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Introduction: When hotels no longer keep their promises to their employees, particularly in terms of job security, employees may feel less motivated to perform their tasks. With the certainty of being wronged, they risk falling prey to the hegemony of workplace alienation and anxiety.

Methods: For this purpose, a quantitative methodology, particularly structural equation modeling, was employed to analyse responses from 516 employees working in hotels in Tunisia.

Results and discussion: The findings confirmed that job insecurity had a significant and positive influence on anxiety and alienation at work. In addition, alienation at work significantly and positively influenced the anxiety experienced by employees. The results showed that the relationship between job insecurity and anxiety remained significant after the introduction of work alienation as a mediating variable. The mediation effect of work alienation was confirmed to be partial in the relationship between job insecurity and work-related anxiety. The moderator effect analysis revealed that psychological safety significantly reduced the negative impact of job insecurity on employees' anxiety levels. The research provides useful suggestions to help managers and decision-makers mitigate feelings of alienation at work and high levels of anxiety among employees.
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1 Introduction

Hotels face many challenges in retaining their human resources (Aliane and Gharbi, 2023). For this reason, a balanced social atmosphere and a healthy working environment (Gharbi et al., 2023) have become more essential than ever, as they now represent a major challenge and an imperative that no company can ignore. In their research, Hitchner et al. (2023) argued that promoting conditions conducive to work can direct employees' efforts toward the achievement of common goals. Psychological safety is a highly interesting aspect, as it reflects the mental health of employees, enabling them to make decisions freely (Gharbi et al., 2023). In addition, psychological safety has a significant impact on the reduction of turnover intention among hotel employees (Sobaih et al., 2022).

In the same vein, Conservation of Resources Theory (CRT) (Hobfoll, 1989) posits that employees are strongly motivated to find a physical context that ensures their success, wellbeing and personal satisfaction. CRT suggests that, by nature, human beings continually strive to maintain and develop their personal, social and material resources. Hobfoll (2011) described these resources as concepts that are either naturally valued, such as health and inner peace, or as means to an end, such as money and recognition. These resources are driven by intrinsic value for individuals, since they define them as such—notably in terms of personal value and self-respect (Sobaih et al., 2024). On the other hand, it should be noted that the risk of dispossessing these resources is significantly more serious than their possession, since, although they are difficult to acquire, they are exceedingly easy to lose. It goes without saying that when these resources are threatened or at risk of being lost, affected individuals are likely to endure severe stress (Hobfoll, 1998) and a vulnerability that can lead them to experience unprecedented anxiety (Abouelenien et al., 2024).

On this subject, Windayanti et al. (2025) argued that job insecurity is a recurring feeling of anxiety at work. The destructive influence of job insecurity affects both material and psychological aspects, such as the emergence of a feeling of dissatisfaction (Saputra et al., 2020), the culture of social loafing (Edrees et al., 2023), the intentional decline in productivity (Dewi and Prahara, 2025), the appearance of the intention to leave one's job (Horpynich et al., 2025), anxiety (Khudaykulov et al., 2024), social alienation (Gharbi and Sobaih, 2023), alienation at work (Abouelenien et al., 2024; Mahmoud et al., 2024), and anger (Gahrmann et al., 2024).

While earlier studies (e.g., Sandhu and Fatima, 2021; Mahmoud et al., 2024) found that work alienation is an outcome of work anxiety, the current research assumes that perceived job insecurity could significantly affect both work alienation and anxiety. This is because, like other sectors, when hotels are no longer able to keep their promises to their employees, particularly in terms of job insecurity, the latter may feel less motivated to perform their tasks (Aliedan et al., 2022; Sobaih et al., 2024). Tormented by a feeling of discomfort, employees, certain that they are being wronged, may develop withdrawal behaviors and, in extreme cases, be tempted to leave their companies, since their mental and physical wellbeing is being undermined (Alyahya et al., 2021; Aliedan et al., 2022). In this uncertain landscape that characterizes their daily lives, they become easy prey to the hegemony of stress, alienated work and anxiety (Hobfoll, 1998, 2011). This research aims to turn the spotlight on two constructs of crucial importance. The first, alienation at work, is proposed to act as a mediator in the relationship between job insecurity and anxiety. To the best of the research team's knowledge, this is the first study to investigate this mediation. The second focus is on the role of a moderating variable, namely psychological safety. This research addresses these two understudied issues by measuring the mediation effect of work alienation and the moderation effect of psychological safety, as well as their potential to alleviate the influence of job insecurity on work anxiety.

The objectives of this research are to assess the direct impact of job insecurity on employee anxiety; measure the indirect impact of job insecurity on employee anxiety, particularly through work alienation; discern the type of mediation (partial or total) of work alienation, if any; and determine whether psychological safety can moderate the influence of job security on employee anxiety. The research questions are as follows: in what way can alienation at work play a mediating role in the relationship between job insecurity and employee anxiety? In what way can psychological safety play a moderating role in the relationship between job insecurity and employee anxiety?



2 Theoretical framework and operationalisation of hypotheses


2.1 Job insecurity and work anxiety

Due to seasonal fluctuations, job insecurity remains a ghost that haunts employees in the hospitality industry (Darvishmotevali, 2025). This insecurity is known as the fear of losing one's job for reasons that are sometimes beyond the control of the individual in question (Shoss, 2017; Singh et al., 2025). Hence, this research defines it as the powerlessness felt in maintaining one's job. Its occurrence can have negative repercussions on the employee's physical and psychological resources (Mauno et al., 2007). Indeed, job insecurity is likely to be detrimental to employees' wellbeing (Haar et al., 2025).

Considering wellbeing at work, Lu et al. (2019) stated that workplaces characterized by psychological safety are synonymous with better employee wellbeing. Hence, the risk of running up against anxiety cannot be overlooked, which is an iterative mental health problem (Wood et al., 2025), especially when it comes to job insecurity. This problem is even more serious since redundant anxiety can generate depressive states in some cases (Ernst et al., 2021). Work anxiety refers to a range of feelings such as tension, nervousness and discomfort associated with the performance of a task (Cheng and McCarthy, 2018). Anxiety at work often appears to be related to job insecurity, as it is rooted in concerns about uncertainty or potential danger, which characterize the latter (Miceli and Castelfranchi, 2005).

Numerous studies have revealed that job insecurity has a positive impact on anxiety outcomes. For example, Boya et al. (2008) conducted a cross-sectional study across 11 hospitals to examine the effects of job insecurity on the anxiety levels of 462 nurses working in healthcare in Izmir, Turkey. The study observed that job insecurity significantly and positively affected the nurses' anxiety (Boya et al., 2008). In England, where job insecurity has increased, a survey conducted by the Workplace Employment Relations Survey (WERS) in 2011, involving over 16,000 employees across 1,100 organizations, confirmed that job insecurity is associated with work-related anxiety (Wang et al., 2020). Llosa et al. (2018) conducted research in Spain based on a systematic meta-analysis of 56 independent samples, totalling 53,405 participants. The results revealed a relationship between job insecurity and mental health. In other words, job insecurity is linked to anxiety, emotional burnout and low general satisfaction with working life. Recently, An et al. (2023) conducted a study on white-collar employees working in many organizations and institutions in the United States, which found that employees who experienced stress due to job insecurity were likely to develop acute symptoms of anxiety. Based on the above information, the following hypothesis was formulated:

H1: Job insecurity has a positive impact on the anxiety experienced by hotel employees



2.2 Job insecurity and work alienation

Job insecurity refers to the anxiety experienced by an employee regarding a potential threat, typically an involuntary event, that may prevent them from keeping their current job. Job insecurity can stem from a range of factors, such as the erratic state of the economy, the need to relocate, the rise of technological progress and the pervasiveness of artificial intelligence—all of which can render certain organizational tasks obsolete (Lee et al., 2018). Idris et al. (2023); Nguyen P. T. et al. (2025) established a typology of job insecurity. Firstly, they identified a quantitative type of job insecurity, known as the risk of job loss. Secondly, they outlined a qualitative type of insecurity, identified as the perception of a potential threat in relation to important specificities of the job in question.

A meta-analysis conducted by Sverke et al. (2002) showed that job insecurity has a negative impact on job quality, particularly the wellbeing of employees, through a reduction in both physical and mental health. Furthermore, the results of research carried out in Egypt indicated a negative and statistically significant relationship between nurses' perception of job security and their experience of alienation at work (Badran and Khaled, 2021). Similarly, Zaki and Al-Romeedy (2018), in a study conducted with 229 employees in Egyptian travel agencies and the tourism industry, found a significant negative relationship between job security and work alienation. Therefore, it could be concluded based on these two studies that an experience of job insecurity will lead to a feeling of alienation at work. Moreover, Abouelenien et al. (2024), based on 421 valid responses from full-time employees in Egyptian category A travel agencies and five-star hotels, found that job insecurity has a positive influence on work alienation.

Many studies (Chiaburu et al., 2014; Tummers et al., 2015; Usman et al., 2020) have found that alienation at work reflects badly on individuals and the organizations they work for. The devaluation and disrespect of employees as human beings often appear to be synonymous with alienation at work (Liu et al., 2025). According to Chiaburu et al. (2013), alienation at work is a concept that refers to a psychological state of isolation from oneself and one's relationships with others, both within and outside the work context. Based on this, the following hypothesis was proposed:

H2: Job insecurity has a positive impact on feelings of work alienation among hotel employees.



2.3 Work alienation and work anxiety

From a socio-professional perspective, alienation at work could be defined as a feeling of disunity and indolence that emerges among employees when they can no longer find fulfillment in their workplace (Chiaburu et al., 2013). Immediately, a range of feelings such as tension, nervousness and discomfort related to work performance emerges. Anxiety at work is a consequence of employee alienation. Alienation coupled with anxiety at work can act as a time bomb—firstly, affecting organizations through reduced productivity or even the failure to achieve expected objectives, and secondly, impacting employees themselves by causing feelings of boredom, vague unhappiness, dissatisfaction, and a loss of commitment and loyalty. Although much research (Sandhu and Fatima, 2021; Mahmoud et al., 2024) has treated anxiety as a prerequisite for alienation, it has also been argued that alienation is rather a necessary condition for the existence of anxiety (Kirillova et al., 2016; Vidon and Rickly, 2018). Admittedly, alienation at work has often been the subject of scientific research examining it as a mediating variable, but never, to the best of our knowledge, in the relationship linking job insecurity to the anxiety experienced by employees at work.

Some evidence has been presented to support the validity of the above findings. In fact, the results of a study carried out by Karadas et al. (2025) on a large sample of workers in five-star hotels in Northern Cyprus highlighted the mediating role of alienation at work in the relationship between emotional intelligence and the concealment of knowledge. In addition, Saudi workers in the tourism industry reported that work alienation plays a mediating role in the relationship between the effect of perceived greenwashing and non-green behavior (Elshaer et al., 2025). Furthermore, the results of a study involving employees from 92 companies operating in China demonstrated that work alienation has a mediating effect on the relationship between laissez-faire and burnout (Usman et al., 2020). Based on the above findings, the third and fourth hypotheses were developed as follows:

H3: Alienation at work has a positive effect on employees' anxiety in hotels.

H4: Work alienation mediates the link between job insecurity and anxiety in hotels.



2.4 Psychological safety to rectify the situation

Research into psychological safety has flourished in recent years (Frazier et al., 2017) and has consequently shown that it plays a crucial role in the workplace while generating beneficial effects for both employees and companies (Elshaer et al., 2025; Kim and Lee, 2025). Psychological safety is the extent to which employees feel that the work environment in which he or she evolves is safe for taking interpersonal risks without fear of negative outcomes (Kahn, 1990; Edmondson, 1999; Weiss et al., 2023; Lee and Seo, 2024; Shanmugaratnam et al., 2025).

First introduced by Schein and Bennis (1965), the notion of psychological safety has increasingly attracted the attention of psychology and management researchers (Edmondson and Lei, 2014). According to Gharbi et al. (2023), p. 101), in an organizational context, providing a safe environment is important to ensure positive outcomes. In simpler terms, Gharbi et al. (2023) argued that psychological safety refers to employees' feeling that they are safe from interpersonal peril, including discomfort, rejection or punishment from top management, when they make a mistake or openly express their feelings. Nguyen M. V. et al. (2025) argued that a climate of psychological safety is likely to reduce the negative impact on the mental health of workers. Moreover, Gardner and Prasad (2022) emphasized the need for a psychologically safe environment, encouraging employers to maximize psychological safety wherever possible to take full advantage of employees' authenticity in the workplace. In this respect, Liu et al. (2023) reported that psychological safety can reduce employees' feelings of anxiety. The following hypotheses were therefore formulated:

H5: Psychological safety has a negative impact on employees' anxiety in hotels.

H6: Psychological safety moderates the relationship between job insecurity and anxiety in hotels.




3 The conceptual model

Based on the literature review and the assumptions made above, Figure 1 shows the research model, which consisted of two sub-models. The first sub-model examined work alienation (Al) as a potential mediating variable in the relationship between job insecurity (JI) and work anxiety (Ax) experienced by hotel employees. To do this, the four steps proposed by Baron and Kenny (1986) were followed to test the veracity of the hypotheses presented in the theoretical part, particularly H1, H2, H3 and H4. The second sub-model, comprising H5 and H6, examined the impact of psychological safety (PS) on Ax and the role of PS as a moderator in the direct relationship between JI and Ax. For the statistical work on moderation, Ping's (1995) six-step procedure was followed.


[image: Flowchart illustrating relationships between concepts. Job Insecurity leads to Work Alienation (H2) and Work Anxiety (H1). Work Alienation contributes to Work Anxiety (H3) and back to Job Insecurity (H4). Psychological Safety affects both Job Insecurity (H5) and Work Anxiety (H6). Arrows indicate direction of influence.]
FIGURE 1
 The research model.




4 Methods


4.1 Measurement scale

Our measurement scales were carefully selected for the research questionnaire. The research used the eight-item Karatepe (2022) to measure job insecurity (e.g., I worry that I may soon be required to work in a different location or department). Furthermore, Hamilton's (1959) four-item scale (e.g., I often have bad apprehensions) was used to measure anxiety (Ax), and Banai and Reisel's (2007) seven-item scale was used to measure alienation (Al) as a mediating variable (e.g., Often wish I were doing something else). Finally, to measure psychological safety as a moderating variable, the Edmondson (2003) was used; it includes seven items (e.g., If I make a mistake in my department, people don't really hold it against me). Appendix A 5-point Likert-type scale was also used, with questionnaire items ranging from 1 (minimum) to 5 (maximum). The means of all responses were between 1.94 and 4.52, and the standard deviations were between 0.851 and 1.502, indicating that the responses were more fairly dispersed and normally distributed (Bryman and Cramer, 2012). Several questionnaire items were arranged in such a way so as to correspond to our theoretical and practical requirements.



4.2 Research sample

The questionnaire forms were self-distributed to a convenience sample of 600 employees of various positions and sexes working in six luxury hotels in Sousse, Hammamet, Djerba and Tunis in Tunisia. These participants were invited to voluntarily engage in the study. The purpose of the study was explained before getting their consent for participation. A total of 516 usable forms were collected, representing a response rate of 86%. The specific characteristics of the respondents can be found in Table 1. As it could be seen, there were more female respondents (62.02%) than male respondents (37.98). The majority of the participants were married (81.40%). The years of service varied between one and over 15 years. The majority of the participants were aged 30 years or above (about 80 %). Most held a professional diploma of 2 years or higher. Almost half of the participants reported an income equivalent to 607 Euros (Table 1).

TABLE 1 Characteristics of respondents.


	Items
	Class
	Quantity
	Proportion %





	Sex
	Male
	196
	37.98



	Female
	320
	62.02

 
	Marital status
	Married
	420
	81.40



	Single
	96
	18.60

 
	Length of service in the hotel
	< 5 years
	55
	10.66



	From 5 to 10 years
	104
	20.16



	From 11 to 15 years
	211
	40.89



	More than 15 years
	146
	29.29

 
	Age
	< 30 years
	105
	20.35



	From 30 to 40 years
	274
	53.10



	From 41 to 50 years
	119
	23.06



	More than 50 years
	18
	3.49

 
	Income level
	Less than 607 Euros
	251
	48.65



	From 607 Euros to 1,212 Euros
	138
	26.74



	From 1,213 Euros to 1,818 Euros
	108
	20.93



	More than 1,818 Euros
	19
	3.68

 
	Academic level
	Professional 2-year diploma
	265
	51.36



	Bachelor's degree
	27
	5.23



	Bachelor's degree plus 4
	204
	39.53



	Bachelor's degree plus 6
	20
	3.88

 
	Total
	
	516
	100%








4.3 Purification of scales

Principal component analysis (PCA) was conducted using the SPSS (v.25) software to test the quality of the data. For all variables measured, in this case (JI, Ax, Al and PS), the KMO indices ranged between 0.771 and 0.865. Therefore, it could be concluded that the variables lent themselves well to factorization. To assess reliability, the results showed that the Alpha values were excellent according to Nunnally (1978), (see Table 1). Moreover, the specific p-value for all four variables was zero, leading to the rejection of the null hypothesis.



4.4 Confirmatory factor analysis

The results of the CFA showed a ratio of chi-square (315) (175) x2/ddl (1.8) (Table 2). This value was acceptable as it was higher than 3. Other values, such as RMSEA = 0.039, NFI = 0.965, TLI = 0.981, IFI=0.980 and CFI = 0.985, indicated a very good model fit (Roussel et al., 2002). The results of the skewness and kurtosis coefficients confirmed that the data followed a normal distribution. To find out whether the items within our variables were intended to evaluate the same phenomenon, convergent validity was checked. This was done by examining the CR, which needed to be strictly >0.7, and the AVE. As Table 2 shows, convergent validity was confirmed (Joreskog, 1988; Jôreskog and Sorbom, 1994). Discriminant validity was also checked by reviewing the square root of the AVE, and it was confirmed (Table 2).

TABLE 2 Convergent validity.


	Variables and items
	SL
	CR
	AVE
	Mean
	SD
	α





	1-Job insecurity
	0.888
	0.501
	0.336
	0.74
	0.95

 
	JI1
	0.67
	
	
	
	
	

 
	JI2
	0.77
	
	
	
	
	

 
	JI3
	0.64
	
	
	
	
	

 
	JI4
	0.66
	
	
	
	
	

 
	JI5
	0.78
	
	
	
	
	

 
	JI6
	0.73
	
	
	
	
	

 
	JI7
	0.71
	
	
	
	
	

 
	JI8
	0.74
	
	
	
	
	

 
	2-Work anxiety
	0.877
	0.506
	0.317
	1.27
	0.917

 
	Ax9
	0.83
	
	
	
	
	

 
	Ax10
	0.86
	
	
	
	
	

 
	Ax11
	0.88
	
	
	
	
	

 
	Ax12
	0.89
	
	
	
	
	

 
	3-Work alienation
	0.825
	0.541
	0.368
	0.63
	0.945

 
	AI13
	0.82
	
	
	
	
	

 
	AI14
	0.83
	
	
	
	
	

 
	AI15
	0.79
	
	
	
	
	

 
	AI16
	0.77
	
	
	
	
	

 
	AI17
	0.79
	
	
	
	
	

 
	AI18
	0.72
	
	
	
	
	

 
	AI19
	0.75
	
	
	
	
	

 
	4-Psychological safety
	0.880
	0.515
	0.326
	0.82
	0.946

 
	PS19
	0.62
	
	
	
	
	

 
	PS20
	0.64
	
	
	
	
	

 
	PS21
	0.66
	
	
	
	
	

 
	PS22
	0.78
	
	
	
	
	

 
	PS23
	0.77
	
	
	
	
	

 
	PS24
	0.78
	
	
	
	
	

 
	PS7
	0.75
	
	
	
	
	






From Table 2, it can be seen that all variables showed standardized factor loading (SFL) >0.60 (Higgins, 1998), which suggests that the variables had satisfactory reliability. Convergent validity was ensured (Higgins, 1998). As for discriminant validity, as shown in Table 2, two criteria were tested, namely the heterotrait-monotrait ratio (HTMT) and the Fornell–Larcker criterion (Leguina, 2015) (Table 3).

TABLE 3 Discriminant validity criteria.


	Variables
	Heterotrait–Monotrait ratio (HTMT)
	Square root values of the AVE



	
	JI
	Ax
	Al
	PS
	JI
	Ax
	Al
	PS





	JI
	0.783
	
	
	
	0.708
	
	
	

 
	Ax
	0.633
	0.776
	
	
	0.521
	0.711
	
	

 
	Al
	0.715
	0.685
	0.771
	
	0.237
	0.514
	0.736
	

 
	PS
	0.626
	0.641
	0.610
	0.765
	0.518
	0.612
	0.237
	0.718





These are the square roots of AVEs.







5 The results

Having determined the reliability and validity of the latent variables in the measurement model, the following stage was to assess the internal model. The coefficient of determination (R2) was then calculated. The three variables—job insecurity, work alienation and psychological safety—together explained 51.8% of the variance in work anxiety experienced by employees. The R2 criterion was therefore satisfied, and according to Chin (1998), the structural model has adequate predictive capacity. All direct and indirect relationships specific to our two sub-models were examined (Table 3, Figures 2, 3) using the AMOS bootstrapping technique to evaluate the study hypotheses. All direct, mediating and moderating hypotheses were evaluated using the coefficient (β), T-value and p-value of significance.


[image: Diagram illustrating a structural equation model with three main components: Job Insecurity, Alienation, and Anxiety. Job Insecurity has arrows pointing to eight indicators (JI1 to JI8) with error terms (e12 to e19). Alienation is influenced by Job Insecurity and affects Anxiety, with five indicators (AL13 to AL19) and error terms (e1 to e7). Anxiety has four indicators (A9 to A12) with error terms (e8 to e11). Numbers represent standardized path coefficients, indicating relationships between variables.]
FIGURE 2
 The first final sub-model.



[image: Path analysis diagram showing relationships among variables. “PSYSAFETY,” “JOBINSECUR,” and “INTERSYCHJOBINS” influence “ANX” with paths labeled –0.28, 0.17, and –0.18 respectively. Curved arrows show correlations among predictors, with values 0.01, –0.20, and 0.07. Error term “e1” is linked to “ANX.]
FIGURE 3
 ” The second final sub-model.


More concretely, regarding the first sub-model (see Figure 2), JI was significantly and positively associated with Ax (β = 0.129, p < 0.001); therefore, H1 was accepted. It was also found that JI was significantly and positively associated with Al (β = 0.340, p < 0.001), thereby verifying H2. To conclude the first sub-model, Al was found to be significantly and positively associated with Ax (β = 0.569, p < 0.001), thereby confirming the third hypothesis.


5.1 The mediation test

The four steps of Baron and Kenny's (1986) approach were adopted to verify the existence of the mediation effect of Al in the relationship between JI and Ax. The first step involves verifying the relationship between JI and Ax to ensure the possibility of mediation. Indeed, the model showed that JI significantly and positively affected Ax (β = +0.129, p < 0.001). Next, the second step involves showing that JI significantly affects the mediating factor. The results showed that JI significantly and positively affected Al (β = +0.340, p < 0.001). Then, the third step involves demonstrating that the relationship between Al and Ax is significant. The results indicated that Al significantly and positively affected Ax (β = +0.569, p < 0.001). The fourth and final step of Baron and Kenny's (1986) approach involves verifying the partial or full mediation of Al by examining the indirect link between JI and Ax (see Table 4). Indeed, using the bootstrapping technique provided by AMOS (version 25), Table 4 shows that the relationship between JI and Ax remained significant even after the presentation of Al as a mediating variable (β = +0.321, p = 0.023 <0.016). Hence, Al partially mediated the relationship between JI and Ax.

TABLE 4 Result of the structural model (developed by the authors).


	Result of the structural model
	β
	C-R T-value
	Sig
	R2
	Results





	H1-JI → Ax
	0.129
	4.176
	***
	
	Supported

 
	H2-JI → Al
	0.340
	5.858
	***
	
	Supported

 
	H3-AL → Ax
	0.569
	7.105
	***
	
	Supported

 
	H5-Zscore PS → Ax
	−0.284
	−3.196
	***
	
	Supported

 
	H6-Zscore (JI*PS) → Ax
	−0.183
	−2.098
	0.036
	
	Supported

 
	Anxiety
	
	
	
	51.8
	





Model fit: χ2 (270, N= 516) = 324 (p < 0.001), normed χ2 = 1.2, GFI = 0.943, AGFI = 0.925, RMSEA = 0.020, SRMR = 0.0312, RFI = 0.981, IFI = 0.996, CFI = 0.994, TLI = 0.990, NFI = 0.981. ***p < 0.001.






5.2 The moderation test following Ping's approach

First, Ping's (1995) approach includes checking the normal distribution of the data using skewness and kurtosis indicators. These skewness and kurtosis coefficients must be <3 in absolute value (Hair et al., 1998). In fact, the items for all variables displayed acceptable skewness and kurtosis coefficients, ranging between −3 and 3. Second, it includes checking the reliability and validity of the latent variables studied. Following a PCA and a reliability analysis, all Cronbach's alpha coefficients ranged between 0.917 and 0.950. Furthermore, the analysis of convergent and discriminant validity (see Tables 2, 3) showed satisfactory results (Fornell and Larcker, 1981). Ping (1995) insists that the reliability of the variables studied must be as high as possible, since the reliability of the moderating effect (multiplicative term: JI × PS) depends on the reliability of the two interacting variables (Aguinis, 1995). Third, to reduce multicollinearity between the multiplicative term, i.e. JI × PS, and the interacting variables, all raw data must be centered by removing their means, before calculating the multiplicative term (JI × PS) representing the moderating effect. Fourth, Ping (1995) insists on testing the interaction effect via a confirmatory factorial analysis. This analysis ensures the validity of the constructs and provides the coefficients needed to calculate the factor contribution and the error of variance of the multiplicative term (JI × PS). The results allowed all variables concerned to retain all their items, demonstrating a very acceptable quality of fit (absolute, incremental and parsimony indices; Table 4). Fifth, the approach includes calculating the interaction effect between JI and PS. This interaction is now measured by a single indicator, INTERSYCHJOBINS (Figure 3), which is simply the product of the respective sums of the indicators of JI as the independent variable and PS as the moderating variable. Finally, using standardized regression weights, the Z-score of JI had a significant positive association with the Z-score of Ax (β = 0.174, p = 0.006 <0.05). Furthermore, the Z-score of PS had a significant negative effect on the Z-score of Ax (β = −0.284, p = 0.001 <0.05). Lastly, the intercorrelation between PS and JI significantly and negatively affected the Z-score of Ax (β = −0.183, p = 0.036 <0.05). The moderating effect of psychological safety on the relationship between job insecurity and work anxiety was therefore confirmed in this study (see Table 5 and Figure 4). By examining the negative sign of the β coefficient linking the product JI × PS and Ax, it was evident that psychological safety reduced the positive influence of job insecurity on work anxiety. In this respect, the moderating effect was accepted (Figure 4).

TABLE 5 Type of work alienation mediation (developed by the authors).


	User-defined estimands
	Mediation





	Parameter
	Est
	Lower bounds (BC)
	Upper bounds (BC)
	Tow tailed significance (BC)
	

 
	H4-JI → Al → Ax
	0.321
	0.110
	0.665
	0.016
	0.016 <0.05 PARTIAL Mediation







[image: Figure 4]
FIGURE 4
 Plot for PS as a moderator on JI toward Ax.





6 Discussion

The results revealed that job insecurity has a significant positive association with work anxiety. This finding is in line with the findings reported in previous studies (Boya et al., 2008; Llosa et al., 2018 and An et al., 2023). The results confirmed that in each relationship, when an employee feels that they have fulfilled their professional obligations in the best possible way to the best of their knowledge and belief, yet the organization remains unresponsive, an unfair social exchange occurs. According to Blau (1964), this unfair social exchange can generate emotional pressure in the employee, manifesting as anger, frustration, or anxiety (Daneshvar, 2025; Haar et al., 2025).

Furthermore, the research also revealed a significant positive link between job insecurity and work alienation. This result is in agreement with the findings of Zaki and Al-Romeedy (2018), Badran and Khaled (2021) and Abouelenien et al. (2024). Indeed, our results affirm the findings of previous research (Zaki and Al-Romeedy, 2018; Badran and Khaled, 2021; Abouelenien et al., 2024), which state that one of the most important predictors of work alienation is a lack of job security. The research builds on Hobfoll's (1989) CRT, which emphasizes the deliberate desire of employees to conserve the resources that will enable them to achieve their goals. Consequently, when employees detect a threat to even one of their resources, such as their financial security, which can affect their social status, they are exposed to severe stress that risks undermining their mental and physical wellbeing. This could open a Pandora's box of unsolvable problems for both employees and their organizations, such as anxiety at work, reduced self-esteem, loss of commitment to work and alienation (Mahmoud et al., 2022).

Ultimately, the research revealed a significant positive link between alienation at work and anxiety among employees. Hence, the feeling of anxiety experienced by employees at work is dependent on the loss of meaning at work or alienation at work. This feeling of disunity emerges when employees no longer identify with the tasks they are required to perform and can no longer find fulfillment in the workplace. Consequently, a range of feelings, such as tension, anger and discomfort, linked to job performance emerges. Alienation is therefore a phenomenon recognized as part of emerging psychosocial risks, which arises when an employee no longer perceives the value or usefulness of his/her work or no longer feels concerned with the company's objectives. This ends up generating anxiety in the employee, which may have more serious repercussions if the organization fails to rectify the situation.

The empirical study highlighted two results of crucial importance. The first concerns the significant negative association between psychological safety and anxiety at work. This result confirms the findings of Kyambade et al. (2024) and Rodrigues and Figueiredo (2025), who stress the importance of psychological safety in the workplace, arguing that psychological safety makes employees less likely to experience stress or anxiety.

The second result concerns the moderating effect of psychological safety on the relationship between job insecurity and the anxiety experienced by employees in the workplace. This moderation has now been confirmed by this study (see Figure 4). Indeed, by examining the negative sign of the β coefficient linking the product (JI × PS) and Ax, it is clearly evident that psychological safety reduces the positive effect of job insecurity on anxiety at work. The analysis of the moderating effect therefore revealed that guaranteeing and promoting psychological safety in the workplace would reduce the positive impact of job insecurity on the anxiety experienced by employees in the workplace.



7 Implications

The research has many managerial implications. The research shows that it is the duty of decision-makers to grant their employees the opportunity to perceive organizational support, which can be an effective revitaliser of the psychological contract that binds them to their organization. In addition to psychological safety, the perception of organizational support is a concept that emerged from the work of Eisenberger et al. (1986). This initiative to concern itself with the wellbeing of its staff is proof that the organization views its employees not as a cost to be controlled but rather as a fruitful resource in which to invest. The feeling of being supported is influenced by the repetition and estimated sincerity of attitudes or signals of satisfaction and acquiescence (Blau, 1964). The signals in question may take the form of an increase in pay, promotion within the hierarchy, greater delegation of power, initiative-taking, appropriate communication, etc. These kinds of signals are perceived by the employee as support, recognition or even a reward for the efforts he or she has made for the good of the company. In this respect, Tremblay and Simard (2005, p. 108) stated that “a high perception of support may result from a conviction or belief that help will be available from the organization or its representatives when one of its members is faced with difficult or stressful situations in his or her job or personal life.”. For their part, Baydur and Uçan (2025) reported that social support in the workplace plays an important role in mitigating the negative consequences of job insecurity and preventing the negative effects on the quality of life of employees who are faced with job insecurity. In addition, based on the postulate that the way an employee is perceived can dictate his conduct—such that they may adopt passive behavior if they are regarded as passive from the outset—the theory of social exchange (Blau, 1964) states that an employee is likely to respond positively to any situation which has been favorable to him/her. This suggests that an employee who is satisfied with his or her situation will tend to take actions that benefit the organization, such as extra-role activities. Senior management is expected to show respect for its human assets by engaging in appropriate communication with each employee, offering continuous encouragement, addressing their individual problems, adopting and respecting their values and providing them with moral and financial support.

Regarding theoretical implications, the present research, quite simply, ventured onto a slippery slope. Although much research (Mannheim, 1952; Tajfel and Turner, 1986; van Dijk, 2013; Seland and Hyggen, 2021; Sandhu and Fatima, 2021; Mahmoud et al., 2024) has treated anxiety as a prerequisite for alienation, this research showed the opposite view, aligned with the work of Kirillova et al. (2016) and Vidon and Rickly (2018), which claims that alienation is rather a necessary condition for the existence of anxiety. As a result, this research brought to light new relationships, which were tested on a sample of 516 employees working in six luxury hotels in Tunisia. These findings may serve as a basis for future research, potentially enabling researchers to apply them in other contexts, both nationally and internationally. Finally, as a methodological recommendation, it stresses the fact that alienation at work has often been the subject of much scientific research (Usman et al., 2020; Karadas et al., 2025; Elshaer et al., 2025) seeking to test it as a mediating variable but never, to the best of our knowledge, in the relationship between job insecurity and the anxiety experienced by employees at work.

So, apart from being authentic, this study can be seen as a first attempt to explain that among the many causes of anxiety at work, the loss of meaning at work or alienation is a phenomenon recognized as part of the emerging psychosocial risks that surface when an individual no longer shares the company's value system, withdraws into oneself and can no longer discern the very essence of his/her work or its usefulness while feeling totally disconnected from the organization's aims.



8 Conclusion

The research builds upon and adds to CRT by demonstrating how job insecurity can have harmful effects on workers in hotels, particularly through the loss of meaning or alienation at work, coupled with anxiety. The mediating role of alienation in the relationship between job insecurity and anxiety helps explain the importance of psychological safety as a moderation factor, which appears in this research as a panacea for overcoming employee malaise. Indeed, when companies are no longer able to keep their promises to their employees, particularly in terms of job security, the latter may feel less motivated to perform their tasks. Tormented by a feeling of discomfort, employees, certain that they are being wronged, may develop withdrawal behaviors and, in extreme cases, be tempted to leave their companies, since their mental and physical wellbeing is being undermined. In this uncertain landscape that characterizes their daily lives, they become easy prey to the hegemony of stress, alienation at work and anxiety.

Admittedly, there are some limitations to the research, which nonetheless may pave the way for new research prospects. Firstly, the data collection was carried out using a convenience sample of employees in hotels in Tunisia. Therefore, the results could not be simply generalized despite the good sample size due to the self-reported nature of the data. Furthermore, this research did not account for the female proportion and cultural differences across Tunisian regions. Thus, future research could apply this study framework in different contexts. Furthermore, this study did not examine the role of certain demographic variables, notably sex and age, in understanding the role of work alienation in the relationship between job insecurity and work anxiety. Therefore, future studies could test the moderating role of these variables.



Data availability statement

The raw data supporting the conclusions of this article will be made available by the authors, without undue reservation.



Ethics statement

The studies involving humans were approved by King Faisal University Ethical Committee. The studies were conducted in accordance with the local legislation and institutional requirements. The participants provided their written informed consent to participate in this study.



Author contributions

HG: Formal analysis, Methodology, Data curation, Software, Writing – original draft, Conceptualization, Writing – review & editing, Investigation. AS: Visualization, Resources, Validation, Funding acquisition, Writing – review & editing, Project administration, Supervision, Writing – original draft, Methodology, Conceptualization. NA: Funding acquisition, Writing – original draft, Conceptualization.



Funding

The author(s) declare that financial support was received for the research and/or publication of this article. This research was funded by the Deanship of Scientific Research, Vice Presidency for Graduate Studies and Scientific Research, King Faisal University, under grant number KFU252684.



Conflict of interest

The authors declare that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.



Generative AI statement

The author(s) declare that no Gen AI was used in the creation of this manuscript.



Publisher's note

All claims expressed in this article are solely those of the authors and do not necessarily represent those of their affiliated organizations, or those of the publisher, the editors and the reviewers. Any product that may be evaluated in this article, or claim that may be made by its manufacturer, is not guaranteed or endorsed by the publisher.



References

 Abouelenien, R. E. I., Abd-Elhady, M. H., Hussien, I. M., and Hashad, M. E. (2024). The effect of job insecurity on employees' job performance in the hospitality and tourism industry: the role of work alienation. J. Fac. Tour. Hotels-Univ. Sadat City 8, 1–20.

 Aguinis, H. (1995). Statistical power problems with moderated multiple regression in management research. J. Manage. 21, 1141–1158. doi: 10.1016/0149-2063(95)90026-8

 Aliane, N., and Gharbi, H. (2023). Impact of social influence on social loafing in the Tunisian hotel sector: role of turnover intention as a mediator. Przestrzeń Społeczna 23, 405–428.

 Aliedan, M. M., Sobaih, A. E. E., Alyahya, M. A., and Elshaer, I. A. (2022). Influences of distributive injustice and job insecurity amid COVID-19 on unethical pro-organisational behaviour: mediating role of employee turnover intention. Int. J. Environ. Res. Public Health 19:7040. doi: 10.3390/ijerph19127040

 Alyahya, M. A., Elshaer, I. A., and Sobaih, A. E. E. (2021). The impact of job insecurity and distributive injustice post COVID-19 on social loafing behavior among hotel workers: mediating role of turnover intention. Int. J. Environ. Res. Public Health 19:411. doi: 10.3390/ijerph19010411

 An, H., Gu, X., Obrenovic, B., and Godinic, D. (2023). The role of job insecurity, social media exposure, and job stress in predicting anxiety among white-collar employees. Psychol. Res. Behav. Manag. 3303–3318. doi: 10.2147/PRBM.S416100

 Badran, F., and Khaled, M. (2021). Job security as perceived by staff nurses and its relation to their work alienation. Egypt. J. Health Care 12, 1611–1620. doi: 10.21608/ejhc.2021.213347

 Banai, M., and Reisel, W. D. (2007). The influence of supportive leadership and job characteristics on work alienation: a six-country investigation. J. World Bus. 42, 463–476. doi: 10.1016/j.jwb.2007.06.007

 Baron, R. M., and Kenny, D. A. (1986). The moderator-mediator variable distinction in social psychological research: conceptual, strategic, and statistical considerations. J. Pers. Soc. Psychol. 51, 1173–1182. doi: 10.1037/0022-3514.51.6.1173

 Baydur, H., and Uçan, G. (2025). Association between job insecurity and health-related quality of life: the moderator effect of social support in the workplace. Work 10519815241290641. doi: 10.1177/10519815241290641

 Blau, P. M. (1964). Exchange and Power in Social Life. New York, NY: John Wiley and Sons.

 Boya, F. Ö., Demiral, Y., Ergör, A., Akvardar, Y., and De Witte, H. (2008). Effects of perceived job insecurity on perceived anxiety and depression in nurses. Ind. Health 46, 613–619. doi: 10.2486/indhealth.46.613

 Bryman, A., and Cramer, D. (2012). Quantitative Data Analysis with IBM SPSS (21): A Guide for Social Scientists. London: Routledge. doi: 10.4324/9780203180990

 Cheng, B. H., and McCarthy, J. M. (2018). Understanding the dark and bright sides of anxiety: a theory of workplace anxiety. J. Appl. Psychol. 103, 537–560. doi: 10.1037/apl0000266

 Chiaburu, D. S., Diaz, I., and De Vos, A. (2013). Employee alienation: relationships with careerism and career satisfaction. J. Manag. Psychol. 28, 4–20. doi: 10.1108/02683941311298832

 Chiaburu, D. S., Thundiyil, T., and Wang, J. (2014). Alienation and its correlates: a meta-analysis. Eur. Manag. J. 32, 24–36. doi: 10.1016/j.emj.2013.06.003

 Chin, W. W. (1998). The partial least squares approach to structural equation modelling. Mod. Methods Bus. Res. 295, 295–336.

 Daneshvar, A. (2025). Occupational stress and performance of employees: data from banking sector of Canada. Sci. Soc. Behav. J. 1, 12–24. doi: 10.63329/av3nz1232

 Darvishmotevali, M. (2025). A comparative study of job insecurity: who suffers more? Int. J. Contemp. Hosp. Manag. 37, 1603–1621. doi: 10.1108/IJCHM-04-2024-0617

 Dewi, R. P., and Prahara, S. A. (2025). “How does job insecurity among employees affect employee well-being in the era of the Fourth Industrial Revolution?” in Economic Sustainability and Social Equality in the Technological Era (Lodon: Routledge), 247–255. doi: 10.1201/9781003534495-23

 Edmondson, A. C. (1999). Psychological safety and learning behavior in work teams. Adm. Sci. Q. 44, 350–383. doi: 10.2307/2666999

 Edmondson, A. C. (2003). Speaking up in the operating room: how team leaders promote learning in interdisciplinary action teams. J. Manag. Stud. 40, 1419–1452. doi: 10.1111/1467-6486.00386

 Edmondson, A. C., and Lei, Z. (2014). Psychological safety: the history, renaissance, and future of an interpersonal construct. Annu. Rev. Organ. Psychol. Organ. Behav. 1, 23–43. doi: 10.1146/annurev-orgpsych-031413-091305

 Edrees, H. N., Sobaih, A. E. E., Gharbi, H., and Abu Elnasr, A. E. (2023). The influences of procedural justice on turnover intention and social loafing behavior among hotel employees. J. Risk Financ. Manag. 16:75. doi: 10.3390/jrfm16020075

 Eisenberger, R., Huntington, R., Hutchison, S., and Sowa, D. (1986). Perceived organizational support. J. Appl. Psychol. 71, 500–507. doi: 10.1037/0021-9010.71.3.500

 Elshaer, I. A., Azazz, A. M., Mansour, M. A., and Fayyad, S. (2025). Perceived greenwashing and employee non-green behavior: the roles of prevention-focused green crafting and work alienation. Cogent Bus. Manag. 12:2449592. doi: 10.1080/23311975.2025.2449592

 Ernst, J., Jordan, K. D., Weilenmann, S., Sazpinar, O., Gehrke, S., Paolercio, F., et al. (2021). Burnout, depression and anxiety among Swiss medical students: a network analysis. J. Psychiatr. Res. 143, 196–201. doi: 10.1016/j.jpsychires.2021.09.017

 Fornell, C., and Larcker, D. F. (1981). Evaluating structural equations models with unobservable variables and measurement error. J. Mark. Res. 18, 39–50. doi: 10.1177/002224378101800104

 Frazier, M. L., Fainshmidt, S., Klinger, R. L., Pezeshkan, A., and Vracheva, V. (2017). Psychological safety: a meta-analytic review and extension. Pers. Psychol. 70, 113–165. doi: 10.1111/peps.12183

 Gahrmann, C., Kößler, F. J., Mytrofanova, M., and Klumb, P. L. (2024). Too scared to fight back? Affective job insecurity as a boundary condition between workplace incivility and negative mood states in temporary agency workers. Occup. Health Sci. 1−21. doi: 10.1007/s41542-024-00204-z

 Gardner, D. M., and Prasad, J. J. (2022). The consequences of being myself: understanding authenticity and psychological safety for LGB employees. J. Occup. Organ. Psychol. 95, 788–797. doi: 10.1111/joop.12399

 Gharbi, H., and Sobaih, A. E. E. (2023). Developing and validating a scale for measuring sexual harassment in higher education. Dirasat: Hum. Soc. Sci. 50, 186–198. doi: 10.35516/hum.v50i1.4399

 Gharbi, H., Touzi, W., and Aliane, N. (2023). Exploring the relationship between procedural justice and turnover intention: the mediating effects of social influence and psychological Safety. J. Mod. 11, 98–113.

 Haar, J., Brougham, D., and Ghafoor, A. (2025). The impact of COVID-19 on employee job insecurity and wellbeing: a conservation of resources theory approach. J. R. Soc. N. Z. 1−18. doi: 10.1080/03036758.2025.2460576

 Hair, J. F. Jr., Anderson, R. E., Tatham, R. L., and Black, W. C. (1998). Multivariate Data Analysis. New York, NY: Macmillan.

 Hamilton, M. (1959). The assessment of anxiety states by rating. Br. J. Med. Psychol. 32, 50–55. doi: 10.1111/j.2044-8341.1959.tb00467.x

 Higgins, E. T. (1998). “Promotion and prevention: regulatory focus as a motivational principle,” in Advances in Experimental Social Psychology, Vol. 30 (Cambridge, MA: Academic Press), 1–46. doi: 10.1016/S0065-2601(08)60381-0

 Hitchner, L., Yore, M., Burk, C., Mason, J., and Sawtelle Vohra, S. (2023). The resident experience with psychological safety during interprofessional critical event debriefings. AEM Educ. Train. 7:e10864. doi: 10.1002/aet2.10864

 Hobfoll, S. E. (1989). Conservation of resources: a new attempt at conceptualizing stress. Am. Psychol. 44, 513–524. doi: 10.1037/0003-066X.44.3.513

 Hobfoll, S. E. (1998). Stress, Culture, and Community: The Psychology and Philosophy of Stress. New York, NY: Plenum. doi: 10.1007/978-1-4899-0115-6

 Hobfoll, S. E. (2011). “Conservation of resources theory: its implication for stress, health, and resilience,” in The Oxford Handbook of Stress, Health, and Coping, ed. S. Folkman (Oxford: Oxford University Press), 127–147. doi: 10.1093/oxfordhb/9780195375343.013.0007

 Horpynich, H., Mistry, T. G., and Dogan, S. (2025). Service robots in hospitality: a cognitive appraisal perspective on job insecurity, turnover intentions, and generational differences. J. Hosp. Tour. Technol. 16, 194–212. doi: 10.1108/JHTT-03-2024-0189

 Idris, I., Idris, M. A., Syed-Yahya, S. N. N., and Zadow, A. (2023). Longitudinal effects of quantitative job demands (QJD) on presenteeism and absenteeism: the role of Quan JI and Qual JI as moderators. Int. J. Stress Manag. 30, 195–208. doi: 10.1037/str0000292

 Jôreskog, K., and Sorbom, D. (1994). LISREL, A Guide of the Program and Applications. Chicago, IL: SPSS Inc.

 Joreskog, K. G. (1988). “Analysis of covariance structures,” in The Handbook of Multivariate Experimental Psychology, ed. R. B. Cattell (New York, NY: Plenum Press).

 Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. Acad. Manag. J. 33, 692–724. doi: 10.2307/256287

 Karadas, G., Hassanie, S., Altun, Ö., Safaeimanesh, F., and Guden, N. (2025). A moderated-mediated model of work alienation and mindfulness at work. Serv. Ind. J. 1–25. doi: 10.1080/02642069.2025.2456926

 Karatepe, T. (2022). Do qualitative and quantitative job insecurity influence hotel employees' green work outcomes? Sustainability 14:7235. doi: 10.3390/su14127235

 Khudaykulov, A., Changjun, Z., Obrenovic, B., Godinic, D., Alsharif, H. Z. H., Jakhongirov, I., et al. (2024). The fear of COVID-19 and job insecurity impact on depression and anxiety: an empirical study in China in the COVID-19 pandemic aftermath. Curr. Psychol. 43, 8471–8484. doi: 10.1007/s12144-022-02883-9

 Kim, B. J., and Lee, D. G. (2025). Navigating the impact of organizationally prescribed perfectionism on depression: the sequential mediating roles of psychological safety and burnout and the moderating role of coaching leadership. Curr. Psychol. 1–26. doi: 10.1007/s12144-025-07333-w

 Kirillova, K., Lehto, X., and Cai, L. (2016). Tourism and Existential transformation: an empirical investigation. J. Travel Res. 56, 638–650. doi: 10.1177/0047287516650277

 Kyambade, M., Namatovu, A., Mugambwa, J., Namuddu, R., and Namubiru, B. (2024). Socially responsible leadership and job engagement in university context: mediation of psychological safety. SEISENSE J. Manag. 7, 51–66. doi: 10.33215/61rnkr91

 Lee, C., Huang, G. H., and Ashford, S. J. (2018). Job insecurity and the changing workplace: recent developments and the future trends in job insecurity research. Annu. Rev. Organ. Psychol. Organ. Behav. 5, 335–359. doi: 10.1146/annurev-orgpsych-032117-104651

 Lee, S. E., and Seo, J. K. (2024). Effects of nurse managers' inclusive leadership on nurses' psychological safety and innovative work behavior: the moderating role of collectivism. J. Nurs. Scholarsh. 56, 554–562. doi: 10.1111/jnu.12965

 Leguina, A. (2015). A primer on partial least squares structural equation modeling (PLS-SEM). Int. J. Res. Method Educ. 38, 220–221. doi: 10.1080/1743727X.2015.1005806

 Liu, J., Carminati, L., and Wilderom, C. (2025). Work alienation through the dialectical lens. Appl. Psychol. 74:e12600. doi: 10.1111/apps.12600

 Liu, L., Wan, Z., and Wang, L. (2023). Cross-level research on the impact of self-serving leadership on employee innovation behavior: the roles of workplace anxiety and team psychological safety. Front. Psychol. 13:1069022. doi: 10.3389/fpsyg.2022.1069022

 Llosa, J. A., Menéndez-Espina, S., Agulló-Tomás, E., and Rodríguez-Suárez, J. (2018). Job insecurity and mental health: a meta-analytical review of the consequences of precarious work in clinical disorders. Anal. Psicol. 34, 2, 211–223. doi: 10.6018/analesps.34.2.281651

 Lu, H., Zhao, Y., and While, A. (2019). Job satisfaction among hospital nurses: a literature review. Int. J. Nurs. Stud. 94, 21–31. doi: 10.1016/j.ijnurstu.2019.01.011

 Mahmoud, A. B., Berman, A., Reisel, W., Fuxman, L., and Hack-Polay, D. (2024). Examining generational differences as a moderator of extreme-context perception and its impact on work alienation organizational outcomes: implications for the workplace and remote work transformation. Scand. J. Psychol. 65, 70–85. doi: 10.1111/sjop.12955

 Mahmoud, A. B., Grigoriou, N., Fuxman, L., Reisel, W. D., Hack-Polay, D., Mohr, I., et al. (2022). A generational study of employees' customer orientation: a motivational viewpoint in pandemic time. J. Strateg. Mark. 30, 746–763. doi: 10.1080/0965254X.2020.1844785

 Mannheim, K. (1952). “The problem of generations,” in Essays on the Sociology of Knowledge, Vol. 5, ed. P. Kecskemeti (Oxon: Routledge), 276–322.

 Mauno, S., Kinnunen, U., and Ruokolainen, M. (2007). Job demands and resources as antecedents of work engagement: a longitudinal study. J. Vocat. Behav. 70, 149–171. doi: 10.1016/j.jvb.2006.09.002

 Miceli, M., and Castelfranchi, C. (2005). Anxiety as an “epistemic” emotion: an uncertainty theory of anxiety. Anxiety Stress Coping 18, 291–319. doi: 10.1080/10615800500209324

 Nguyen, M. V., Khanh, H. D., Phan, C. T., and Thuc, L. D. (2025). Investigating the impacts of psychological safety climate on mental ill health in the Vietnamese construction industry. Eng. Constr. Architect. Manag. doi: 10.1108/ECAM-11-2024-1576

 Nguyen, P. T., Rafferty, A. E., and Xerri, M. J. (2025). The Impact of personal and change event characteristics on employee wellbeing via uncertainty and insecurity. Organ. Psychol. Rev. 20413866251317433. doi: 10.1177/20413866251317433

 Nunnally, J. C. (1978). “An overview of psychological measurement,” in Clinical Diagnosis of Mental Disorders: A Handbook, 97–146.

 Ping, R. (1995). A parsimonious estimating technique for interaction and quadratic latent variables. J. Mark. Res. 32, 336–347. doi: 10.1177/002224379503200308

 Rodrigues, R. I., and Figueiredo, P. C. N. (2025). “Enhancing the employee experience through psychological safety,” in Approaching Employee Experience Management With Data Science (London: IGI Global Scientific Publishing), 95–114. doi: 10.4018/979-8-3693-7848-9.ch004

 Roussel, P., Durrieu, F., Campoy, E., and El Akremi, A. (2002). Méthodes d'Équations Structurelles: Recherche et Applications en Gestion. Paris: Economica.

 Sandhu, M. A. A., and Fatima, T. (2021). Examining the relationship between psychopathic leadership, work phobic anxiety and employee work alienation: the moderating role of hostile attribution bias. J. Organ. Stud. Innov. 8, 14–30. doi: 10.51659/josi.20.137

 Saputra, A., Gilang, E., Maryam, S., and Marwati, F. S. (2020). Job insecurity, job satisfaction dan lingkungan kerja terhadap turnover intention PT. Bima Polyplast di Sukoharjo. J. Ilmiah Edunomika 4:466014. doi: 10.29040/jie.v4i01.926

 Schein, E. H., and Bennis, W. G. (1965). Personal and Organizational Change through Group Methods: The Laboratory Approach. New York, NY: Wiley.

 Seland, I., and Hyggen, C. (2021). “The digital generation: representations of a generational digital divide,” in Generational Tensions and Solidarity Within Advanced Welfare States (Oxon: Routledge), 133–152. doi: 10.4324/9781003129592-11

 Shanmugaratnam, A., McLaren, C. D., Schertzinger, M., and Bruner, M. W. (2025). Exploring the relationship between coach-initiated motivational climate and athlete well-being, resilience, and psychological safety in competitive sport teams. Int. J. Sports Sci. Coach. 17479541241278602. doi: 10.1177/17479541241278602

 Shoss, M. K. (2017). Job insecurity: an integrative review and agenda for future research. J. Manage. 43, 1911–1939. doi: 10.1177/0149206317691574

 Singh, P., Kharwar, S., and Mishra, N. (2025). Job insecurity and work engagement among teachers: moderated mediation involving affective well-being and emotion regulation difficulties. Soc. Psychol. Educ. 28:70. doi: 10.1007/s11218-025-10033-9

 Sobaih, A. E. E., Benameur, D., Gharbi, H., and Aliane, N. (2024). What makes you feel motivated? Examining vroom's expectancy theory in the Tunisian banking sector. Environ. Soc. Psychol. 9:2870. doi: 10.59429/esp.v9i7.2870

 Sobaih, A. E. E., Gharbi, H., and Abu Elnasr, A. E. (2022). Do you feel safe here? The role of psychological safety in the relationship between transformational leadership and turnover intention amid COVID-19 pandemic. J. Risk Financ. Manag. 15:340. doi: 10.3390/jrfm15080340

 Sverke, M., Hellgren, J., and Näswall, K. (2002). No security: a meta-analysis and review of job insecurity and its consequences. J. Occup. Health Psychol. 7, 242–264. doi: 10.1037/1076-8998.7.3.242

 Tajfel, H., and Turner, J. C. (1986). “The social identity theory of intergroup behavior,” in Psychology of Intergroup Relation, eds. S. Worchel, and W. G. Austin (Chicago, IL: Hall Publishers), 7–24.

 Tremblay, M., and Simard, G. (2005). La mobilisation des ressources humaines: L'art d'établir un climat d'échanges favorable basé sur la réciprocité. Gestion 30, 60–68. doi: 10.3917/riges.302.0060

 Tummers, L., Bekkers, V., van Thiel, S., and Steijn, B. (2015). The effects of work alienation and policy alienation on behavior of public employees. Adm. Soc. 47, 596–617. doi: 10.1177/0095399714555748

 Usman, M., Ali, M., Yousaf, Z., Anwar, F., Waqas, M., Khan, M. A. S., et al. (2020). The relationship between laissez-faire leadership and burnout: mediation through work alienation and the moderating role of political skill. Can. J. Adm. Sci. 37, 423–434. doi: 10.1002/cjas.1568

 van Dijk, J. A. G. M. (2013). “A theory of the digital divide,” in The Digital Divide (Oxon: Routledge), 49–72. doi: 10.4324/9780203069769-10

 Vidon, E. S., and Rickly, J. M. (2018). Alienation and anxiety in tourism motivation. Ann. Tour. Res. 69, 65–75. doi: 10.1016/j.annals.2018.02.001

 Wang, W., Mather, K., and Seifert, R. (2020). “Job insecurity, employee anxiety, and commitment: the moderating role of collective trust in management,” in Multilevel Trust in Organizations (London: Routledge), 84–101. doi: 10.4324/9781003029526-5

 Weiss, M., Morrison, E. W., and Szyld, D. (2023). I like what you are saying, but only if i feel safe: Psychological safety moderates the relationship between voice and perceived contribution to healthcare team effectiveness. Front. Psychol. 14:1129359. doi: 10.3389/fpsyg.2023.1129359

 Windayanti, P. A., Komalasari, Y., Junaedi, I. W. R., and Santoso, R. T. P. B. (2025). The influence of job insecurity and work environment on turnover intention through work stress at rama restoran bali group. Am. J. Econ. Manag. Bus. 4, 155–174. doi: 10.58631/ajemb.v4i2.183

 Wood, C. J., Barton, J., and Wicks, C. L. (2025). Effectiveness of social and therapeutic horticulture for reducing symptoms of depression and anxiety: a systematic review and meta-analysis. Front. Psychiatry 15:1507354. doi: 10.3389/fpsyt.2024.1507354

 Zaki, H., and Al-Romeedy, B. (2018). Job security as a predictor of work alienation among Egyptian travel agencies' employees. Minia J. Tour. Hosp. Res. 3, 47–64.



Appendix A

TABLE 6 The scale items.


	Variables and items





	1. Job insecurity (Karatepe, 2022)

 
	My concern is whether my salary will increase

 
	I worry that I may soon be required to work in a different location or department

 
	My workload is probably going to become heavier in the future

 
	I do not feel secure about the potential scope of my job

 
	I believe my work will lose interest in the future

 
	I am concerned that I could have a different boss in the future

 
	I am not certain about who my coworkers will be in the near future

 
	I do not feel secure about my prospects for advancement in my job

 
	2. Work anxiety (Hamilton, 1959)

 
	I often have bad apprehensions

 
	Sometimes I worry

 
	I often anticipate the worst

 
	I have feelings of restlessness

 
	3. Work alienation Banai and Reisel (2007)

 
	Often wish I were doing something else

 
	Facing daily tasks feels painful and boring

 
	Time is often spent aimlessly

 
	Feel estranged from my “real self”

 
	Would give a good deal to live a different life

 
	Feel all alone in the world

 
	People are out for themselves and do not care about anyone else

 
	4. Psychological Safety (Edmondson, 2003)

 
	If I make a mistake in my department, people don't really hold it against me

 
	Members of my department can raise difficult issues and questions

 
	People in my department never reject others because they are different

 
	In my department, it is safe to take risks

 
	It is easy to ask others in my department for help

 
	No one in my department would deliberately act in a way that undermines my efforts

 
	In working with members of my department, my unique skills and talents are valued and used
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