potential respondents who were not clients of the compliance
company the researcher had access to. A total of 253 responses were received, of which 213 were
fully completed, representing a response rate of 16.63%. Considering the average online survey
response rate of 44.1% as per Wu et al. (2022), this response rate obtained could be considered as
low. According to an analysis by Holbrook et al. (2007), studies with a response rate as low as 20%

may provide results that are equally accurate to those with a response rate of 60%—70%.
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3.6 THE MEASURING INSTRUMENTS

The four instruments used to gather the data were the 8-Item Job Insecurity Scale (JIS) measuring
job insecurity, the 12-Item General Health Questionnaire (GHQ-12) measuring well-being, the 29-
item Orientation to Life Questionnaire (OLQ) measuring sense of coherence, as well as a

biographical questionnaire.

3.6.1 THE JOB INSECURITY SCALE (JIS)

The Job Insecurity Scale (JIS), created by De Witte (2000) aims to quantify and identify an
employee's perceptual and emotional job insecurity. Pienaar et al. (2013) verified the JIS in 2013 for
the South African environment, resulting to a condensed version. The JIS in its condensed form
consists of eight items (four perceptive and four emotional job insecurity items). Due to problems
with applications and translation, three of the original items were eliminated. Pienaar et al. (2013)
confirmed that the items on the shortened South African version loaded onto the different sub-
dimensions and presented that the items were measuring what they were intended to measure.
Cronbach’s alpha values for the dimensions were greater than 0.80. There were no double loadings
and the two sub-dimensions proved to correlate substantially (r = 0.59). The perceptive and
emotional dimensions were considered valid and reliable to measure job insecurity in various sectors
within South Africa (Pienaar et al., 2013). Items 1-4 test for affective insecurity (example item 2: “I
am worried over whether I will keep my job”) and items 5-8 test for cognitive insecurity (example
item 7: “I am certain/sure of my job environment”). The response scale is a 5-point Likert type scale

ranging from 1 (Strongly Disagree) to 5 (Strongly Agree).

Nonetheless, Pienaar et al. (2013) acknowledged that there likely could be potential limitations to the
scale. These were determined to be the only positively formulated and only negatively formulated
emotional items, respectively, that measure the employee's perceived job insecurity. The construct
validity of these two variables may be compromised by emotive responses from those completing
the scale considering the aforementioned. Additionally, the authors noted that the JIS categories and
organisational outcomes might not adequately reflect an employee's perceived and emotional job
insecurity. This research study utilised the JIS for the South African context. As per Llosa et al.
(2017) the two dimensions, cognitive and affective job insecurity, remain present in both the
exploratory factor analysis and the confirmatory analysis, which assessed one-dimensional and two-
dimensional models. For the purpose of this study, the JIS was regarded as a unidimensional, overall

factor.
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3.6.2 THE 12-ITEM GENERAL HEALTH QUESTIONNAIRE

Since Goldberg (1978) presented the General Health Questionnaire (GHQ), it has been translated
into various languages, demonstrating its reliability and validity. The original GHQ contains 60
items, and multiple versions exist, including the GHQ-12, most frequently used because of its
simplicity. The GHQ-12 contains 12 items requiring the individual to rate his or herself, indicating

whether they have experienced a symptom during the last week with four response indexes.

The popularity of the GHQ-12 can be attributed to its strong psychometric properties as well as its
ease of administration. It contains six items that are positively phrased (e.g., “Have you been able to
concentrate on what you were doing”) and six items that are negatively phrased (e.g., “Have you lost
much sleep over worry”). Items are scored on a 4-point scale, using the Likert scoring method (0-1-
2-3). A total score between 0 - 36 is calculated by adding the scores, with higher numbers indicating
lower psychological well-being. Due to its wider scoring range, scoring done by using the Likert-
type scale may be more sensitive in identifying changes in psychological well-being over time than
the conventional scoring approach (Armino et al., 2021).

The GHQ-12 is used by clinicians and researchers in a variety of fields to screen for psychiatric
disorders. It is a validated, high-sensitivity questionnaire that has been widely used to screen
populations for stress. In a South African study, the overall Cronbach's alpha coefficient for all items

in the instrument was 0.847, indicating that the study instrument was reliable (Govender et al., 2012).

Giusti et al. (2022) in their longitudinal study determined whether the GHQ-12 was unidimensional
adequate to allow the calculation of a total score. The results supported a significant overall factor.

As a result, for the purpose of the study, the GHQ-12 was viewed as a single, global factor.

3.6.3 THEORIENTATION TO LIFE QUESTIONNAIRE

Anton Antonovsky created the 29-item Orientation to Life Questionnaire (OLQ), which has been
translated into at least 51 languages and is the most used tool for measuring SOC. The Orientation to
Life Questionnaire (OLQ) was developed to assess three aspects of SOC: comprehensibility (the
perception that life events are interpretable and predictable), manageability (the perception that one
has the resources to meet life's expectations), and meaningfulness (life demands seen as a challenge
rather than a burden). Eleven items measure comprehensibility (example item: “When you talk to
people, do you have a feeling that they don’t understand you?”); ten items measure manageability
(example item: “When something unpleasant happened in the past, your tendency was...”, from ‘to
eat yourself up about it” to ‘to say “ok that’s that, I have to live with it” and go on”); and eight items
measure meaningfulness (example item: “Doing the things you do every day is: (from ‘a source of

deep pleasure and satisfaction’ to ‘a source of pain and boredom’). A semantic scale of 1 point (never)
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to 7 points (always) are the response options to the questions. These three factors, according to
Antonovsky’s theory and empirical findings (Lajunen & Gaygisiz, 2019) are strongly interrelated
and form a common SOC factor.

The SOC measurement has undergone empirical testing in a variety of cultures, including Western,
African, and Asian societies. Studies have been done on various samples, including general
populations, professions, people with disabilities, patient groups, children, adolescents, adults, and
the elderly, as well as families, organisations, and society at large. In total, at least 51 different
languages and at least 51 different nations have used the SOC survey. Antonovsky argued, it is best
to avoid taking out individual dimensions to study them independently (Mittelmark et al., 2017);

thus, for the purpose of the study, SOC was treated as a unidimensional, overall factor.

As Antonovsky hypothesised, a wealth of research shows his scales to be reliable, valid, and cross-
culturally applicable instruments (Eriksson, 2017). Antonovsky (1993a) recorded Cronbach’s alpha
coefficients for OLQ in 29 research studies ranging from 0.85 to 0.91. Rothmann (2002) reported an
alpha coefficient of 0.89 for the OLQ, which may be regarded as acceptable (Nunnally & Bernstein,
1994). The reliability for the OLQ-29 item test-retest correlations range from 0.69 to 0.78 (1 year),
0.64 (3 years), 0.42 to 00.45 (4 years), 0.59 t0 0.67 (5 years), and finally 0.54 after the 10-year follow-
up (Eriksson & Lindstrém, 2005). In light of this, the SOC scale shows high internal consistency.

3.6.4 BIOGRAPHICAL QUESTIONNAIRE

The biographical questionnaire was a self-developed instrument that was administered to obtain
information, which includes gender, age, marital status, highest qualification, and years in the
financial industry. The demographic characteristics are discussed in chapter four. This section was
not mandatory to answer as the researcher wanted to respect a respondent’s willingness to share

personal information.

3.7 DATA ANALYSIS PROCEDURE

The data collected for this study was analysed by using the Statistical Packages for Social Sciences
(SPSS) version 28. The SPSS is a statistical program that enabling the researcher to analyse data and
draw conclusions based on the findings of the study. Inferential statistics was one of the statistical
analysis techniques used. The raw data from the administration of surveys was transferred to SPSS

and translated into information that the researcher could understand.

3.71 DESCRIPTIVE STATISTICS

Descriptive statistics provide an overview of the sample under investigation without relying on the
probability theory to derive conclusions. Even if inferential statistics are the primary goal of a
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study, descriptive statistics are nevertheless used to provide a general overview. Descriptive
statistics were used to determine the sample characteristics, as well as basic quantitative

measurements like percentages, means, and standard deviations.

3.7.2 INFERENTIAL STATISTICS

The researcher is attempting to draw inferences that go beyond the data at hand, using inferential
statistics. Inferential statistics, for example, can be used to try and extrapolate what the population
might think, based on the sample data. Alternatively, inferential statistics can be used to assess the
likelihood that an observed variance between groups is reliable or one that occurred by chance in the
research. Inferential statistics are utilised to draw inferences from data to more general situations,
whereas descriptive statistics are used to simply describe what is happening in the data (Trochim,
n.d.).

3.7.2.1 PEARSON’S PRODUCT MOMENT CORRELATION

Pearson's product moment correlation coefficient is indicated as o for a population parameter and r
for a sample statistic. When the variables being analysed are normally distributed, this method is
utilised. An association, relationship, connection, link, or correspondence is referred to as
correlation. Correlation is a method of determining the strength of a two-way linear relationship
between two continuous variables. When a correlation coefficient is zero, it indicates that there is no
linear relationship between continuous variables; a correlation coefficient of -1 and +1 shows a
perfect linear relationship. The stronger the correlation, the closer the correlation coefficient comes
to +1 (Makua, 2012).

The study used the Pearson Product Moment Correlation to indicate the direction, strength, nature,
and significance of the bivariate relationships of the variables in the research. Pearson’s correlation
analysis was used to determine the inter-relatedness of the JIS (job insecurity), GHQ-12 (mental well-

being) and OLQ-29 (sense of coherence).
3.7.2.2 MULTIPLE REGRESSION

Regression is a statistical technique for evaluating and analysing the relationship between two or
more variables of interest. The method used to perform regression analysis aids in determining which
elements are relevant, which may be ignored, and how they interact. The multiple regression analysis
includes a dependent variable and one or more independent variables that predict the dependent
variable. (Ashok, 2020). The dependent variable of the intended study is the mental well-being of
supervised financial advisors, the independent variable being job insecurity.
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3.7.2.3 INDIRECT EFFECT

A mediation analysis will be done using PROCESS Macro in SPSS to determine the indirect effect
of sense of coherence on the relationship between job insecurity and mental well-being. In a
mediation model, an indirect effect is quantitatively operationalised as a causal effect, and mediation
analysis is frequently used to test and inform theory and discussion regarding the mechanism(s) by
which causal effects occur (PROCESS Macro for SPSS and SAS, n.d.). Mediation analysis is
commonly used to provide an understanding on how a presumed causal precursor variable (X)
impacts an outcome of interest (Y) by influencing one or more mediator(s) (M), which in turn affects
the outcome. In behavioural science research, mediation models abound, with the primary goal of
estimating the indirect effects of X on Y (Coutts & Hayes, 2022).

3.8 ETHICAL CONSIDERATIONS

As per De Vos et al. (2005, p.69) ethics is a “set of widely accepted moral principles that offer rules
for, and behavioural expectations of, the most correct conduct towards experimental subjects and
respondents, employers, sponsors, other researchers, assistants, and students”. For this reason, the
researcher must ensure that the respondents are protected when performing research with people, and

that no harm will befall the study respondents.

According to Bryman and Bell (2007) there are important principles related to ethical considerations
a researcher needs to take into consideration with regards to the researched respondents. Some of
these principles are: (i) the research participant should not be harmed in any way; (ii) respect and
dignity of the research participant must be prioritised; (iii) the research participant needs to provide
full consent prior to the research; (iv) the research participant’s privacy and confidentiality need to
be ensured; (v) anonymity of the individual and/or organisation’s participation in the research has to
be warranted; (vi) any possible conflicts of interest need to be declared; (vii) all communication
concerning the research should be done with honesty and integrity, and lastly (viii) any type of bias

with regards to the data finding must be avoided.

No harm was intended for any of the respondents involved in performing this study. both mentally
and physically. Respondent’s privacy is ensured, and no information will be disclosed without their
prior permission. In addition, no participant was forced to participate in the research. Respondents
were guaranteed anonymity and confidentiality during the study and were not obliged to reveal their

names on the survey to remain anonymaous.

A link to the survey questionnaire was e-mailed to the population group which fit the requirements

of supervised representatives working for independent financial services providers. A link to the
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survey was also published on social media platforms. The introduction to the questionnaire included
informed consent to participate in the research, thus the participant was not forced to complete the
questionnaire and participated voluntarily. The purpose of the study was explained in detail and the

respondents’ anonymity were guaranteed.

3.9 CONCLUSION

The third chapter provided an overview of the research methodology used in the present study. The
chapter started with an explanation of the research design, followed by an overview of the sampling
procedures as well as the population from which the sample was drawn. Next, the measurement
instruments and their psychometric properties were discussed. Following this, the details of the
statistical analyses were discussed, and finally the chapter concluded with a high overview of the
ethical considerations overseeing the data collection process. The following chapter examines the
results of the study.
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CHAPTER 4: RESEARCH FINDINGS
41 INTRODUCTION

The objective of this chapter is to present the statistical analysis that was performed to test the
hypothesis presented in chapter three. The information presented in former chapters provides context
in which the current chapter presents and interprets the empirical studies. Firstly, the sample
demographics and its attributes are introduced. This is followed by the presentation and discussion
of the descriptive statistics and reliability testing. Lastly, the analysis of each tested hypothesis is

presented.

4.2 MISSING VALUES

To eliminate missing data from the respondents, a mandatory response format was used in Sections
A, B and C. These sections contained the measuring instruments utilised. The respondents had to
complete all the questions before moving on to the next section in the online questionnaire.
Incomplete responses on any of the variables resulted in removal of the response. A total of n = 253
respondents participated in the study of which n = 253 completed the JIS scale, n = 242 completed
the JIS-8 and GHQ-12 scales, and n =213 completed the JIS, GHQ-12 and SOC-29 scales. For this
reason, forty responses were removed, resulting in the final sample of n =213, with no missing values
imputed in Sections A, B and C. Section D, which contained the biographical data, was not
compulsory to complete and respondents could opt out if they so choose. For this reason, missing

values are present in the biographical details.

43 SAMPLE CHARACTERISTICS

Table 4.1 below represents the study sample characteristics for the sample population. This table

outlines the gender, age, marital status, and highest qualification of the study sample.

Table 4.1 Demographic characteristics of the sample (n = 213)

Characteristic Category Frequency (n) Percentage (%)
Gender Male 106 49.8%
Female 104 48.8%
Unanswered 3 1.4%
Age 18-23 19 8.9%
24-35 100 46.9%
36-45 44 20.7%
46-55 42 19.7%
56-60 4 1.9%
Above 60 1 0.5%
Unanswered 3 1.4%
Marital Status Single 64 30.0%
Married 114 53.5%
Divorced 6 2.8%
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Separated 7 3.3%

Co-habitation 15 7.0%
Widow(er) 5 2.3%
Unanswered 2 0.9%
Highest qualification Matric (Grade 12) 56 26.3%
Certificate 39 18.3%
Diploma 36 16.9%
Bachelor’s Degree 72 33.8%
Master’s Degree 7 3.3%
Years in the financial 0-3 Years 88 41.31%
services industry 4-10 Years 72 33.80%
11-15 Years 22 10.32%
16-20 Years 13 6.10%
More than 20 Years 13 6.10%
Unanswered 5 2.34%

As can be seen from Table 4.1, 49.8% (n = 106) of the respondents are male, compared to 48.8% (n
= 104) females. More males than females responded to the survey and 1.4% (n = 3) of respondents

did not answer the gender question.

Most respondents are between the age group of 24 - 35 years (46.9%, n = 100), followed with 20.7%
(n = 44) being between the age group of 36 - 45 years, 19.7% (n = 42) in the age group of 46 — 55
years, 8.9% (n = 19) in the age group of 18-23 years and 1.9 % (n = 4) in the 56 - 60 years age group.
Only 0.5% (n = 1) of respondents are in the age group above 60 years.

Table 4.1 indicates that most of the respondents’ marital status is married (53.5%, n = 114), with
other statuses indicated as single (30.05, n = 64), co-habitation (7%, n = 15), separated (3.3%, n =7),
divorced (2.8%, n = 6) and widowed (2.3%%, n = 5).

Most of the respondents (33.3%, n = 72) achieved a Bachelor’s Degree, with (26.3%, n = 56) who
completed Matric (grade 12), (18.3%, n = 39) who attained a certificate, (16.9%, n = 36) holding a
diploma and (3.3%, n = 7) had a Master’s Degree as highest qualification.

Table 4.1 further indicates the respondents’ experience in terms of years in the financial services
industry, i.e., 41.31% (n = 88) who had experience of 0 — 3 years, 33.80% (n =72) had 4 — 10 years,
10.32% had 11 — 15 years and 6.10% (n = 13) 16 — 20 years and more than 20 years respectively.

44 DESCRIPTIVE STATISTICS AND CORRELATIONS

As a first step in the analysis, the Cronbach alpha reliability of each variable was established. The

result of the analysis is displayed in Table 4.3. The Cronbach alpha for the variables is, a =.866 for
the 8- item JIS, o = .913 for the 12-item GHQ, and a = .854 for the 29-item OLQ respectively. As
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each of these scores exceed the acceptable criteria of reliability of >.7 (Sekaran, 2003), the

measurements were deemed to be reliable for use in the present study.

The distribution of the data was also considered by reviewing the skewness and kurtosis scores for
each variable. For all the instruments, the data was negatively skewed, with skewness scores ranging
between .289 (JIS-8) and .454 (GHQ-12). The kurtosis scores ranged from -.324 (GHQ-12) to -.999
(J1S-8). As all these scores are within the guidelines of -1 to 1 for normality, the data was deemed to
be normally distributed (Mishra et al., 2019).

Descriptive statistics were used to describe the mean score and standard deviation of each of the
composite variables. For the JIS-8, higher scores indicate higher levels of job insecurity experienced
by respondents. In light of the fact that the higher end of the Likert scale used was five, the mean
score of 2.27 indicates low to average levels of job insecurity. For the GHQ-12, lower scores indicate
greater levels of well-being. Considering the Likert scale range of zero to three, respondents seem
to, on average, lean towards greater well-being with a mean score of 1.14. For the OLQ-29,
respondents on average (M = 4.63, Likert scale range 1-7) seem to agree more to having higher levels
of SOC than not.

Table 4.2: Descriptive statistics and correlations between the variables

Scale o M SD 1 2
1. JIS-8 .866 2.2746 87793 /

2. GHQ-12 913 1.1416 61777 587** /
3. OLQ-29 .854 4.6259 .73613 -.538** - 573**

Note: o = Cronbach alpha reliability; M = Mean; SD = Standard Deviation; JIS-8 = measure of job
insecurity; GHQ-12 = measure of well-being; OLQ-29 = measure of sense of coherence; ** = statistically
significant at the 0.01 level (2-tailed).

As a third step in the analysis, the relationships between the variables were studied. All relationships
between the variables were found to be statistically significant, where specifically the relationship
between job insecurity and well-being showed a moderate correlation of r = .587, p < 0.01. These
results support the acceptance of hypothesis 1, stating that a statistically significant relationship exists

between job insecurity and well-being.

441 INDIRECT EFFECT ANALYSIS

The study assessed the mediating role of sense of coherence on the relationship between job
insecurity (as measured by the JIS-8) and well-being (as measured by the GHQ-12). The results
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revealed a significant indirect effect of f =.1370 (LLCI =.0856; ULCI =.1962). This result supports
acceptance of Hypothesis 2, as sense of coherence has a statistically significant indirect effect on the

relationship between job insecurity and well-being.

Furthermore, the direct effect of job insecurity on well-being in the presence of the mediator was also
found to be statistically significant, f = .2758, t (213) = 6.3861, p = .000, LLCI = .1907, ULCI =
.3610. Therefore, it is concluded that sense of coherence is a mediator in the relationship between

job insecurity and well-being.

45 CONCLUSION

To provide an impartial account of the findings of the study, this chapter used descriptive and
inferential statistical analyses to describe the research results. Through these analyses, the researcher
was able to find significant relationships between the variables under investigation, test the two
hypotheses, and finally make an inference on the role that SOC has on the relationship between job

insecurity and well-being of independent financial advisors working under supervision.
A summary of the hypothesis testing can be presented as follows:

Table 4.3 Summary of hypothesis results

Nr  Hypothesis statement Result

H:  There is a statistically significant relationship between job insecurity and Accepted
well-being.
H>  Sense of coherence has an indirect effect on relationship between job Accepted

insecurity and well-being.

In the following chapter, the results of the study are further discussed, including the implications,

limitations, recommendations and finally, the conclusion.
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CHAPTER 5: DISCUSSION, RECOMMENDATIONS AND CONCLUSION

5.1 INTRODUCTION

The previous chapters outlined the research problem, as well as the literature on job insecurity, well-
being, and SOC. The literature reviewed in Chapter Two highlights the relationships between job
insecurity and well-being, and the role of SOC as a mediator. Chapter Three outlined the
methodology which the current study utilised, while Chapter Four presented the results. To provide
an impartial account of the findings of the study, this chapter used descriptive and inferential
statistical analyses to describe the research results. Through these analyses, the researcher was able
to find significant relationships between the variables under investigation, test the two hypotheses,
and finally make inferences about the mediating role of sense of coherence in the relationship

between job insecurity and well-being of independent financial advisors working under supervision.
52 OVERVIEW OF THE STUDY AND DISCUSSION ON THE RESULTS

The purpose of the research was to explore the mediating role of sense of coherence in the relationship
between job insecurity and well-being. The subject under research was independent financial
advisors working under supervision in the financial services industry in South Africa. A cross-
sectional research design was utilised to attain the objectives as set out by the research. The invitation
to participate in the study was e-mailed via SurveyMonkey to the respondents, clients of the
compliance company that provided access to the researcher. A total of 1 281 e-mails were submitted
and the researcher posted the invitation on her social media platforms to reach respondents fitting the
profile but not a client of the organisation. The number of respondents was determined to be adequate

for the current purpose of the study.

5.21 DEMOGRAPHIC INFORMATION

The sample for the current study comprised 213 supervised representatives working in independent
financial services providers in South Africa. The sample showed an equal gender distribution, with
most of the respondents between the age group of 24-35 years (n = 100, that is 46.9%), followed by
the 36-45-year age group (n = 44 or 20.7%) for supervised representatives. Most of the respondents
were married (n =114 or 53.5%), followed by 30% being single (n = 64).

Most respondents had a Bachelor’s Degree (n = 72, that is 33.8%), with Matric/Grade 12 (n = 56,
that is 26.3%) as highest qualification achieved. Given the competence requirements, a Grade 12
certificate allows one entry into the industry, however the supervised representative needs to obtain
a full recognised qualification within six years of first appointment. From the respondents, 41.31%
(n = 88) has been in the industry for 3 years or less, while 33.80% (n = 72) between 4-10 years.
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Many of the respondents (n = 113 or 53.05%) only needed to write the RE examinations once to pass,
followed by three to five attempts (n = 64, that is 30.05%). Lastly, only 7.04% (n =15) had to be
removed from the representative register at FSCA due to not passing their regulatory exams and
0.94% (n = 2) due to not completing their Class of Business modules within the prescribed time.
None of the respondents had to be removed from the representative register due to qualifications not
being met in the allocated period. Only 57 of the respondents indicated that they still had to attempt

their first RE exam.

5.22 HYPOTHESIS 1

The first hypothesis considered whether there is a statistically significant relationship between job
insecurity and well-being among independent supervised representatives working in the financial
services industry in South Africa. The results of the current study show that job insecurity positively
relate to well-being for the respondents to this study. There is a moderate correlation (r = .587, p <
0.01) between job insecurity and well-being, thus it can be concluded that job insecurity is related to
ill health. This is supported by Grant's (2005) research, demonstrating a statistically significant
correlation between job insecurity and overall well-being (anxiety, somatic symptoms, social
dysfunction, worthlessness, and despair). High job insecurity among people is also associated with
health issues. High job insecurity poses a persistent risk and has more direct negative effects on health
(Cheng & Chan, 2008). This suggests that a person’s health is significantly influenced by job
insecurity. The results of Hypothesis One supports that there is a significant relationship between job

insecurity and well-being, therefore Hypothesis One is accepted.

According to the transactional stress theory developed by Lazarus and Folkman in 1987, job
insecurity is a work stressor and demanding feature of the job, with detrimental effects on employees'
health and well-being. Lower mental well-being and more physical symptoms have been linked to
job insecurity. In support of the findings in the present study, numerous studies have found links
between job insecurity and a range of well-being outcomes, with the underlying premise that job
insecurity has an impact on these outcomes. Uncertainty regarding one's career may persist for a long
time and is detrimental to one's health and well-being. Future well-being is negatively impacted over
time by ongoing uncertainty (Cheng & Chan, 2008; De Witte et al., 2015; Handaja & De Witte, 2007;
Sverke et al., 2002). In Van Vuuren's (1990) longitudinal study, respondents who experienced

uncertainty at both time points displayed the lowest levels of well-being.

5.23 HYPOTHESIS 2

Hypothesis two stated that sense of coherence has an indirect effect on the relationship between job

insecurity and well-being. The result of the current study supports the acceptance of the hypothesis
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that a statistically significant indirect effect exists with the role of sense of coherence as a mediator
on the relationship between job insecurity and well-being. Due to the direct effect of job insecurity
on well-being in the presence of the mediator, the conclusion arrived at, is that SOC is a mediator in
the relationship between job insecurity and well-being.

According to a study by Galletta et al. (2019) SOC could be viewed as a marker of quality of life,
particularly the cognitive component, based on the indirect effect. The results demonstrated that SOC
is a psychological process influencing an individual's well-being and having an impact on physical
health. Planning interventions specifically designed to strengthen SOC and enhance well-being, may
be simplified with a better understanding of a person’s SOC and the effect thereof on their well-

being.

In another study by Braun-Lewensohn et al. (2011), SOC was found to be a mediator between
exposure to missile attacks and stress-related reactions in teenagers, as well as acting as mediator
between attitudes toward war and peace within the Israeli-Palestinian conflict and anxiety reactions
in teenagers living in a conflict-ridden area (Braun-Lewensohn et al., 2015). In both studies, strong
SOC was associated with greater resilience (secondary appraisal in the form of psychological
resources) as per Lazarus and Folkman’s (1987) transactional stress theory and less stress-related
responses. Results from the study by Braun-Lewensohn et al. (2015) revealed that SOC served as a
mediator between peace and war attitudes, and anxiety only for peaceful attitudes, which is consistent

with the hypothesis that peaceful beliefs were associated with stronger SOC (Pham et al., 2010).

People will feel less insecure if they consider that their work environment is comprehensive,
manageable, and meaningful to their lives. Lower job insecurity will be experienced by those who
arrange their working environments to be clear, meaningful, and organised. When under stress, one
can activate efficient coping mechanisms by virtue of a strong sense of coherence (Levert et al.,
2000). In this study, sense of coherence is considered a unique personal resource that assists people

in managing difficulties and stressors in their specific working environment (Setati et al., 2015).

53 LIMITATIONS AND RECOMMENDATIONS FOR FUTURE RESEARCH

The current study adds to the existing knowledge of the relationship between job insecurity and well-
being in addition to the mediating role that sense of coherence plays in this relationship. The
limitations listed below does not seriously affect the findings in Chapter Four. They do offer

guidelines that future studies might adhere to in order to enhance the credibility of the research.
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531 LIMITATIONS

The size and composition of the sample, as well as whether these allow generalisation of the results,
represent the first limitation. A larger sample would allow for a stronger base upon which to develop
inferences, even though the sample size was sufficient to allow acceptable strength for the inferential

analysis.

Although the cross-sectional approach does not allow for the formation of causal inferences, it was
the most efficient design at the time since it allowed for the research to be carried out both economical
and reasonably fast. A longitudinal design was not required as the intent of the cross-sectional
sampling design was to collect data for the current study instead of establishing a relationship over
time. Cross-sectional sampling does not analyse behaviour over time because the data was collected
over a brief period (Setia, 2016).

Since the respondents' self-reported responses to the questionnaires enhance the possibility of bias,
the findings of the current study cannot be generalised. A person’s state of mind is arbitrary and
might not be known to other respondents, even though it is acceptable to utilise a self-report

questionnaire to examine a specific phenomenon (Harju et al., 2016; Rosnow & Rosenthal, 2007).

Another significant issue encountered during this study, was the paucity of research on job insecurity
and well-being in the financial services sector, particularly following the amendment of the revised
competence standards and its impact on the supervised representative. The literature that was
accessible concentrated mainly on the adjustments to the competency standards for the financial

services sector.

The total supervised representatives registered with the FSCA as confirmed by F. Mabaso (personal
communication, October 7, 2022), was 67 916. This included all the various sectors in the industry
and not only independent FSPs. The researcher only had access to the client base of a compliance
services provider who work with independent FSPs, and future research can include all the different
sectors. It is noteworthy to highlight that irrespective of the sector, which the supervised

representative works in, the competence requirements remain unchanged.

532 RECOMMENDATIONS

The rationale and intention of this study has from its inception been about uncovering and
establishing whether job insecurity played a role in the well-being of independent supervised
representatives in South Africa, as well as what effect the role of sense of coherence played in this
relationship.
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Since 2004, the financial services industry has experienced more changes than the previous forty
years. Competency requirements became more stringent over the years, with the focus to ultimately
protect the end customer against unscrupulous financial advisors. In light of this, these individuals
were subject to a lot of stress because of the legislative requirements being placed on the industry,
like registering with the FSCA, acceptable qualifications and experience. Persons entering the
industry must acquire experience and competence under supervision to ensure his or her compliance
with a greater level of expertise. Should an individual not comply by the end of his or her supervision
period, they either need to be debarred due to contravention of fit and proper requirements or be
removed from the register before their supervision period has expired. Hence, recommendations are
offered for decreasing job insecurity and enhancing sense of coherence of financial advisors, in order

to maintain good wellbeing.

5.3.2.1 RECOMMENDATION FOR EMPLOYERS AND SUPERVISED
REPRESENTATIVES

It is imperative for FSPs to ensure that appropriate education guidance protocols are executed for
supervised representatives to comply with the competency requirements while being supervised. A
supervisor within the FSP must oversee the activity of a representative working under supervision,
and the relationship must allow for regular interaction between a supervisor and supervisee. The
following activities are under the supervision of a supervisor: confirmation of provided advice, pre-
transaction approval when intermediary services are provided, joint meetings with the supervisee and
clients, as well as any other post transaction testing deemed appropriate. Both the supervisor and the
supervisee must have adequately recorded proof of the supervision that occurred during the
supervisory period, as well as the manner used and how frequently it occurred. These requirements
are set out in Board Notice 106 of 2008 as well as FSCA FAIS Notice 860 of 2018. Although these
guidelines are mandatory, the researcher in her own experience does not always see them being

enforced either regularly or at all.

Should these requirements be enforced as per the outcomes of the regulatory notices, supervised
representatives will be kept up to date of their progress and achievements of the competence
requirements. Any early warning signs will also be highlighted to both the supervisor and supervisee
to ensure necessary actions are taken immediately and not to wait until the supervisory period comes

to an end. These actions may help to decrease the experience of job insecurity.

Further recommendations include the design of a training and development programme, either by the
FSP itself or INSETA (Insurance Sector Education and Training Authority), that is responsible for

the placement of interns within the financial services industry. A training and development
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programme that does not only focus on the competence requirement aspects of training, but also
topics such as SOC, hope, resilience and self-esteem. If the supervised representative’s SOC can be
enhanced, it will play an important role in the event of perceived job insecurity and its effect on their
well-being. A supervisor’s role should also be that of a mentor, supporting and guiding the
supervised representative during challenges as well as successes. Lastly, it is essential that supervised
representatives take responsibility for their own training and development, ensuring that they are on

track as per the mandatory timelines.

5.3.2.2 RECOMMENDATIONS FOR FUTURE RESEARCH

Longitudinal research can be undertaken to observe and record the supervised representative’s
supervision term from date of first appointment until they have achieved the competence
requirements as set out in legislation. A larger sample size is proposed, including supervised
representatives from banks and/or product providers/agencies. Lastly, a combination of qualitative
and quantitative research approach is proposed to make room for probing questions to be asked in

clarifying answers and concepts.

54 CONCLUSION

The objective of this study was to provide evidence that SOC is a mediator of the relationship
between job insecurity and well-being for supervised representatives working in independent FSPs.
This study revealed that SOC enhanced the supervised representative’s positive impact on the threat
of job insecurity and well-being. Poor sense of coherence and a high level of job insecurity are
symptoms of ill health. Based on the findings of the study, it is suggested that FSPs manage job
insecurity by actively engaging with supervised representatives to establish the mandatory objectives,
set specific timelines, and obtain mentoring support, either from their supervisor or another individual

in the FSP. The supervised representative's sense of coherence could enhance their well-being.
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