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Abstract

Purpose — Although research on job insecurity (JI) and its relationship with employee performance has
increased in recent years, results are mixed and inconclusive. The objectives of this paper are to explore 1) the
conceptualizations of JI, 2) the relationship between JI and different performance dimensions, 3) the theoretical
perspectives used to explain the JI-performance relationship and 4) the mechanisms and contextual boundaries
that affect the JI-performance relationship.

Design/methodology/approach — Following the PRISMA guidelines, the authors systematically searched
for peer-reviewed empirical studies published before July 2021 in Web of Science and Scopus. The authors
analyzed 81 empirical studies published on the conceptualization of job insecurity, its relationship with
employee performance, and what mechanisms and contingency factors are studied. The authors used thematic
analysis to analyze the articles.

Findings — Results of this review show that the quantitative cognitive dimension is dominant in extant JI
literature. Furthermore, in-role performance and OCB were most often investigated in relation to the four
dimensions of job insecurity, drawing from a range of theoretical perspectives to explain this relationship.
Moreover, a variety of mechanisms and contextual factors on individual, individual work-related, individual-
level attitudes and job-level characteristics have found to play a role in this relationship.

Research limitations/implications — This study has a number of limitations. The first pertains to the
exclusion of articles in languages other than English and non-peer reviewed papers. It is possible that the
search strategy used may not have identified other studies that may have met the established criteria in order to
be included in our research. However, this method was chosen to guarantee the quality of the included articles
in this study and in line with previous meta-analyses and literature reviews (De Witte ef al., 2016; Sverke et al.,
2019). Second, one selection criteria focused on how performance was assessed in the studies incorporated in
this literature review. The authors excluded studies that addressed performance from the perspective of the
organization (i.e. studies that measured performance at the organizational level). The authors herewith might
have excluded studies that focused on one or multiple job insecurity constructs, but the authors herewith
included studies that were comparable in terms of performance indicator outcomes. Future studies could
expand the search by investigating, as a next step, the impact on organizational performance. Finally, since the
focus of this literature review was on the relationship between job insecurity and performance indicators,
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including the mechanisms and boundary conditions that affect this relationship, the authors did not include
focus on how job insecurity can be influenced (Shoss, 2017), and herewith lack information on the predictors
side of job insecurity. However, by narrowing the authors focus to mediators and moderators, the authors were
able to come up with an extensive list of factors that impact the job insecurity—performance relationship and
herewith provide fruitful areas for future research. Future studies could expand these findings by providing an
overview of predictors of different job insecurity constructs, to see whether there are potential different
predictors of job insecurity conceptualizations (Jiang and Lavaysse, 2018).

Practical implications — The study review contributes to the systematization of the current empirical
evidence on this area of research. This is especially important and enables room to take an additional step
toward understanding the consequences of job insecurity on performance. Specifically, it is important for
organizations and policymakers to be aware of the different conceptualizations of job insecurity that exist and
how they impact employee performance. In addition, an overview of potential mechanisms and boundary
conditions that affect this relationship provides insights as to how organizations can intervene to affect
reactions to job insecurity.

Social implications — The study findings are relevant and may be of interest to decision makers in
organizations and national authorities that must have information on quality concerning the effects of job
insecurity on performance.

Originality/value — Based on these findings the authors show the impact of the different conceptualizations
of job insecurity and how they affect job performance. In addition, the authors provide recommendations for
future studies how to better handle the integration of different conceptualizations and measures of job
insecurity and its different approaches.

Keywords Job insecurity, Conceptualizations, Employee performance, Systematic literature review,
Mediators, Moderators

Paper type Research paper

Introduction

Various changes in the social and economic environment have brought about a series of
adverse effects for organizations. To survive, organizations have had to adapt by
implementing various measures including massive layoffs, making changes to labor
relations (Huang et al,, 2017; Lee et al., 2018) and adopting new work models (Wilson et al,
2020). These changes have resulted in an increase in the levels of job insecurity experienced
by workers (Kim and Von dem Knesebeck, 2015; Wilson ef al, 2020). Job insecurity can be
defined as “a perceived threat to the continuity and stability of employment as it is currently
experienced” (Shoss, 2017, p. 1914). Recent research has focused on job insecurity given the
relevance of its potential negative consequences for workers and its explosive increase in
recent years (Niesen ef al., 2014; Probst et al., 2020). This is especially the case in 2020 as a
result of the COVID-19 pandemic (Blustein et al., 2020).

Job insecurity has been conceptualized as both a unidimensional and a multidimensional
construct (Sverke et al., 2002). The unidimensional construct focuses on insecurity as a
perception about the job loss, while the multidimensional construct addresses not only the
job loss but includes the loss of desired job features, such as opportunities for development,
or pay (e.g. Lee et al, 2018). Research has argued that the unidimensional construct is too
simple and cannot adequately reflect the different elements of job insecurity (Lee et al,
2018). The majority of studies that have therefore included a form of a multidimensional
construct of job insecurity, which have shown to have differential relationships with
outcomes (Shoss, 2017).

However, despite the increase focus on the multidimensional construct of job insecurity,
prior literature lacks consensus when it comes to the job insecurity conceptualization (Sverke
et al., 2019). More specifically, studies include different elements of the multidimensional
construct of job insecurity, resulting in a wide variety of conceptualizations and measures
used. This is problematic, since many studies use a conceptualization without discussing
why they adopt a certain measure (Lee et al., 2018). Moreover, the theoretical framework used
to explain the relationship between job insecurity and employee outcomes also varies largely



between job insecurity conceptualizations. Studies have argued that these conceptualizations
are differentially related to outcomes such as performance (Shoss, 2017), highlighting the
need to study what conceptualizations have been used in the literature, from which
theoretical perspective they derive, and how they relate to outcomes. Specifically, although
the body of research on the consequences of job insecurity is growing, the discussion in the
literature with respect to its consequences on the various dimensions that determine
performance has not been classified properly (De Cuyper et al., 2020; Piccoli et al., 2019).

Based on the research gaps presented above, we have formulated the following research
objectives. The first objective of our study is to systematically analyze the job insecurity
conceptualizations that have been used in extant literature (Jiang and Lavaysse, 2018; Sverke
et al., 2019). Second, building on the suggestion provided by Sverke et al. (2019) to analyze the
relationship between the different dimensions of job insecurity and its relationship with
different performance indicators, we aim to deepen the existing base of evidence about the
relationship between job insecurity and various aspects that determine employee
performance. Third, we explore the theoretical perspectives used to explain the
relationship between job insecurity and performance. Finally, given the mixed results
related to the impact of job security on performance it is relevant to explore what potential
mechanism and boundary conditions affect this relationship.

With these objectives we build on the recent special issue of De Cuyper et al. (2020)
focusing on the impact of job insecurity on job performance and meta-analytic evidence of
Sverke et al (2019) and extend their work by systematically reviewing the relationship
between (different conceptualizations of) job insecurity and different types of performance
indicators and theoretical perspectives used to explain this relationship. In addition, we build
on the ideas of Lee et al. (2018), who reviewed studies investigating antecedents, moderators
and consequences of job insecurity more generally, we systematically analyze the boundary
conditions and mechanisms affecting the relationship between different job insecurity
conceptualizations and job performance dimensions. In addition, we explore what
mechanisms underly the relationship between felt job insecurity and job performance (De
Cuyper et al., 2020; De Witte et al., 2016).

The remaining section of the paper is organized the following: in the theoretical
framework section we provide definitions of the constructs used in the paper when it comes to
job insecurity and the different performance dimensions. Next, in the method section we
discuss the literature analyzed, including search strategy and inclusion and exclusion criteria
of the systematic literature review. Afterwards, the results section presents the findings of the
literature review. Based on these findings, the discussion section entails a research agenda in
line with the research objectives of the study, limitations and suggestions for future research,
and practical implications of the study. Finally, the paper provides a conclusion based on the
objectives of the study.

Theoretical framework

The multidimensional construct of job insecurity

Many studies conceptualize job insecurity as a multidimensional construct (Sverke ef al,
2002). This multidimensions construct highlights two dimensions: quantitative job
insecurity, which refers to the threat of a potential loss of job continuity (Greenhalgh and
Rosenblatt, 1984) and qualitative job insecurity, which deals with the fear of losing some job
characteristics that are considered valuable by employees (Hellgren et al, 1999). In addition,
there exist cognitive and affective elements of job insecurity (Lee et al., 2018). Cognitive job
insecurity refers to “the perception of the likelihood of negative changes to the job” (Lee et al,
2018, p. 338). Affective job insecurity refers to the experience of job insecurity, such as being
extremely anxious about losing the job or job features, or being concerned (Huang et al., 2010).
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Sverke et al (2019) have created a taxonomy based on the multidimensional construct of job
insecurity in which they include both the quantitative and qualitative, as well as the cognitive
and affective elements of this conceptualization.

Job performance dimensions

Sverke et al (2019) categorized performance into five dimensions: task, contextual, and
counterproductive performance, as well as the performance of creativity and innovation,
and safety and prevention of occupational accidents. Task performance relates to how well an
individual performs their core job tasks (Murphy, 1989). Contextual performance concerns
the behavior of employees that is not directly related to the core tasks of the work, but to the
organization’s goal fulfillment. This type of performance is also called as organizational
citizenship behavior (Hoffman and Dichert, 2012; Organ and Ryan, 1995). Counterproductive
behavior represents the deviant and non-compliant job behaviors that concern the negative
side of job performance (Sackett and DeVore, 2001). Performance of creativity and innovation
are pro-organizational behaviors that relate to employees’ creativity and innovation to be
competitive and successful as organization (Anderson ef al, 2014). Finally, safety
performance is another aspect of employee performance, which refers to work behaviors
that are in line with security and safety regulations within the organization (Beus et al., 2015).
Given the broad range of indicators that fit the taxonomies of performance of the current
world of work to see how they impact job insecurity, these conceptualizations of job
performance will be used in this systematic literature review (Griffin et al, 2007).

Method

We collected, reviewed and analyzed the literature on job insecurity conceptualizations and
its relationship with various dimensions of employee performance. The focus was on
indicators rather than determinants of work performance. We used the initial description of
types of performance by drawing from relevant studies (Griffin ef al, 2007) and classified this
broad category based on the types of performance proposed by Sverke et al. (2019) as follows:
task, contextual and counterproductive performance, as well as the performance of creativity
and innovation, and safety and prevention of occupational accidents.

We summarized relevant field studies to contribute toward a better understanding of the job
insecurity—performance relationship. In doing so, we (1) examined the particular conceptualizations
and related measurement used to study job insecurity and type of performance indicator studies;
(2 classified theories used to explain the Jl-performance relationship; (3) categorized the
methodological designs and samples used, (4) create an overview of the observed results, including
moderators and mediators studied and (5) evaluated the implications of these findings vis-a-vis
research in the job insecurity field and how it impacts various dimensions of performance.

Qualitative systematic reviews aim at minimizing bias in the selection of studies with
respect to relationships, predictions and/or expectations among variables (Daniels, 2019;
Green et al, 2011). Unlike meta-analyses, qualitative systematic reviews do not calculate the
size of the effects of several different studies on each other and complete forest plots and
confidence intervals in some cases (Lewis and Clarke, 2001). They do not intend to create
knowledge based on evidence through rigorous hypotheses (Grote and Cortina, 2018). In our
study, we focus on exploring the conceptualizations of job insecurity and its relationship with
job performance indicators, next to scrutinizing theoretical perspectives used, and
moderators and mediators that play a role in this relationship. Therefore, we did not
conduct a meta-analysis, but rather perform a qualitative systematic review of the available
literature on the relationship between job insecurity and employer performance to create this
overview. The methodological recommendations of Daudt ef al (2013) and Noyes et al. (2008)



and the guidelines from the reports of best practices for systematic reviews and meta-
analyses (PRISMA-2020) guidelines (Page et al, 2021) were followed. Our qualitative
systematic review is based on a method that addresses the research question while also
detailing the search criteria and providing an adequate structure for the synthesis of the
results (Briner and Denyer, 2012).

Search strategy

With this review, we followed the standard criteria of the PRISMA statement. Two databases,
namely Web of Science (WoS) and Scopus, that are considered the most comprehensive databases
of peer-reviewed journals in social sciences (Bos-Nehles et al, 2017), were searched in July 2021.
We followed previous literature reviews by restricting the search to peerreviewed scientific
journal articles written in English and we did not specify the year of publication, as the interest
was in retrieving as many published articles as possible (De Witte ef al, 2016). The titles and
abstracts were identified through four rounds of keyword-based searches of both databases.
Thus, [“job insecurity” AND “job performance”], [“job in-security” AND “employee performance”],
[“job insecurity” AND “work performance”], and [“job insecurity” AND “work behavior”] were
used in the first, second, third and fourth rounds, respectively. To expand the scope of the search,
recommendations from previous qualitative systematic reviews (Hassard et al, 2019) were
followed. Specifically, the reference lists of all articles cited in this field were also manually checked.

Inclusion and exclusion criteria

Inclusion and exclusion criteria were determined to remove the studies that did not fall within
the scope of this review (Daudt et al, 2013). The inclusion criteria were: (1) studies carried out
on samples of workers; (2) qualitative and quantitative empirical studies; (3) studies that
evaluated the relationship between job insecurity and performance behaviors; and (4) studies
published in scientific journals found on WoS and Scopus. The following items were
excluded: (1) literature reviews, conceptual articles and meta-analyses since one of our aims is
to gain an overview of the empirical literature and the conceptualizations used to measure the
job insecurity construct; (2) studies that addressed performance from the perspective of
the organization (i.e. studies that measured performance at the organizational level); and
(3) studies published in conference proceedings. We herewith followed previous literature
reviews and meta-analyses which also limited their selection to scientific journals to
guarantee the quality of the selected studies (e.g. De Witte ef al,, 2016; Sverke et al., 2019).

Studies included and analysis

A total 262 articles were found. After removing duplicated and non-English articles, a total of
174 articles were left for analysis. Based on the inclusion and exclusion criteria, the quality of
174 articles was analyzed by assessing their titles and abstracts in a critical and independent
manner by two different researchers. This process showed that 90 articles met the inclusion
criteria. The full texts of these 90 articles were reviewed and analyzed. We apply thematic
analysis to identify, analyze and interpret information from the included studies regarding
the conceptualization of job insecurity, its relationship with performance indicators, the
theoretical perspective used, and included moderators and/or mediators under study (Braun
and Clarke, 2006). We searched for the descriptions of how job insecurity is conceptualized
and measured, the performance dimensions studied, the theoretical framework used, and
information related to the variables included as mediators and/or moderators. In addition, we
noted descriptive characteristics of the studies, such as the methods they use and their
sample characteristics. A double-coding process was used in which the third author reviewed
all studies and then compared them with the first author. For each study, a coding scheme
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was used. We analyzed how different codes could be combined to create an overarching
theme, for example the conceptualizations of the job insecurity construct. After identifying
the themes, these were critically reviewed and discussed by the authors. This analysis
showed that eight articles did not include the relationship between job insecurity and
performance and one article was conceptual of nature, and therefore, they were excluded.
A total of 81 articles met the inclusion criteria and were used in the review. Figure 1 presents a
flowchart PRISMA of the systematic selection of articles carried out in this study.
Appendix presents all studies reviewed and includes information on the (a) author(s) and
year of publication, (b) scientific journal, (c) design of the study, (d) sample, (e)
conceptualization and scale used to measure job insecurity, (f) mediator and moderator
variables included and theories used to assess the relationship between job insecurity and
performance, (g) dimension of performance assessed and (h) results of the study.

Results

The development of job insecurity—performance research

Findings show that the publication of studies that focused on the relationship between job
insecurity and performance began in 1990. Publications were incipient for over a decade, with a



total of 6 papers published over the course of 11 years. However, from 2001 to 2010, publications
more than doubled, reaching a total of 13 in a decade. Over a period of just five years from 2011
to 2015, the number of publications recorded was 18. This upward trend is only growing,
considering that from 2016 to 2020, over just the last 5 years, the number of publications
recorded was greater than ever, with a total of 44 in all. The journals with the greatest number of
publications were: Career Development International (n = 8), Safety science n = 4), Journal of
Occupational and Orgamzational Psychology n = 4) and Journal of Occupational Health
Psychology (n = 4). The fields in which publications have been carried out include
Administration and Economics (# = 38), Psychology and Ethics (» = 32), and Technology,
Environment and Innovation (z = 11). All studies were empirical and quantitative. No
qualitative studies were found. Whereas most studies used cross-sectional designs (72.8%),
fewer studies used longitudinal design (16%), a combination of both cross-sectional and
longitudinal designs (6.2%) and experimental designs (5%).

Characteristics of the samples studied. The samples analyzed in the papers varied. The
smallest sample was found in Armstrong-Stassen (1993), comprising # = 74 workers from the
production area. The largest sample, among studies that used the same design, was found in
Shoss et al. (2019), where 7 = 23,000 workers from various countries were examined. The largest
sample among studies with longitudinal designs were found in Selenko et al (2013), where
n = 1,289 university workers were examined. The smallest sample among studies with
longitudinal design was found in Probst and Brubaker (2001), where 7 = 72 workers from a food
processing plant were examined. Among the studies based on experimental design, Probst (2002)
used the smallest sample composition, in which z = 37 students from a university in the United
States were studied. The largest sample was used by Brockner et al (1992), where 7 = 597 retail
workers were examined.

The samples were predominantly from the United States (# = 16) and China (n = 11).
Samples from countries like Belgium (2 = 9), Italy (# = 9), Canada (z = 4), Chile (z = 4), South
Korea (n = 4), Romania (# = 4), Finland (# = 2), The Netherlands (» = 2), Nigeria (n = 2),
Australia (» = 1), Cyprus (z = 1), England (#z = 1), Iran (#z = 1), Switzerland (» = 1) and
Taiwan ( = 1) were also found. Some studies analyzed samples from multiple countries
(n = 7) and one study did not indicate the origin of its sample.

Conceptualizations and measures of job insecurity

We now turn to the first objective of our paper, which was systematically analyzing the job
insecurity conceptualizations that have been used in extant literature. Findings show that
job insecurity is studied in a variety of ways. All definitions used show that the job insecurity
construct covers a focus on perceptions, i.e. a subjective experience of job insecurity, meaning
that two persons in the same situation may experience different levels of job insecurity (De
Witte, 1999). In addition, job insecurity is considered a future-focused phenomenon (Shoss,
2017), since it reflects a forecast about a loss event that could happen in the future. Hence, the
studies included in our review examined job insecurity as a construct that focuses on the study
of how people perceive and respond to visualized job or job feature loss and not on actual job or
job feature loss (Greenhalgh and Rosenblatt, 1984; Lee et al, 2018; Shoss, 2017).

Literature lacks consensus when it comes to the operationalization of the job insecurity
construct. Within the multidimensional focus of job insecurity, quantitative (i.e. the perceived
threat to the job as a whole, see De Witte, 2000) and qualitative (i.e. perceived threats to features
of the job, see Hellgren et al, 1999) dimensions, including cognitive (ie. perception of the
likelihood of negative changes to the job) and affective (i.e. the experience about losing the job or
job feature) elements of job insecurity (Lee et al, 2018), have been investigated. In our review of
empirical research, we found that the articles covered have adopted 14 different measures.
Moreover, four studies used a manipulation of job insecurity and three studies did not report a
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Table 1.

Search boundaries,
keyword search,
inclusion and exclusion
criteria

validated scale or used a single item to measure job insecurity. Table 1 provides an overview of
the measures used and their related conceptualizations, including a sample item of the scale.

When zooming in on the studies included in the review, we see that the quantitative,
cognitive dimension of job insecurity is dominant in studies on job insecurity and its
relationship with job performance. Scales that are most dominantly used to measure this
conceptualization are the ones by Ashford et al (1989), Probst (2003) and De Witte et al. (2000).
Next is the quantitative, affective dimension of job insecurity that is widely examined using
the scales by Huang et al (2010), Probst (2003), Sverke et al. (2004) and Hellgren et al. (1999).
Furthermore, the qualitative, cognitive dimension is mainly examined using the scales
developed by Caplan et al. (1975), Ashford et al (1989) and Hellgren et al. (1999). To the best of
our knowledge, no studies specifically investigated the qualitative, affective
conceptualization of job insecurity.

The relationship between job insecurity conceptualizations and performance indicators

The second objective of our study was to analyze the relationship between the different
dimensions of job insecurity and its relationship with different performance indicators.
Findings of our literature review show mixed results when it comes to the relationship
between job insecurity and different performance behaviors. The dimensions of performance
that emerged in our qualitative systematic review included: Task (#z = 48); Contextual
(n = 24); and Counterproductive (» = 18) performance; performance of Safety and Prevention
of Work Accidents (# = 10); and Creativity and Innovation Performance (z = 9).

Most studies analyzed in our review reported a predominantly negative relationship
between job insecurity and performance (Huang ef al,, 2012; Reisel et al.,, 2010; Selenko et al.,
2017). Specifically, for the quantitative-cognitive dimension, studies reported a negative
relationship between job insecurity and task performance (19 studies), contextual
performance (8 studies), creativity and innovation (2 studies) and safety performance
(1 study). In addition, a positive relationship was found for counterproductive work behavior
(6 studies). Finally, one study reported a U-shape relation for this dimension of job insecurity
and task performance.

Regarding the quantitative-affective dimension of job insecurity and performance
indicators, studies reported a negative relationship between job insecurity and task
performance (7 studies), safety performance (4 studies) and a positive relationship with
counterproductive work performance (2 studies). We did not find studies in relation to
contextual performance and creativity and innovation. Two studies reported a U-shape
relation for this dimension of job insecurity and task performance. When it comes to the
qualitative-cognitive dimension of job insecurity, studies found a negative relationship with
task performance (five studies) and contextual performance (two studies) and a positive

Search boundaries Web of Science (WoS) and Scopus

Keyword search Job insecurity, job performance, job in-security, employee performance, work
performance, work behavior

Literature type Indexed journals, peer-reviewed articles, empirical studies

included

Literature type Book chapters, magazine articles, non-indexed journals, literature reviews, conceptual

excluded articles, meta-analyses, conference proceedings

Language included English
Language excluded Non-English
Timeline Until July 2021

Source(s): Authors work




relationship with counterproductive work behavior (one study). Finally, studies that included  Job insecurity

a mixture of conceptualizations found similar overall results: a negative relationship with
task performance (four studies), safety performance (four studies), creativity and innovation
(one study) and contextual performance (one study), and a positive relationship with
counterproductive work behavior (four studies). The studies that did not report a clear
conceptualization or used a manipulation, reported negative relationships with task
performance, creativity and innovation, and safety performance.

In conclusion, when it comes to the relationship between job insecurity and different type
of performance indications, findings show that most studies that analyzed the relationship
between job insecurity and performance behaviors have focused on task performance.
Contextual performance, while not predominant in the literature, constitutes a significant
part of it (Lopez et al, 2016; Stynen et al.,, 2013). These results are consistent with those of
previous studies where the aforementioned dimensions are more commonly addressed by the
literature (Cheng and Chan, 2008; Lee et al., 2018; Shoss, 2017). We found that only a small
number of studies focused on the other dimensions of performance, including
counterproductive behaviors, and the performance of creativity and innovation and of
safety and prevention of occupational accidents.
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Reference Sample item Quant Qual Cogn Aff
Caplan ef al. How certain are you about what your future career X X
(1975) picture looks like?
Huang ef al I feel uneasy about my chance for remaining with this X X
(2010) company
Ashford et al. In your work life, how important are each of the X X X
(1989) following features to your personally? 1. Geographic
location?
Probst (2003) What is your job security like? Stressful X X
Probst (2003) What is the future of your job with this organization like? X X
Acceptable
Hellgren et al. My future career opportunities in [the organization] are X X
(1999) favorable
Hellgren et al. Tam worried about having to leave my job before I would X X
(1999) like to
Kraimer ef al. I will be able to keep my present job as long as I wish X X
(2005)
Borg and Braun I am concerned about the possibility of being dismissed X X
(1992)
De Witte et al. Chances are, I will soon lose my job X X
(2000)
Francis and I can keep my current job for as long as I want X X
Barling (2005)
Johnson et al. The thought of getting fired really scares me X X
(1984)
Van den Broeck I feel insecure about the characteristics and conditions of X X
et al. (2014) my job in the future
Sverke et al. I fear I will lose my job X X

(2004)

Note(s): Quant. = qualitative; qual. = qualitative; cogn. = cognitive; aff. = affective

Source(s): Authors work

Table 2.
Measures and

concepualizations of

job insecurity
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Theoretical perspectives used to explain the job insecurity and performance relationship

The third objective of our paper was to explore the theoretical perspectives used to explain
the relationship between job insecurity and performance. When analyzing the theoretical
frameworks used to explain a particular conceptualization of job insecurity in relation to
performance, results show that a variety of theoretical perspectives are used (see Table 2).
The most dominant theoretical frameworks that are used to explain the particular job
insecurity conceptualization and job performance indicators are now discussed. First, the
theory of stress (Lazarus and Folkman, 1984) is used in the majority of studies (20%),
irrespective of the particular conceptualization of job insecurity used in the study. The theory
of stress indicates that job insecurity is a stressor for employees, as it causes physical and
mental tension and undermines their well-being (Staufenbiel and Konig, 2010), while
consuming their mental and emotional resources (Jex and Beehr, 1991; Vander Elst ef al,
2014). Employees who experience job insecurity, which is a stressful condition, experience a
fall in their job performance (Wang ef al, 2015; Gilboa et al., 2008).

Another theoretical perspective that is frequently used (17% of the studies) to explain the
relationship between job insecurity and performance is the social exchange theory. The social
exchange theory (Blau, 1964) suggests that there are exchange relationships between
organizations and employees. When the organization provides job security to an employee,
they will respond to the organization by increasing their performance in order to balance their
contribution given the exchange that took place (Cropanzano and Mitchell, 2005). When
employees expect the organization to provide job security and it is not able to do so, they will
decrease their contribution by decreasing their job performance (De Cuyper and De Witte, 2006).

A psychological contract (Rousseau, 1995) represents “the mutual beliefs, perceptions and
informal obligations between an employer and an employee” (p. 5). These contracts are defined by
the relationship between the two parties and are unwritten mutual expectations from both sides.
This relationship could be seen as a social exchange relationship, since the focus is on employee
contribution in terms of time, effort and work attitude, and from the part of the employer the focus
is on promised benefits such as salary, appreciation and prospects for promotion (Turnley and
Feldman, 2000). Related to job (in)security, employer promises are related to the continuity of their
job and important features of the job. Once these promises are not met, a psychological contract
breach occurs (see Robinson and Rousseau, 1994), resulting in unfulfilled promises, which could
negatively influence employee outcomes such as performance (Niesen et al, 2018).

From the perspective of the motivation to preserve their jobs, employees make efforts to
demonstrate their value to the organization and thus, do not lose their jobs (Koen ef al., 2019).
With the ongoing threat condition, the uncertainty of a potential job loss can motivate
employees to take actions to prevent job loss (Probst, 2002). The motivation to preserve the
job predicts that, under conditions of job insecurity, employees may increase their
performance levels to continue to be employed by the organization (Koen ef al, 2019; Huang
et al., 2013). Research on job insecurity has also considered the proactive coping perspective.
Under this framework, coping is a strategy that helps employees prepare for potentially
stressful events in the future, such as the loss of a job (Stiglbauer and Batinic, 2015).
Employees may carry out preemptive actions to directly handle job loss (Parker et al, 2006).
These actions involve, among other things, increasing their educational level (Shoss, 2017),
generating contact networks and actively looking for jobs (Klehe ef al, 2012).

Mediating and moderating variables in the JI-performance relationship

The final objective of our study was to explore what potential mechanism and boundary
conditions affect the JI-performance relationship. This qualitative systematic review
synthesized studies that assessed any kind of mediation and/or moderation between job
insecurity and any kind of performance. Most studies performed either mediation (33.3%) or
moderation (33%) analyses. A smaller number carried out both mediation and moderation



analyses (16%). Some studies did not perform any of these analyses (17%). Table 3 provides an
overview of the mechanisms and conditions studied in the JI-performance relationship, for the
different conceptualizations. When it comes to mediators and moderators studied in
the relationship between job insecurity and performance, results show that most mechanisms
are studied for the quantitative-cognitive and quantitative-affective job insecurity dimension
inrelation to performance. A distinction can be made in a focus on the individual worker level, in
terms of personal characteristics (e.g. need-fulfillment as example for individual-level mediators,
and psychological capital as example moderator), work-related personal characteristics (e.g.
psychological contract (fulfillment or breach) as example mediator and perceived supervisor
support as example moderator) and individual-level attitudes (e.g. job satisfaction as example
mediator and moderator). Finally, mechanisms and conditions are investigated at the job-level
(e.g. safety knowledge and motivation as mediator, and contract type as moderator).

The majority of studies focusing on the quantitative-cognitive level investigated the
employees’ perception of the likelihood of negative changes to the job in relation to
performance indicators via worker and job characteristics, and worker attitudes. In terms of
boundary conditions that have found to play a role on the relationship between job insecurity
and different performance indicators, we see that for the quantitative-cognitive dimension,
contingency factors that relate to the interaction between the worker and their environment
(i.e. managers and coworkers) seem to play an important role on the relationship between job
insecurity and performance.

For the quantitative-affective dimension, results show only a few mechanisms studied that
explain the relationship between this dimension and performance (i.e. affective commitment and
safety-production conflict). The majority of studies that examined the experience about losing
the job or job feature in relation to performance have focused on contingency factors that play a
role in this relationship. In particular, individual-level factors (e.g. motivation and psychological
capital), individual work-related factors (e.g. work locus control and leader—-member exchange),

Combination of

Quantitative, cognitive

Quantitative, affective

Qualitative, cognitive

conceptualizations

Social exchange theory

Psychological contract

Conservation of
resources theory
Stress theory

Social exchange theory

Information-processing

Stress theory

Psychological contract

theory theory theory

Stress theory Social exchange theory  Self-determination Conservation of resources
theory theory

Self-determination Psychological contract ~ Stress theory Border theory

theory
Conservation of
resources theory
Appraisal theory

Job demands-resources
theory
Social identity theory

Theory of reasoned
action
Reinforcement
sensitivity theory

theory
Expectancy theory

Theory of reasoned
action
Affective events theory

Self-regulation theory

Interference theory
Expectancy theory
Job preservation model

Uncertainty
management theory

Social exchange theory

Broaden-and-build theory

Note(s): No studies were found that focus on the qualitative affective dimension of job insecurity only

Source(s): Authors work
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job attitudes (e.g. satisfaction and commitment) and job-level characteristics (e.g. change to core
tasks, job embeddedness) have found to impact the JI-performance relationship.

When it comes to the qualitative (cognitive and affective) dimension of job insecurity,
findings highlight only a few mechanisms and contingency factors studied. Mediators were
examined at the individual level and attitudes level (e.g. basis need satisfaction and work
engagement), and moderators were studied at the individual and work-related level (i.e. age
and organizational justice). No studies were found that focus specifically on the qualitative-
affective dimension. Finally, a number of studies that did not focus on one conceptualization
of job insecurity, investigated mechanisms on all four levels and contingency factors on all
levels except for the individual attitude level.

Discussion

Based on 81 empirical studies, we aimed to identify what is known about the relationship
between job insecurity conceptualizations and specific performance indicators. Below we
discuss our findings and offer recommendations related to 1) the conceptualizations of job
insecurity and its relationship with performance dimensions, 2) theoretical perspectives used
to explain the JI-performance relationship, 3) the mechanisms and contextual boundaries
that affect the JI-performance relationship and 4) we provide suggestions regarding the
design and samples of studies.

The conceptualizations of job insecurity and its relationship with performance dimensions
The first objective of this study was to investigate the conceptualizations of job insecurity
and its relationship with different performance dimensions in extant literature. A major
finding related to the conceptualization of job insecurity is that extant research included
different conceptualizations of this construct, with the quantitative-cognitive and affective
dimension being dominant (see also Table 2 including the measures and conceptualizations of
job insecurity found in extant literature). Meta-analytical research has shown that affective
job insecurity has stronger relations to outcomes as compared to cognitive insecurity (Jiang
and Lavaysse, 2018) and that quantitative and qualitative job insecurity also relate
differently to outcomes (Hellgren et al., 1999). Findings of our study show that the qualitative
(both cognitive and affective) dimension, which deals with the fear of losing job
characteristics that are considered valuable by the employee (Hellgren et al, 1999) and its
relationship with various performance indicators, remains less clear (Chirumbolo and Areni,
2010; Roll et al., 2015). Given the importance and relevance of the qualitative dimension of job
insecurity in recent studies (Lee ef al., 2018; Shoss, 2017; Sverke et al., 2019) we recommend
future studies to specifically include the qualitative (cognitive and affective) job insecurity
dimension when it comes to the relationship with different performance indicators. Once
there is enough evidence on the qualitative dimension, future literature reviews and meta-
analyses could explore if and how consequences differ between qualitative and quantitative
as well as the cognitive and affective dimension of job insecurity (Sverke et al, 2019). Future
studies could herewith try to better handle the integration of different conceptualizations and
measures of job insecurity and its different approaches.

In addition, as Table 2 shows, extant studies on job insecurity included a variety of
measures, without knowing the convergence of the content of these measures (Lee et al., 2018).
We therefore recommend future studies to carefully select the job insecurity
conceptualization and undertake an examination of the measures used in previous studies
in developing their study and selecting the measurement. Previous research has shown that a
job insecurity scale containing multiple items, as compared to only a single item measuring
job insecurity, is stronger associated with outcomes (Sverke et al., 2002). Moreover, our results



show a number of studies that did not include detailed information regarding the specific
conceptualization used in their study, which results in a lack of clarity regarding the
construct used. To move the literature on job insecurity forward, we recommend conducting
empirical tests of the existing measures of the job insecurity constructs to examine the level of
convergence to improve the quality of measures used (Lee ef al, 2018; Shoss, 2017).

By exploring which conceptualizations of job insecurity in relation to different
performance dimensions, we contributed to the limited knowledge on differentiating
between the four job insecurity types and how they may render different performance results.
Specifically, our research signals that either qualitative or quantitative, or cognitive and
affective taxonomies, may not be sufficient to understand the full job insecurity experience
(Langerak et al, 2022). A necessary step in job insecurity research is to use psychological
measures of job insecurity that are theoretically embedded.

The relationship between JI and different performance dimensions

Another major point to note relates to the relationship between job insecurity dimensions
and different performance indicators. Our literature review focused on the specific
employee performance indicators, which was recommended by previous research that
categorized performance in broader constructs (Sverke et al, 2019). The results of our review
show that task performance is mostly investigated in relation to job insecurity, and that the
results related to the quantitative vs qualitative and cognitive vs affective dimensions have
different relationships with task performance in such a way that negative, positive and
U-shaped relationships were found. This finding also suggests the need to continue to study
potential moderators that might affect the job insecurity—task performance relationship.
In addition, to gain insights in the relationship between job insecurity dimensions and other
performance dimensions next to task performance, we recommend future studies to
investigate performance indicators that are studied less often (Lee ef al.,, 2018; Shoss, 2017,
Jiang and Lavaysse, 2018). These more specific facets of performance can correspond to
individual and organizational citizenship (Shin ef al, 2019), voice (Schreurs ef al., 2015), and
counterproductive behaviors, like theft and job abandonment (Chirumbolo, 2015; De Cuyper
et al., 2014), as well as the more detailed distinction between psychosocial and physical safety
behaviors (Probst and Brubaker, 2001; Guo et al., 2019).

To date, the literature is inconclusive regarding the relationship between JI and
performance. Our study contributes to existing literature by further unraveling how the
different job insecurity conceptualizations are related to a variety of performance dimensions.
This gap can be bridged by future studies that can provide more information on how job
insecurity conceptualizations affect each of the performance dimensions specifically to be
able to provide a more informed and accurate assertion about this relationship. Furthermore,
research on this relationship could benefit from an exploration of other types of rating
sources of job performance outcomes, since performance is a complex construct to measure,
and a multi-rater approach is recommended to capture different elements of performance
(DeNisi and Murphy, 2017).

Theoretical perspectives used to explain the JI-performance relationship

The next objective of this study was to explore the theoretical perspectives used to explain the
relationship between job insecurity conceptualizations and different job performance
dimensions. Our findings show that researchers have adopted a variety of theoretical
perspectives in explaining the job insecurity construct used in relation to different
performance dimensions. As Table 3 also shows, social exchange theory, psychological
contract theory, the stress—strain perspective, conservation of resources theory and self-
determination theory are dominant perspectives in extant literature. The results indicate that
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the theoretical perspectives discussed can be applied to the different conceptualizations of the
job insecurity construct examined, and that there is no perspective that does not fit a certain
conceptualization.

A recommendation based on these findings is that studies could integrate the type of
conceptualization of job insecurity better in their theoretical underpinning to form
expectations about relationship(s) with performance indicators. Currently, some studies
integrate a more general line of reasoning in relating job insecurity (as a construct) to a certain
performance indicator, while more rigorous theorization, and including the specific
conceptualization of job insecurity could be integrated if the theoretical perspective is
more explicitly directed toward the construct used (Lee ef al, 2018). This is consistent with
recent studies arguing that extant research to date mainly focus on job insecurity as
motivational lever, while job insecurity can also affect employees’ ability to perform at work,
by for example influencing their cognitive capabilities, which could add to our understanding
of how insecurity affects performance (Probst et al, 2020). A theory that explains the role of
cognitive failure as potential mediator is threat rigidity theory (see also Niesen et al., 2014).
These theoretical explanations could help us in creating a more extensive understanding of
the relationship between job insecurity and performance.

The mechanisms and contextual boundaries that affect the JI-performance relationship

The final objective of our study was related to the mixed results in extant literature when it
comes to the job insecurity—performance relationship, which makes it relevant to explore the
potential mechanisms and boundary conditions that affect this relationship. Results (see also
Table 4) show that some of the job insecurity conceptualizations, specifically related to the
qualitative dimension, are not studied often. As a result, their effects related to performance
dimensions have barely been explained with the help of mediating and moderating variables.
For the qualitative-cognitive construct of job insecurity in relation to performance indicators
we do see a role of mechanism such as basic need satisfaction and work engagement, and
moderators such as age and organizational justice to play a role, but research in this area is
very limited. It is necessary to address the effects of job insecurity on more specific
performance facets in order to assess its consequences and determine the inconsistency of its
results (Staufenbiel and Konig, 2010; Sverke et al, 2002). We therefore recommend future
studies to include boundary conditions on different levels of analysis as well as mechanism to
explore the relationship between qualitative-cognitive as well as qualitative-affective
constructs of job insecurity in relation to performance further.

Furthermore, for the quantitative-cognitive dimension of job insecurity in relation to
performance indicators, results (see also Table 4) show that a range of mediating
mechanisms are investigated. These mechanisms are characterized at the individual,
individual work-related, individual-level attitudes and job-level. In addition, individual
work-related moderators, such as factors that relate to support and justice, are found to
play a role on the quantitative-cognitive job insecurity—performance relationship. On the
other hand, research examining the quantitative-affective construct of job insecurity in
relation to performance found various moderators at different levels of analysis, while only
two mediators were found to influence this relationship. This could indicate that the
relationship between quantitative-cognitive job insecurity and job performance indicators
is more likely to be influenced by certain mechanisms, while the relationship between
quantitative-affect job insecurity and job performance indicators is more direct, which is in
line with previous meta-analytical evidence (Jiang and Lavaysse, 2018). In addition,
empirical evidence has shown the mediating role of affective job insecurity in the
relationship between cognitive job insecurity and outcomes (Jiang and Lavaysse, 2018).
Future studies are therefore recommended to further assess moderators and mediators in



Mediators

Moderators

Quantitative-cognitive job insecurity

Individual level

Individual work-
related

Individual level
attitudes

Job-level
characteristics

Need-fulfillment (Breevaart et al., 2020)
Social identity (Selenko et al., 2017)
Amotivation (Shin and Hur, 2020)
Intrinsic motivation (Shin ef al., 2019)

Psychological needs (Van den Broeck et al., 2014)

Irritation (Van Hootegem ef al., 2018)

Concentration (Van Hootegem ef al., 2018)

Restoration (Van Laethem ef al., 2019)
Sleep quality (Van Laethem et al.,, 2019)

Psychological contract (fulfillment and breach)

(De Cuyper and De Witte, 2007)

Procedural fairness (Lépez and Mladinic, 2017)
Organizational identification (Callea ef al., 2016)
Impression management (Probst ef al., 2020)

Subjective well-being (Darvishmotevali and Ali,

2020)

Affective commitment (Lopez ef al., 2018)

Job satisfaction (Reisel ef al., 2010)
Vigor (Selenko ef al., 2013)

Emotional exhaustion (Shin and Hur, 2019)
Safety knowledge and motivation (Probst and

Brubaker, 2001)

Safety compliance (Probst and Brubaker, 2001)
Qualitative job insecurity (Chirumblo ef al., 2020)
Perceived control (Vander Elst ef al, 2016)

Quantitative-affective job insecurity

Individual level

Individual work-
related

Individual level
attitudes

Affective commitment (Qian et al, 2019)

Psychological capital (Darvishmotevali
and Ali, 2020)
Trust (Wong et al., 2005)

Job insecurity (Huang ef al., 2017)
Perceived supervisor support (Lopez
and Mladinic, 2017)

Manager support (Lopez et al., 2016)
Perceived organizational support
(Lopez et al., 2018)

Procedural and Interactional justice
(Piccoli ef al, 2011)

Colleague support (Schreurs et al., 2012)
Supervisor support (Lopez and
Mladinic, 2017)

Coworker incivility (Shin and Hur,
2019)

Type of employer (Wong et al., 2005)
Punishment and reward sensitivity
(Schreurs et al., 2015)

Job satisfaction (Chirumbolo and Areni,
2005)

Contract type (De Cuyper and De Witte,
2006)

Employment status (Ma ef al,, 2019)
Participative decision making (Probst,
2005)

Honesty-humility (Chirumbolo, 2015)
Intrinsic Motivation (Koen et al., 2019)
Occupational self-efficacy (Konig et al.,
2010)

Psychological capital (Probst ef al.,
2017)

Tenure with organization (Chin et al.,
2017)

Impression management (Huang ef al,
2013)

Work locus control (Konig ef al., 2010)
Perceived communication (task and
OCB) (Konig et al., 2010)
Leader-member exchange (Probst et al.,
2016)

Job satisfaction (Chirumbolo and Areni,
2005)

Organizational commitment
(Chirumbolo and Areni, 2005)
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Table 4.

Mediators Moderators

Job-level Safety-production conflict (Byrd et al, 2016) Affective job insecurity climate (Jiang
characteristics and Probst, 2016)
Changes to core task (Lavigne ef al,
2020)
Contingent work status (Probst ef al,
2016)
Job embeddedness (Qian ef al, 2019)
Employment groups (Van Vuuren et al,

2020)

Qualitative-cognitive job insecurity

Individual level Basic need satisfaction (Stynen et al., 2013) Age (Stynen et al., 2013)

Individual work- Organizational justice (Wang et al.,

related 2015)

Individual level Affective job insecurity (Huang et al., 2012)

attitudes Work engagement (Wang ef al., 2015)

Job-level

characteristics

Combination

Individual level Cognitive failures (Probst ef al., 2020) Perceived employability (Kang ef al.,
2012)
Proactive personality (Lin ef al, 2018)
Resilience (Shoss et al., 2018)

Individual work- Organization-based self-esteem (Lin ef al, 2018)  Supervisor support for safety (Guo

related et al., 2019)
Coworker support for safety (Guo et al.,
2019)

Individual level Work engagement (Roll et al., 2015)

attitudes Burnout (Roll ef al., 2015)

Job-level attitudes Qualitative job insecurity (Chirumblo ef al., 2020)  Need for closure (Chirumbolo and

Job-related affective wellbeing (Probst et al, Areni, 2010)
2020) Job dependence (Orpen, 1993)

Note(s): A reference in which the mediator or moderator was examined is shown between brackets
Source(s): Authors work

the quantitative-cognitive job insecurity—performance relationship as well as the potential
mediating role of affective job insecurity, while integrating quantitative and qualitative
dimensions of job insecurity.

Finally, on a more general note, our findings show that the majority of the mediators and
moderators investigated focus on the individual level in terms of individual demographics,
employment type, psychological resources and perceived levels of support, while research
has shown the importance of organizational and environmental level factors, such as cultural
values and the role of a social safety net, social class and employability as well (Lee et al, 2018;
Shoss, 2017). Stretching this to the broader research area, this study underlines the value of
exploring mediators and moderators in the JI-performance relationship (De Cuyper et al,
2020). In addition, the development of cumulative insights in factors impacting the JI-
performance relationship can be better monitored if research integrates the taxonomy of
job insecurity conceptualizations discussed in this study.

How could job insecurity—performance research in terms of design and samples of studies?
Finally, our findings show suggestions for future research related to the methodological aspect
of the studies included. Most studies used cross-sectional designs, only a few used longitudinal



designs. The cross-sectional studies presented relevant information and established the
significant relationship between the variables they examined. However, they were unable to
prove one-way causality and determine the temporal order of variables (De Lange, 2005).
Longitudinal studies have helped establish the strength and direction of the relationships
among variables of interest (Williams and Podsakoff, 1989). Those that assessed the effects of
job insecurity on performance also enabled the establishment of possible causal relationships
among the variables involved (Fischman et al, 2018; De Cuyper et al., 2020). Our findings also
show that there are no longitudinal studies that have assessed the relationship between job
insecurity and performance of creativity and innovation and safety and prevention of
occupational accidents. Therefore, future research is recommended to expand this area further
by advancing research designs. In addition, within-person level research could contribute to the
intra-individual experience of job insecurity (Langerak et al, 2022; Schreurs et al., 2012).
Specifically, research using a person-centered approach could investigate how varying
experiences of job insecurity over time relate to different performance dimensions. This type of
research may be especially relevant when it comes to various types of job insecurity and the
effect of job insecurity over time, in particular for groups that have a higher risk from the
negative consequences of job insecurity (Sverke ef al, 2019).

Furthermore, findings of the literature review show that only a very small number of
cross-cultural studies are performed to date. Most studies have compared the effects of job
insecurity on performance between countries and geographic locations like the US and China,
the US and European countries, and China and European countries (Piccoli et al., 2019; Probst
et al., 2020). Some studies have considered cultural differences relevant and proposed the need
to integrate them in studies that assess the relationship between job insecurity and
performance (Probst and Lawler, 2006). Future studies are recommended to work on this line
of research to determine potential relationships and cultural differences between job
insecurity conceptualizations and various dimensions of performance (Lee et al., 2018).

Conclusion

This systematic literature review based on empirical studies on the job insecurity—
performance relationship aimed to identify what is known about job insecurity
conceptualizations and its relationship with specific performance indicators, and what
factors play a role in this relationship. We call for greater attention to the measures of job
insecurity used, and the performance indicators other than task and extra-role behavior. We
also recommend exploring individual as well as work and organizational factors that
influence the JI-performance relationship, since job insecurity literature will continue to be an
important and relevant employment issue. Below we discuss the practical implications of the
research, and limitations and suggestions for future research.

Practical implications of the research

Our findings are relevant and may be of interest to decision makers in organizations and
national authorities that must have information on quality concerning the effects of job
insecurity on performance. Our review contributes to the systematization of the current
empirical evidence on this area of research. This is especially important and enables room to
take an additional step toward understanding the consequences of job insecurity on
performance. Specifically, it is important for organizations and policy makers to be aware of
the different conceptualizations of job insecurity that exist and how they impact employee
performance. In addition, an overview of potential mechanisms and boundary conditions that
affect this relationship provides insights as to how organizations can intervene to affect
reactions to job insecurity.
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Limitations and suggestions for future research

This study has a number of limitations. The first pertains to the exclusion of articles in
languages other than English and non-peer reviewed papers. It is possible that the search
strategy used may not have identified other studies that may have met the established criteria in
order to be included in our research. However, this method was chosen to guarantee the quality
of the included articles in this study and in line with previous meta-analyses and literature
reviews (De Witte et al,, 2016; Sverke et al, 2019). Second, one selection criteria focused on how
performance was assessed in the studies incorporated in this literature review. We excluded
studies that addressed performance from the perspective of the organization (i.e. studies that
measured performance at the organizational level). We herewith might have excluded studies
that focused on one or multiple job insecurity constructs, but we herewith included studies that
were comparable in terms of performance indicator outcomes. Future studies could expand the
search by investigating, as a next step, the impact on organizational performance. Finally, since
the focus of this literature review was on the relationship between job insecurity and
performance indicators, including the mechanisms and boundary conditions that affect this
relationship, we did not include focus on how job insecurity can be influenced (Shoss, 2017), and
herewith lack information on the predictors side of job insecurity. However, by narrowing our
focus to mediators and moderators, we were able to come up with an extensive list of factors that
impact the job insecurity—performance relationship and herewith provide fruitful areas for
future research. Future studies could expand these findings by providing an overview of
predictors of different job insecurity constructs, to see whether there are potential different
predictors of job insecurity conceptualizations (Jiang and Lavaysse, 2018).

References

Anderson, N., Poto¢nik, K. and Zhou, J. (2014), “Innovation and creativity in organizations: a state-of-
the-science review, prospective commentary, and guiding framework”, Journal of Management,
Vol. 40 No. 5, pp. 1297-1333.

Armstrong-Stassen, M. (1993), “Production workers’ reactions to a plant closing: the role of transfer,
stress, and support”, Anxiety, Stress and Coping: An International Journal, Vol. 6 No. 3, pp. 201-214,
doi: 10.1080/10615809308248380.

Ashford, SJ., Lee, C.L. and Bobko, P. (1989), “Content, causes, and consequences of job insecurity: a theory-
based measure and Substantive test”, Academy of Management Journal, Vol. 32, pp. 803-829.

Beus, ] M., Dhanani, L.Y. and McCord, M.A. (2015), “A meta-analysis of personality and workplace safety:
addressing unanswered questions”, Journal of Applied Psychology, Vol. 100 No. 2, pp. 481-546.

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

Blustein, D., Duffy, L. and Ferreira, ]. (2020), “Unemployment in the time of COVID-19: a research
agenda”, Journal of Vocational Behavior, Epub: 2020 May 8, PMID: 32390656, PMCID,
PMC7206417, Vol. 119, 103436, doi: 10.1016/j.jvb.2020.103436.

Borg, I. and Braun, M. (1992), “Arbeitsethik und Arbeitsinvolvement als Moderatoren der
psychologischen Auswirkungen von Arbeitsplatzunsicherheit”, [Work ethic and work
involvement as moderators of the psychological consequences of job insecurity], (ZUMA-
Arbeitsbericht No. 92/7). Mannheim: Zentrum fiir Umfragen, Methoden und Analysen.

Bos-Nehles, A., Renkema, M. and Janssen, M. (2017), “HRM and innovative work behaviour:
a systematic literature review”, Personnel Review, Vol. 46 No. 7, pp. 1228-1253.

Braun, V. and Clarke, V. (2006), “Using thematic analysis in psychology”, Qualitative Research in
Psychology, Vol. 3 No. 2, pp. 77-101.

Breevaart, K., Lopez Bohle, S, Pletzer, ]L. and Munoz Medina, F. (2020), “Voice and silence as
immediate consequences of job insecurity”, Career Development International, Vol. 25 No. 2,
pp. 204-220, doi: 10.1108/CDI-09-2018-0226.


https://doi.org/10.1080/10615809308248380
https://doi.org/10.1016/j.jvb.2020.103436
https://doi.org/10.1108/CDI-09-2018-0226

Briner, R.B. and Denyer, D. (2012), “Systematic review and evidence synthesis as a practice and
scholarship tool”, Handbook of Evidence-Based Management: Companies, Classrooms and
Research, pp. 112-129.

Brockner, J., Tyler, T.R. and Cooper-Schneider, R. (1992), “The influence of prior commitment to an
institution on reactions to perceived fairness: the higher they are, the harder they fall”,
Administrative Science Quarterly, Vol. 37 No. 2, pp. 241-261, doi: 10.2307/2393223.

Byrd, ], Gailey, N.J., Probst, T.M. and Jiang, L. (2016), “Explaining the job insecurity-safety link in the
public transportation industry: the mediating role of safety-production conflict”, Safety Science,
Vol. 106, pp. 255-262, doi: 10.1016/j.8s¢1.2016.11.017.

Callea, A., Urbini, F. and Chirumbolo, A. (2016), “The mediating role of organizational identification in
the relationship between qualitative job insecurity, OCB and job performance”, Journal of
Management Development, Vol. 35 No. 6, pp. 735-746.

Caplan, R.D., Cobb, S., French, J.R.P., Harrison, R.V., Jr. and Pinneau, SR. (1975), Job Demands and
Worker Health, HEW Publicationldentifying No. DHEW (NIOSH), Publication No. 75-160,
Contract-099-72-0061, NIOSH Division DBBS, National Institute for Occupational Safety and
Health, MI, OH Performing Organization University of Michigan.

Cheng, G.H.-L. and Chan, D. K.-S. (2008), “Who suffers more from job insecurity? A meta-analytic
review”, Applied Psychology: An international Review, Vol. 57, pp. 272-303.

Chin, Y.Y., Kiazad, K., Li, M., Capezio, A., Zhou, L. and Restubog, S.L.D. (2017), “Does organizational
justice matter? Implications for construction workers’ organizational commitment”, Journal of
Construction Engineering and Management, Vol. 33 No. 2, doi: 10.1061/(ASCE)ME.1943-5479.
0000490.

Chirumbolo, A. (2015), “The impact of job insecurity on counterproductive work behaviors: the
moderating role of honesty—humility personality trait”, The Journal of Psychology, Vol. 149
No. 6, pp. 554-569.

Chirumbolo, A. and Areni, A. (2005), “The influence of job insecurity on job performance and absenteeism:
the moderating effect of work attitudes”, Journal of Industrial Psychology, Vol. 31 No. 4, pp. 65-71.

Chirumbolo, A. and Areni, A. (2010), “Job insecurity influence on job performance and mental health:
testing the moderating effect of the need for closure”, Economic and Industrial Democracy,
Vol. 31, pp. 195-214, doi: 10.1177/0143831x09358368.

Chirumbolo, A., Callea, A. and Urbini, F. (2020), “Job insecurity and performance in public and private
sectors: a moderated mediation model”, Journal of Organizational Effectiveness: People and
Performance, Vol. 7 No. 2, pp. 237-253, doi: 10.1108/JOEPP-02-2020-0021.

Cropanzano, R. and Mitchell, M.S. (2005), “Social exchange theory: an interdisciplinary review”,
Journal of Management, Vol. 31 No. 6, pp. 874-900.

Daniels, K. (2019), “Guidance on conducting and reviewing systematic reviews (and meta-analyses) in
work and organizational psychology”, European Journal of Work and Organizational
Psychology, Vol. 28 No. 1, pp. 1-10.

Darvishmotevali, M. and Alj, F. (2020), “Job insecurity, subjective well-being and job performance: the
moderating role of psychological capital”, International Journal of Hospitality Management,
Vol. 87, 102462.

Daudt, HM., van Mossel, C. and Scott, S.J. (2013), “Enhancing the scoping study methodology: a large,
inter-professional team’s experience with Arksey and O'Malley’s framework”, BMC Medical
Research Methodology, Vol. 13 No. 1, pp. 1-9.

De Cuyper, N. and De Witte, H. (2006), “The impact of job insecurity and contract type on attitudes,
well-being and behavioural reports: a psychological contract perspective”, Journal of
Occupational and Organizational Psychology, Vol. 79 No. 3, pp. 395-409.

De Cuyper, N. and De Witte, H. (2007), “Job insecurity in temporary versus permanent workers:
associations with attitudes, well-being, and behavior”, Work and Stress, Vol. 21 No. 1, pp. 65-84,
doi: 10.1080/02678370701229050.

Job insecurity
and employee
performance

607



https://doi.org/10.2307/2393223
https://doi.org/10.1016/j.ssci.2016.11.017
https://doi.org/10.1061/(ASCE)ME.1943-5479.0000490
https://doi.org/10.1061/(ASCE)ME.1943-5479.0000490
https://doi.org/10.1177/0143831x09358368
https://doi.org/10.1108/JOEPP-02-2020-0021
https://doi.org/10.1080/02678370701229050

CDI
28,6/7

608

De Cuyper, N, Sulea, C., Philippaers, K., Fischmann, G., Iliescu, D. and De Witte, H. (2014), “Perceived
employability and performance: moderation by felt job insecurity”, Personnel Review, Vol. 43
No. 4, pp. 536-552, doi: 10.1108/PR-03-2013-0050.

De Cuyper, N.,, Schreurs, B, De Witte, H. and Selenko, E. (2020), “Impact of job insecurity on job
performance introduction”, Career Development International, Vol. 25 No. 3, pp. 221-228.

De Lange, AH. (2005, “What about Causality?. Examining longitudinal relations between work
characteristics and mental health”, RU Radboud Universiteit, Nijmegen: Nijmegen, The Netherlands.

De Witte, H. (1999), “Job insecurity and psychological well-being: review of the literature and
exploration of some unresolved issues”, European Journal of Work and Organizational
Psychology, Vol. 8 No. 2, pp. 155-177, doi: 10.1080/135943299398302.

De Witte, H. (2000), “Arbeidsethos en jobonzekerheid: Meting en gevolgen voor welzijn, tevredenheid
en inzet op het werk [Work ethic and job insecurity: assessment and consequences for well-
being, satisfaction and performance at work]’, in Bouwen, R., De Witte, K., De Witte, H. and
Taillieu, T. (Eds), Van groep naar gemeenschap [From Group to Community]. Liber Amicorum
Prof, Dr. Leo Lagrou, Garant, Leuven, pp. 325-350.

De Witte, H., De Cuyper, N., Handaja, Y., Sverke, M., Naswall, K. and Hellgren, J. (2010), “Associations
between quantitative and qualitative job insecurity and well-being: a test in belgian banks”,
International Studies of Management and Organization, Vol. 40, pp. 40-56, doi: 10.2753/
IM00020-8825400103.

De Witte, H., Hoof, J. and Vos, C. (2000), “(RED.) Themanummer: baanonzekerheid,
werknemersreacties en vakbondsparticipatie”, Tijdschrift voor Arbeidsvraagstukken, Vol. 23,
doi: 10.5117/2007.023.005.020.

De Witte, H.,, Pienaar, J. and De Cuyper, N. (2016), “Review of 30 years of longitudinal studies on the
association between job insecurity and health and well-being: is there causal evidence?”,
Australian Psychologist, Vol. 51 No. 1, pp. 18-31.

DeNisi, A.S. and Murphy, K.R. (2017), “Performance appraisal and performance management: 100
years of progress?”, Journal of Applied Psychology, Vol. 102 No. 3, p. 421.

Fischmann, G., Sulea, C., Kovacs, P., Iliescu, D. and De Witte, H. (2015), “Qualitative and quantitative
job insecurity: relations with nine types of performance”, Psihologia Resurselor Umane Revista
Asociatier de Psihologie Indusstriala si Orgamizationala, Vol. 13 No. 2, pp. 152-164.

Fischmann, G., De Witte, H,, Sulea, C. and Iliescu, D. (2018), “Qualitative job insecurity and in-role
performance: a bidirectional longitudinal relationship?”, European Journal of Work and
Orgamizational Psychology, Vol. 27 No. 5, pp. 603-615.

Francis, L. and Barling, J. (2005), “Organizational injustice and psychological strain”, Canadian
Journal of Behavioural Science / Revue canadienne des sciences du comportement, Vol. 37 No. 4,
pp. 250-261, doi: 10.1037/h0087260.

Gilboa, S., Shirom, A., Fried, Y. and Cooper, C. (2008), “A meta-analysis of work demand stressors and
job performance: examining main and moderating effects”, Personnel Psychology, Vol. 61 No. 2,
pp. 227-271.

Green, S., Higgins, J.P., Alderson, P., Clarke, M., Mulrow, C.D. and Oxman, A.D (2011), Cochrane
Handbook for Systematic Reviews of Interventions Version 5.1, The Cochrane Collaboration,
London, March 2011.

Greenhalgh, L. and Rosenblatt, Z. (1984), “Job Insecurity: toward conceptual clarity”, Academy of
Management Review, Vol. 9 No. 3, pp. 438-448.

Griffin, MLA., Neal, A. and Parker, SK. (2007), “A new model of work role performance: positive
behavior in uncertain and interdependent contexts”, Academy of Management Journal, Vol. 50
No. 2, pp. 327-347.

Guo, M, Liy, S, Chy, F., Ye, L. and Zhang, Q. (2019), “Supervisory and coworker support for safety:
buffers between job insecurity and safety performance of high-speed railway drivers in China”,
Safety Science, Vol. 117, pp. 290-298.


https://doi.org/10.1108/PR-03-2013-0050
https://doi.org/10.1080/135943299398302
https://doi.org/10.2753/IMO0020-8825400103
https://doi.org/10.2753/IMO0020-8825400103
https://doi.org/10.5117/2007.023.005.020
https://doi.org/10.1037/h0087260

Hassard, J., Teoh, KR.H. and Cox, T. (2019), “Estimating the economic burden posed by work-related
violence to society: a systematic review of cost-of-illness Studies”, Safety Science, Vol. 116,
pp. 208-221.

Hellgren, J., Sverke, M. and Isaksson, K. (1999), “A Two-dimensional approach to job insecurity:
consequences for employee attitudes and well-being”, European Journal of Work and
Organizational Psychology, Vol. 8 No. 2, pp. 179-195.

Hoffman, B.J. and Dichert, S.A. (2012), “Review of citizenship and counterproductive behaviors”, in
Schmitt, N. (Ed.), Personnel Assessment and Selection, Oxford University Press, New York, NY.

Huang, G., Lee, C., Ashford, S., Chen, Z. and Ren, X. (2010), “Affective Job Insecurity: A mediator of the
cognitive job insecurity and employee outcomes relationships”, International Studies of
Management and Organizations, Vol. 40, pp. 20-39.

Huang, G.H, Niu, X.Y., Lee, C. and Ashford, S]J. (2012), “Differentiating cognitive and affective job
insecurity: antecedents and outcomes”, Journal of Organizational Behavior, Vol. 33, pp. 752-769.

Huang, R.-T., Sun, H.-S,, Hsiao, C.-H. and Wang, C.-W. (2017), “Minimizing counterproductive work
behaviors: the roles of self-determined motivation and perceived job insecurity in organizational
change”, Journal of Organizational Change Management, Vol. 30 No. 1, pp. 15-26, doi: 10.1108/
JOCM-12-2015-0238.

Huang, G.-H., Zhao, HH., Niuy, X.-Y., Ashford, SJ. and Lee, C. (2013), “Reducing job insecurity and
increasing performance ratings: does impression management matter?”, Journal of Applied
Psychology, Vol. 98 No. 5, pp. 852-862.

Ifeoma, A.R., Mukhtaruddin, M. and Prihanto, J.N. (2019), “Effects of downsizing on employee
performance of selected manufacturing firms in anambra state, Nigeria”, Research in World
Economy, Vol. 10 No. 3, pp. 391-407.

Jex, SM. and Beehr, T.A. (1991), “Emerging theoretical and methodological issues in the study of
work-related stress”, in Ferris, G.R. and Rowland, K.M. (Eds), Research in Personnel and Human
Resources Management, JAI Press, Greenwich, CT, pp. 311-365.

Jiang, L. and Lavaysse, L.M. (2018), “Cognitive and affective job insecurity: a meta-analysis and a
primary study”, Journal of Management, Vol. 44, pp. 2307-2342.

Jiang, L. and Probst, T.M. (2016), “A multilevel examination of affective job insecurity climate on
safety outcomes”, Journal of Occupational Health Psychology, Vol. 21, pp. 366-377.

Johnson, CD., Messe, L.A. and Crano, W.D. (1984), “Predicting job performance of low income
workers: The work opinion questionnaire”, Personnel Psychology, Vol. 37, pp. 291-299.

Kang, D.-S., Gold, J. and Kim, D. (2012), “Responses to job insecurity: the impact on discretionary
extra-role and impression management behaviors and the moderating role of employability”,
The Career Development International, Vol. 17 No. 4, pp. 314-332.

Kim, T J. and von dem Knesebeck, O. (2015), “Is an insecure job better for health than having no job at
all? A systematic review of studies investigating the health-related risks of both job insecurity
and unemployment”, BMC Public Health, Vol. 15, p. 985, doi: 10.1186/s12889-015-2313-1.

Klehe, U, Zikic, J., Vianen, A.E., Koen, J. and Buyken, M. (2012), “Coping proactively with economic
stress: career adaptability in the face of job insecurity, job loss, unemployment, and
underemployment”, in Perrewé, P.L., Halbesleben, J.R.B. and Rosen, C.C. (Eds), The Role of the
Economic Crisis on Occupational Stress and Well Being, Emerald Group Publishing, Bingley, pp.
131-176.

Koen, J., Low, ].T.H. and Van Vianen, A. (2019), “Job preservation efforts: when does job insecurity
prompt performance?”, Career Development International, Vol. 25 No. 3, pp. 287-305, doi: 10.
1108/CDI-04-2018-0099.

Konig, CJ.,, Debus, ME.,, Hausler, S, Lendenmann, N. and Kleinmann, M. (2010), “Examining
occupational self-efficacy, work locus of control and communication as moderators of the job
insecurity—job performance relationship”, Economic and Industrial Democracy, Vol. 31 No. 2,
pp. 231-247, doi: 10.1177/0143831X09358629.

Job insecurity
and employee
performance

609



https://doi.org/10.1108/JOCM-12-2015-0238
https://doi.org/10.1108/JOCM-12-2015-0238
https://doi.org/10.1186/s12889-015-2313-1
https://doi.org/10.1108/CDI-04-2018-0099
https://doi.org/10.1108/CDI-04-2018-0099
https://doi.org/10.1177/0143831X09358629

CDI
28,6/7

610

Kraimer, M, Wayne, S,, Liden, R. and Sparrowe, R. (2005), “The role of job security in understanding the
relationship between employees’ perceptions of temporary workers and employees’ performance”,
The Journal of Applied Psychology, Vol. 90, pp. 389-398, doi: 10.1037/0021-9010.90.2.389.

Langerak, J.B., Koen, J. and van Hooft, E.A. (2022), “How to minimize job insecurity: the role of
proactive and reactive coping over time”, Journal of Vocational Behavior, Vol. 136, 103729.

Lavigne, K.N., Whitaker, V.L., Jundt, D.K. and Shoss, M.K. (2020), “When do job insecure employees
adapt to change?”, Career Development International, Vol. 25 No. 3, pp. 271-286, doi: 10.1108/
CDI-03-2019-0083.

Lazarus, R.S. and Folkman, S. (1984), Stressor, Appraisal, and Coping, Springer, New York.

Lee, C., Huang, G. and Ashford, S. (2018), “Job insecurity and the changing workplace: recent
developments and the future trends in job insecurity research”, Annual Review of
Organizational Psychology and Orgamizational Behavior, Vol. 5, pp. 9.1-9.25.

Lewis, S. and Clarke, M. (2001), “Forest plots: trying to see the wood and the trees”, BM], Vol. 322,
pp. 1479-1480.

Lin, X.S,, Chen, ZX., Ashford, SJ., Lee, C. and Qian, ]J. (2018), “A self-consistency motivation analysis
of employee reactions to job insecurity: the roles of organization-based self-esteem and
proactive personality”, Journal of Business Research, Vol. 92, pp. 168-178, doi: 10.1016/j.jbusres.
2018.07.028.

Lopez, S., Bal, P., Jansen, P., Leiva, P. and Mladinic, A. (2016), “How mass layoffs are related to lower
job performance and OCB among surviving employees in Chile: an investigation of the essential
role of psychological contract”, The International Journal of Human Resource Management,
Vol. 28 No. 20, pp. 2837-2860, doi: 10.1080/09585192.2016.1138988.

Loépez, S., Chambel, MJ., Munoz, F. and Silva da Cunha, B. (2018), “The role of perceived
organizational support in job insecurity and performance”, RAE-Revista de Administracao de
Ewmpresas, Vol. 58 No. 4, pp. 393-404, doi: 10.1590/50034-759020180405.

Lépez, S. and Mladinic, A. (2017), “The effect of procedural fairness and supervisor support in the
relationship between job insecurity and organizational citizenship behavior”, Revista Brasileira
de Gestao De Negocios, Vol. 19, pp. 337-357.

Ma, B, Liu, S, Lassleben, H. and Ma, G. (2019), “The relationships between job insecurity,
psychological contract breach and counterproductive workplace behavior: does employment
status matter?”, Personnel Review, Vol. 48 No. 2, pp. 595-610, doi: 10.1108/PR-04-2018-0138.

Mader, 1. and Niessen, C. (2017), “Nonlinear associations between job insecurity and adaptive
performance: the mediating role of negative affect and negative work reflection”, Human
Performance, Vol. 30, pp. 231-253.

Murphy, KR. (1989), “Dimensions of job performance”, in Dillon, R.F. and Pellegrino, ] W. (Eds),
Testing: Theoretical and Applied Perspectives, Praeger, New York, NY, pp. 218-247.

Niesen, W., Witte, HD. and Battistelli, A. (2014), “An explanatory model of job insecurity and
innovative work behavior”, in Leka, S. and Sinclair, R.R. (Eds), Contemporary Occupational
Health Psychology. doi: 10.1002/9781118713860.ch2.

Niesen, W., Van Hootegem, A., Vander Elst, T., Battistelli, A. and De Witte, H. (2018), “Job insecurity
and innovative work behaviour: a psychological contract perspective”, Jan 4, Psychologica
Belgica, Vol. 57 No. 4, pp. 174-189, PMID: 30479800; PMCID: PMC6194547, doi: 10.5334/pb.381.

Noyes, ], Popay, J., Pearson, A., Hannes, K. and Booth, A. (2008), “Qualitative research and cochrane
reviews”, in Higgings, J. and Green, S. (Eds), Cochrane Handbook for Systematic Reviews of
Interventions, John Wiley & Sons.

Organ, D.W. and Ryan, K. (1995), “A meta-analytic review of attitudinal and dispositional predictors
of organizational citizenship behavior”, Personnel Psychology, Vol. 48, pp. 775-802.

Orpen, C. (1993), “Job dependence as a moderator of effects of job threat on employees’ job insecurity
and performance”, Psychological Reports, Vol. 72 No. 2, pp. 449-450, doi: 10.2466/pr0.1993.72.
2.449.


https://doi.org/10.1037/0021-9010.90.2.389
https://doi.org/10.1108/CDI-03-2019-0083
https://doi.org/10.1108/CDI-03-2019-0083
https://doi.org/10.1016/j.jbusres.2018.07.028
https://doi.org/10.1016/j.jbusres.2018.07.028
https://doi.org/10.1080/09585192.2016.1138988
https://doi.org/10.1590/S0034-759020180405
https://doi.org/10.1108/PR-04-2018-0138
https://doi.org/10.1002/9781118713860.ch2
https://doi.org/10.5334/pb.381
https://doi.org/10.2466/pr0.1993.72.2.449
https://doi.org/10.2466/pr0.1993.72.2.449

Page, MJ., McKenzie, J.E., Bossuyt, P.M., Boutron, 1., Hoffmann, T.C., Mulrow, C.D., Shamseer, L.,
Tetzlaff, JM., Akl, E.A., Brennan, S.E., Chou, R., Glanville, J., Grimshaw, ].M., Hrébjartsson, A.,
Lalu, MM, Li, T., Loder, E.W., Mayo-Wilson, E., McDonald, S., McGuinness, L.A. and Moher, D.
(2021), “The PRISMA 2020 statement: an updated guideline for reporting systematic reviews”,
BM]J (Clinical Research ed,), Vol. 372, p. n71, doi: 10.1136/bmj.n71.

Parker, SK., Williams, HM. and Turner, N. (2006), “Modeling the antecedents of proactive behavior at
work”, Journal of Applied Psychology, Vol. 91, pp. 636-652.

Piccoli, B., Callea, A., Urbini, F., Chirumbolo, A., Ingusci, E. and De Witte, H. (2017) “Job insecurity and
performance: the mediating role of organizational identification”, Personnel Review, Vol. 46
No. 8, pp. 1508-1522, doi: 10.1108/PR-05-2016-0120.

Piccoli, B., De Witte, H. and Pasini, M. (2011), “Job insecurity and organizational consequences: how
justice moderates this relationship”, Romanian Journal of Applied Psychology, Vol. 13 No. 2,
pp. 37-49.

Piccoli, B, Reisel, W.D. and De Witte, H. (2019), “Understanding the relationship between job
insecurity and performance: hindrance or challenge effect?”, Journal of Career Development,
Vol. 48, pp. 150-165.

Piccoli, B, Reisel, W.D. and De Witte, H. (2021), “Understanding the relationship between job
insecurity and performance: hindrance or challenge effect?”, Jorurnal Career Development,
Vol. 48, pp. 150-165, doi: 10.1177/0894845319833189.

Piccoli, B, Setti, L, Filippi, Z., Argentero, P. and Bellotto, M. (2013), “The influence of job insecurity on
task and contextual performance: the mediational role of overall job attitude”, International
Journal of Business Research, Vol. 13, pp. 155-162, doi: 10.18374/1JBR-13-3.10.

Probst, T.M. (2002), “Layoffs and tradeoffs: production, quality, and safety demands under the threat
of job loss”, Journal of Occupational Health Psychology, Vol. 7, pp. 211-220.

Probst, T.M. (2003), “Development and validation of the job security index and the job security
satisfaction scale: a classical test theory and IRT approach”, Journal of Occupational and
Organizational Psychology, Vol. 76, pp. 451-467, doi: 10.1348/096317903322591587.

Probst, T.M. (2005), “Countering the negative effects of job insecurity through participative decision
making: Lessons from the demand-control model”, Journal of Occupational Health Psychology,
Vol. 10, pp. 320-329.

Probst, T.M. and Brubaker, T.L. (2001), “The effects of job insecurity on employee safety outcomes:
cross-sectional and longitudinal explorations”, Journal of Occupational Health Psychology, Vol. 6
No. 2, pp. 139-159, doi: 10.1037/1076-8998.6.2.139.

Probst, T.M,, Gailey, N.J.,, Jiang, L. and Lopez-Bohle, S. (2017), “Psychological capital: buffering the
longitudinal curvilinear effects of job insecurity on performance”, Safety Science, Vol. 100,
pp. 74-82.

Probst, T.M,, Jiang, L. and Benson, W. (2018), “Job insecurity and anticipated job loss: a primer and
exploration of possible interventions”, in Klehe, U.C. and Hooft, EV. (Eds), The Oxford
Handbook of Job Loss and Job Search, Oxford University Press, New York, NY, pp. 31-53.

Probst, T.M,, Jiang, L. and Graso, M. (2016), “Leader-member exchange: moderating the health and
safety outcomes of job insecurity”, Journal of Safety Research, Vol. 56, pp. 47-56, doi: 10.1016/j.
35r.2015.11.003.

Probst, T. and Lawler, J. (2006), “Cultural values as moderators of employee reactions to job
insecurity: the role of individualism and collectivism”, Applied Psychology, Vol. 55, pp. 234-254.
Probst, T.M,, Petitta, L., Barbaranelli, C. and Austin, C. (2020), “Safety-related moral disengagement in
response to job insecurity: counterintuitive effects of perceived organizational and supervisor
support”, Journal of Business Ethics, Vol. 162 No. 2, pp. 343-358, doi: 10.1007/s10551-018-4002-3.
Probst, T.M., Stewart, SM., Gruys, M.L. and Tierney, B.W. (2007), “Productivity, counterproductivity

and creativity: the ups and downs of job insecurity”, Journal of Occupational and
Organizational Psychology, Vol. 80 No. 3, pp. 479-497, doi: 10.1348/096317906X159103.

Job insecurity
and employee
performance

611



https://doi.org/10.1136/bmj.n71
https://doi.org/10.1108/PR-05-2016-0120
https://doi.org/10.1177/0894845319833189
https://doi.org/10.18374/IJBR-13-3.10
https://doi.org/10.1348/096317903322591587
https://doi.org/10.1037/1076-8998.6.2.139
https://doi.org/10.1016/j.jsr.2015.11.003
https://doi.org/10.1016/j.jsr.2015.11.003
https://doi.org/10.1007/s10551-018-4002-3
https://doi.org/10.1348/096317906X159103

CDI
28,6/7

612

Qian, S, Yuan, Q., Niu, W. and Liu, Z. (2019), “Is job insecurity always bad? The moderating role of job
embeddedness in the relationship between job insecurity and job performance”, Journal of
Management and Organization, pp. 1-17, doi: 10.1017/jmo.2018.77.

Reisel, W.D., Probst, T.M,, Chia, S., Maloles, CM. and Koénig, CJ. (2010), “The effects of job insecurity on
job satisfaction, organizational citizenship behavior, deviant behavior, and negative emotions of
employees”, International Studies Management and. Organisation, Vol. 40, pp. 74-91.

Robinson, S.L. and Rousseau, D.M. (1994), “Violating the psychological contract: not the exception but
the norm”, Journal of Organizational Behavior, Vol. 15 No. 3, pp. 245-259.

Roll, L., Siu Simon, O., Li, Y. and De Witte, H. (2015), “Job insecurity: cross-cultural comparison

between Germany and China”, Journal of Organizational Effectiveness: People and Performance,
Vol. 2, pp. 36-54.

Rousseau, D.M. (1995), Psychological Contracts in Organizations: Understanding Writen and Unwritten
Agreements, Sage Publications, Thousand Oaks, CA.

Schreurs, B.H., Hetty van Emmerik, L], Giinter, H. and Germeys, F. (2012), “A weekly diary study on
the buffering role of social support in the relationship between job insecurity and employee
performance”, Human Resource Management, Vol. 51 No. 2, pp. 259-279.

Sackett, P.R. and DeVore, C]J. (2001), “Counterproductive behaviors at work”, in Anderson, N., Ones,
D, Sinangil, H. and Viswesvaran, C. (Eds), International Handbook of Work, Psychology Sage
Publications.

Schreurs, B., Guenter, H., Jawahar, LM. and De Cuyper, N. (2015), “Speaking up when feeling job
insecure”, Journal of Orgamizational Change Management, Vol. 28, pp. 1107-1128.

Selenko, E., Mikikangas, A., Mauno, S. and Kinnunen, U. (2013), “How does job insecurity relate to
self-reported job performance? Analysing curvilinear associations in a longitudinal sample”,
Journal of Occupational Organisational Psychology, Vol. 86, pp. 522-542.

Selenko, E., Makikangas, A. and Stride, C.B. (2017), “Does job insecurity threaten who you are?
Introducing a social identity perspective to explain well-being and performance consequences
of job insecurity”, Journal of Organizational. Behavior, Vol. 38, pp. 856-875.

Shi, L., Liu, Q. and Wu, K. (2013), “Relationships among safety manager behavior, job insecurity
atmosphere, counterproductive work behavior and quality performance”, Journal of Applied
Sciences, Vol. 13, pp. 3548-3552, doi: 10.3923/jas.2013.3548.3552.

Shin, Y. and Hur, WM. (2019), “When do service employees suffer more from job insecurity? The
moderating role of coworker and customer incivility”, International Journal of Environmental
Research and Public Health, Vol. 16 No. 7, p. 1298, doi: 10.3390/ijerph16071298.

Shin, Y. and Hur, W.M. (2020), “Supervisor incivility and employee job performance: the mediating
roles of job insecurity and amotivation”, Journal of Psychology, Epub 2019 August 2. PMID:
31373540, Vol. 154 No. 1, pp. 38-59, doi: 10.1080/00223980.2019.1645634.

Shin, Y., Hur, WM., Moon, T.W. and Lee, S. (2019), “A motivational perspective on job insecurity:
relationships between job insecurity, intrinsic motivation, and performance and behavioral
outcomes”, International Journal of Environmental Research and Public Health, PMID: 31121833;
PMCID: PMC6571976, Vol. 16 No. 10, p. 1812, doi: 10.3390/ijerph16101812.

Shoss, MK. (2017), “Job insecurity: an integrative review and agenda for future research”, Journal of
Management, Vol. 43, pp. 1911-1939, doi: 10.1177/0149206317691574.

Shoss, MK, Brummel, BJ., Probst, T.M. and Jiang, L. (2019), “The joint importance of secure and Satisfying
work: insights from three studies”, Journal of Business and Psychology, Vol. 35, pp. 297-316.
Shoss, MK., Brummel, BJ., Probst, T.M. and Jiang, L. (2020), “The joint importance of secure and

satisfying work: Insights from three studies”, Journal of Business and Psychology, Vol. 35 No. 3,
pp. 297-316, doi: 10.1007/s10869-019-09627-w.
Shoss, MK, Jiang, L. and Probst, T.M. (2018), “Bending without breaking: a two-study examination of

employee resilience in the face of job insecurity”, Journal of Occupational Health Psychology,
Vol. 23 No. 1, pp. 112-126, doi: 10.1037/0cp0000060.


https://doi.org/10.1017/jmo.2018.77
https://doi.org/10.3923/jas.2013.3548.3552
https://doi.org/10.3390/ijerph16071298
https://doi.org/10.1080/00223980.2019.1645634
https://doi.org/10.3390/ijerph16101812
https://doi.org/10.1177/0149206317691574
https://doi.org/10.1007/s10869-019-09627-w
https://doi.org/10.1037/ocp0000060

Staufenbiel, T. and Konig, CJ. (2010), “A model for the effects of job insecurity on performance,
turnover intention, and absenteeism”, Journal of Occupational Organizational Psychology,
Vol. 83 No. 1, pp. 101-117.

Stiglbauer, B. and Batinic, B. (2015), “Proactive coping with job insecurity: is it always beneficial to
well-being?”, Work and Stress, Vol. 29 No. 3, pp. 264-285.

Stynen, D., Forrier, A., Sels, L. and De Witte, H. (2013), “The relationship between qualitative job
insecurity and OCB: differences across age groups”, Economic Industrial Democracy, Vol. 36
No. 3, pp. 383-405.

Sverke, M., Hellgren, J. and Nédswall, K. (2002), “No security: a meta-analysis and review of job insecurity
and its consequences”, Journal of Occupational Health Psychology, Vol. 7 No. 3, pp. 242-264.

Sverke, M., Hellgren, J., Naswall, K., Chirumbolo, A., De Witte, H. and Goslinga, S. (2004), Job Insecurity and
Union Membership: European Unions in the Wake of Flexible Production, P1E.-Peter Lang, Brussels.

Sverke, M., Lastad, L., Hellgren, ], Richter, A. and Néswall, K. (2019), “A meta-analysis of job
insecurity and employee performance: testing temporal aspects, rating source, welfare regimes,
and union density as moderators”, International Journal of Environmental Research and Public
Health, Vol. 16, p. 2536, doi: 10.3390/ijerph16142536.

Tivendell, ]. and Bourbonnais, C. (2000), “Job insecurity in a sample of Canadian civil Servants as a
function of personality and perceived job characteristics”, Psychological Reports, Vol. 87 No. 1,
pp. 55-60, doi: 10.2466/pr0.2000.87.1.55.

Turnley, WH. and Feldman, D.C. (2000), “Re-examining the effects of psychological contract
violations: unmet expectations and job dissatisfaction as mediators”, Journal of Organizational
Behavior, Vol. 21 No. 1, pp. 25-42.

Van den Broeck, A., Sulea, C., Vander Elst, Tinne, Fischmann, G., Iliescu, D. and De Witte, H. (2014),
“The mediating role of psychological needs in the relation between qualitative job insecurity
and counterproductive work behavior”, Career Development International, Vol. 19, doi: 10.1108/
CDI-05-2013-0063.

Van Hootegem, A., Niesen, W. and De Witte, H. (2018), “Does job insecurity hinder innovative work
behavior? A threat rigidity perspective”, Creativity and Innovation Management, Vol. 28, doi: 10.
1111/caim.12271.

Van Laethem, M., Beckers, D.GJ., de Bloom, ]J., Sianoja, M. and Kinnunen, U. (2019), “Challenge and
hindrance demands in relation to self-reported job performance and the role of restoration, sleep
quality, and affective rumination”, Journal of Occupational and Organizational Psychology,
Vol. 92 No. 2, pp. 225-254, doi: 10.1111/joop.12239.

Van Vuuren, T. (1990), “Met ontslag bedreigd. Werknemers in onzekerheid over hun arbeidsplaats bij
veranderingen in de organisatie”, doi: 10.13140/RG.2.1.1552.1049.

Van Vuuren, T., de Jong, J.P. and Smulders, P.G.W. (2020), “The association between subjective job
insecurity and job performance across different employment groups: evidence from a
representative sample from the Netherlands”, Career Development International, Vol. 25
No. 3, pp. 229-246, doi: 10.1108/CDI-05-2018-0155.

Vander Elst, T., De Cuyper, N., Baillien, E., Niesen, W. and De Witte, H. (2016), “Perceived Control and
Psychological Contract Breach as Explanations of the Relationships Between Job Insecurity,
Job Strain and Coping Reactions: Towards a Theoretical Integration”, Stress and Health :
Journal of the International Society for the Investigation of Stress, Vol. 32 No. 2, pp. 100-116, doi:
10.1002/smi.2584.

Vander Elst, De Witte, H. and De Cuyper, N. (2014), “The Job Insecurity Scale: a psychometric
evaluation across five European countries”, European Journal of Work and Organizational
Psychology, Vol. 23 No. 3, pp. 364-380.

Wang, HJ.,, Ly, C.Q. and Siu, O.L. (2015), “Job insecurity and job performance: the moderating role of
organizational justice and the mediating role of work engagement”, Journal of Applied
Psychology, Vol. 100, pp. 1249-1258.

Job insecurity
and employee
performance

613



https://doi.org/10.3390/ijerph16142536
https://doi.org/10.2466/pr0.2000.87.1.55
https://doi.org/10.1108/CDI-05-2013-0063
https://doi.org/10.1108/CDI-05-2013-0063
https://doi.org/10.1111/caim.12271
https://doi.org/10.1111/caim.12271
https://doi.org/10.1111/joop.12239
https://doi.org/10.13140/RG.2.1.1552.1049
https://doi.org/10.1108/CDI-05-2018-0155
https://doi.org/10.1002/smi.2584

CDI
28,6/7

614

Williams, LJ. and Podsakoff, PM. (1989), “Longitudinal field methods for studying reciprocal
relations: toward improved causal analysis”, in Cummings, L.L. and Staw, B.M. (Eds), Research
in Orgamizational Behavior, JAI Press, Stamford, CT, pp. 247-292.

Wilson, J.M,, Lee, ], Fitzgerald, HN., Oosterhoff, B., Sevi, B. and Shook, NJ. (2020), “Job insecurity and
financial concern during the COVID-19 pandemic are associated with worse mental health”,
Journal of Occupational and Environmental Medicine, Vol. 62 No. 9, pp. 686-691, doi: 10.1097/
JOM.0000000000001962.

Wong, Y.-T., Wong, C.-S., Ngo, H.-Y. and Lui, H-K. (2005), “Different responses to job insecurity of
Chinese workers in joint ventures and state-owned enterprises”, Human Relations, Vol. 58
No. 11, pp. 1391-1418, doi: 10.1177/0018726705060243.

Corresponding author
Felipe Munoz Medina can be contacted at: felipeantonio.munoz@usach.cl


https://doi.org/10.1097/JOM.0000000000001962
https://doi.org/10.1097/JOM.0000000000001962
https://doi.org/10.1177/0018726705060243
mailto:felipeantonio.munoz@usach.cl

ty

msecuri

Job

Appendix

pue uonezien)daouoy)

83 10 Z2S8EE
> = <8:CE
o' © L3S BE
— [ »n g s
= m cSw=.2 B £
= £2358%
o L 22 a
<B] rn 2o k=
T =
a & g
© =
<
(panuuog)
UOT)EATJOU JO SILIOAY[} SIsATeue
Paseq-[esno.e 10 AUS0)) SI08RURW 910)S 10 SYP[D  UoIssaISar aydnnur
Aoay], SO[BS 2I0M 9T/, 'STRIL /¢ = 98k [eIIYIRIAIY ‘USSP
[oQuod UBIN % 16 = S[BWI,] [eruswLINdXd [ouinof
dD yym adeys-n PUE 1211} paatedsad Yiom uonendruew ‘S91RIG PAIIU() SY} UL SAI0)S ‘[RUO1I9S TuoUISIUD (z661)
PALIOAUL (JJOAR] YLM PAIRIDOSSE) [ 11019 YIOM :dD 0] PIdU OIWOU0F] QN BIA £JLINOSSUL GO [IB191 [[BUIS WOIJ SI}IOM /GG -SSOID ‘DATRIIUBNY) Jfo &wapvoy 0 19 39U0Ig
SOATINDAXD
Q1M 9, i1 PUR ‘SIoSeuRW
M 9, T°¢ ‘stosiapdns
Q1M 9,79 ‘S[euoIssajord a1em
%€TT ‘suonisod UBIOIUYDa) PRy
%€'ZF ‘[PAJ] 2ARISIUIPE UR J& suonenba
1091} UOT)RUILINIOP Pas{IoM 9, F¢T 'SIBAA ¢ = a8y  [RINJONYS {(SY90M C)
(90ua[ts) 9 — JudwINy pasu — I 1S 14109y, (0002 9N 2Q)  '9ZG = OTBWF 0,79y = S[BN  BIep Ateip A[joam [puoyvULIIU] (0202)
(90104) ) — JUSUI[TN Paatl — J[ Q0UA[IS PUE ANOA :J)) JUOWITINY POoN SN 2ANIUS00 ‘9AnEIURNY) *9[IY) WOIJ SIOSIOM /6 QATRIUBNY  Juout|o]aaa(] 420.41) 0 12 1TeRASRI
90UBLIEAOD
(91M038 aToM Jo sisATeue
Auedwod ayy deLeAnnw
Ul 2IMNg 18} pue ol PUE 9)BLIEATUN
T19) 3[9F £33 YoM 03 %11 = J[BWRJ  ‘SISATRUR UOISSIIZI
JUAIXA 9] SJUOpUOdSaT ‘968 = J[BW ‘SIBIA 1 = a8y [ed1yoIRIIY
payse oIy "epeur) ul saruedwiod Jo seare ‘[euono9es sudo) (£661) usssers
dL-1 uewopad qof 4], £109]) S90S K109y,  SWR)I 0M]) SAIRIUBNY) uononpoId WO SIOYIOM §/,  -SSOID ‘DANRIIURNY)  pup $Sa4S ‘Kaixuy -Suonsury
$99£0[dWd [9AS[-PILU dIoM 9, /.7
(6861  pue seafojdws [pas[-2A1jRIRdO
‘172 PIOJUSY) (9ANIUS0D Q1M 9,6 ((STeRA 6G-0G)
‘aneinuenb) ssof - %81 pue ‘(S1edk 65-0€) % 'Y
qol Jo yeayy) paadRd (s1eaA 67—07) %L L7 = 98y SISARUE UOISS2IZAT {5oj0ya8sq
J01ARYaq S{I0M ‘(eAnruS0d ‘daneinuEND) 9, T'LE = S[BWIJ ‘0,679 = AN AN [EUONIIS Jo jpuanof (8102)
M) -+ (Suorsuawtp woq) [[  2AnoNpoIdRUN0)) :GMD) £1091]) JopIog] :A109Y ], SSUSSI[PMO] ‘BLIOSIN WOIJ SIONIOM 9C7  -SSOID ‘DATjRIuEny) UDRUDULT] YJAON 0 70 TUURY Y
9DUBLIBA JO SISA[RUR
SSIUIPIR) ‘WSINUISAY K109} £ouedadxa pue ‘sisA[eue
amd +1[ gMD PouewniorRd ‘A1091) Surssaooxd SIBAA T = 988 UONL[ALIOD (SpUnol
-1 [0S :J) -dueuwwiofed -UOT}RULIOJUT ‘A1091]} (G261 ‘v 12 uerde)) 98RIAY 67 = 9B ) reurpmyiSuo] spe0day
dL-1 ey ], :dL URIBLINU] (1097 ], 9ANIUB00 ‘dAnEIeNT) 'S 9Y) WO} SINIOM 187 ‘daneInueny) [0N50[0YILS ] (P66T) StuRIqy
ueworad pue douewiofad Jo adA T, pasn A109y) pue ALmogsut Jdureg usisep Apmg Tewmof (uoneoryqnd
Ayumoasut qof 0] pajepal ssurput| (8)101BI9POJN] ‘(S)101RIPSIA! qof Jo sInsesw 1O 13A) (S)Ioymy




CDI

(panuuog)

K109} (eyep noym)
drysuonepai J[ — [[ 93 pajelspow Q3URYOXD [B100G 14109y ], € ‘607 = 9[rWdJ ‘61Z = 9B SIsA[eue
JUSUIILIWIOD PUB UONORJSIBS JUSUIILIWIOD ‘SIeIA 1€ = 93y (% 1'GE)  uoIssaIa1 opdnnu {50j0y28sq
amo +1[ WSIoUISAY -gMD [euoneZIUeSIO (700Z ‘72 12 944943) sy ofqnd pue (%6'79) PUE [BU0199S 10LSPUL (G002) tuary
dL-1 ouewofad qof : 4], ‘uonoesnes qo[ QN PANDRJR ‘AnBIuRnY) SULITJ 9)RALL] "SIONIOM GZf  -SSOID ‘dAne)ijueRny) Jo puanof S pue ojoquinaiy)
drysuonep1 [0 - IINO
UO J0JRI9POW SE 10}09S JTWOU0IF
MO - 1O — IIND SI9310M TB[[00-DN[(
AL -1 - 1IND %G'GZ ‘SIIIOM TRJ[00-)IYM
dL-IINO £109) ssong K109y, (6661 v 12 UIS[[PH) 9G¥/, "sotuedwod [rews pue UDULLOLUI] PuD
dL-1 JOIABYI(] HIOM 103098 aAnuS00 ‘9Aneyenb  ‘wnipaw ‘931eT 's1eak () = 98y SISA[RUR UOISSAIZAI  9j¢0a] [SSauaandaffx
dMD +IINO  2anonpoidisiunod ;g\ dmuouody (O “ALmossut {P00Z 2 12 NIWAS) "9 THS = 9[BWRJ ‘9 G6F = 9B 9NN ‘Teuonoss [UoyDZIUDSA() 0202)
aM) + I eouewwiornd yse], ;1 qol aAneN[end) N QAN ‘DANBINUENY *AT)] WO STOYIOM [Ef  -SSOI0 ‘9ANR)IUENY) Jfo ppuanof v 32 ojoquNIYY)
STeIA 0 = 93V ‘%26 = BN
‘Sdwres s1euIpIoqng sisA[eue
Mmus) *A109) $90.M0S3X 'SIBA /¢ = 98Y "%86 = 9B]N  UOISSAIZaT dny JuUdSOUDI
[euonezIuBSIO JO 9[01 SUNRISPOJ JO UONBAIISUOD :A109Y ], ‘Ordures Josiatedng ‘(1osiatedns [ed1yOIRIIY pup Surdansus]
dL -1 + yoeaiq (uoneziuesio (¥861 ‘7 72 uosuyof) -a1euIpIoqns) PeA(] "Buly) ‘[euono9s UOYINLISUO))
10B1UOD [BILFO[OYDAS]  eouruLIofRd 9[01 U] i, O} (IIM) 9IMUST, (QIN  dANOSJJE ‘SAnBIjuRnY) UI SI9IOM UOTPONOSUOD GOE  -SSOI0 ‘DANBIIURNY) Jopuamof  (L102) v 12 Wy)
SWweYL 2AYJ
pastidwod yorya (O10z)
TUDIY PUE O[OQUINLIIYY)
£q pajeaI 9[eds
Ay} Sursn pansesw
sem (2ane)enb)
Amdasut qof
"SALI03]) WO BITIUSPI (2ane)rENnb) %765 = SIyIoMm
‘98uByoXa [B100G K109 ], sonsLLloRIRYD qof 0} IR[[00-0NY M ‘SIBIA [ = 93y suorenba Juawdoppaay
souewiopd qof + q10 —1f a0 UOTROYTIUIPT  PAyu] s)oadse Juepioduur *J0T = 9[eWd] PG = S[BN [BININNS ‘TRUONIIS JuaUdSOUDIT
900 + @O -1 :d) eouewtorad qof i1, [euonezIURSIO) N JO SSO[ [enual0J *ATe)] WO STOYIOM ()7  -SSOID ‘9AIB)IUENY) Jo puanof  (910) v 12 BIRD
%TTL = 9EN
's1eak HG—()G = d3e
"UOTOR PAUOSEAX UBRIPAW (9, /°9) OURUSUIEUI PUB
SJUIAD Ajaes pariodaiun  Jo A109Y) ‘AI09Y]) S30.MOSAL (%21) s19loxd rendes (9, 412)
PUB POUILIAXS  JO UOLBAIISUO)) :A109Y ], suonerado d1om sjuswRdd(]  SISA[RUR UOISSIIZAT
S9W0dNO A9res e[dyIom pue ‘Querdwod IJU0d (£00Z 18q01J) 'S oY) ul Aousse J1odsuel)  (S9ABM g) [RUOLIIIS
—10177u00 uondnpoid Keyes + I £)918S [RI0IARYI] S uononpold-A19JeS SN dANISJIR ‘DANRIUBNY Jqnd B WOl SIOYI0M 8¢ -SS0ID ‘DATIRIUBNY) uanS Gavs  (9107) 0 12 pIAg
uewLojed pue douewwiopd Jo adA g, pasn A1oay) pue ALmossut Jdureg usisop Apmg [ewmof (uoneoriqnd

Aumoasut ol 0) paje[ar sguipur,]

(S)10YBIPOJA] (S)10)BIPIJN]

qof Jo sInseaw
pue uonezien)daouo)

JO 13K (S)Ioyny

28,6/7
616

Table Al.




ty

insecuri

Job

3y t~ z
> S
o © © 2
= =}
o8 m G
g3 &
h=
T L
oh="
[3M]
(panuguos)
SIONIOM TE[[0D
NI %L STRIA g = 93y
"% V€9 = S[eW} ‘%99 = LN
Renuod Ly =gupue 1L =14
[BOL30[0YDAS ] 4109 ], 10J098  SISA[RUR UOISSAIFAT
JUSWI[[Y[NJ JORIUOD [1e301 (08 = u) astideyus oqnd [BOIYOIRIIY
dlL + Juswi[gny [euondesuen — [ oueuLIopRd [BILS00YDAS] :HIN (0002 91 2QD) (67¢ = ) Suas [eLgsnpuy Teuonods (2002) M
dL-1 PIRLJIPS (L 9dA) 10enuUO) (QIN  9ANIUS00 ‘DAnRINURNY ‘wWnISPY WO SIOYI0M 2/  -SS0ID ‘SATIRIURNY) $S9.49S puv 34404 (] pue AAnY) (|
%609 = 9[BWd}
‘%0 = SBIN ‘S1edL g = 98y
“SIOYI0M TR[[00-DIY A\
JOBNUOD %ZEL0 (60€ = ¥) [endsoy
drysuorjefar [BOI30[0Y0AS ] K109 ], B pUB (G = %) 9JILISUI OIS sis[eue {50j0yo85g
AL — I @Y} seyerpaw Juat[y[ny ad£) penuo) QN (GG = u) SALNSNPUI DIAIS UOISS2I501 pue [UOYDZUDSA()
JoenU0D [RAIS0[oydASd [RUONER[RY souewIofRd JoBIU0D (0007 9N 2D (GeT = ) Sumes Tensnpu]  YAQNY ‘RUOnI9S pup uoyndna0) (9002) 2TM
drL-1 PARIJPS dL [eILS0[OYAS “HIN  PAIIUS0D ‘DAnRIIUENY) WIS WO SIONIOM FFG  -SSOD ‘DAnRIIIUENy) Jo puanof 3 pue pAAN) 91
suorenba
s1eak G pue G [emonns
£109y) Ssa.ns U92M19( Page aJom o, ¢ ‘STIA Q¢ ‘Uorssardar apdnmuu JuUISOUDI]
diysuonjepr [eUONOBSURI], :A109Y ], PUE 6g JO saSe a1y} Usamaq [BOTYIIRIBNY yopgsory
AMS — I[ soresopowt dedss Tendes [eardojoyossd QN (000Z “ONIM 3() 91oM 9%,68'0%7ZG = S[BWI,] UBI] ‘[euono9s fo puanof 0202) TV pue
dL-9ImsS -1 OUBULIONR :d], ‘Sumdq[em 2A1aqns :F[\  9ANIUS00 9ANLIIUBNY) WOIJ SIOYI0M [910 JUI[JUOLJ 887  -SSOI0 ‘SAlRIIUENT) [puoyDULU]  [BASJOWYSIATE(]
SI9YORI) 91oM
%1€ PUB ‘SIONI0M I[[00-931M
sAem ayisoddo ur sdysuorjefar (6661 IV 12 USIS[[OH) 9I9M 9,9'0¢ ‘SI9NIOM TR[[00-9N[(  SISA[RUR UOISSIISa.1
dL - 1010 pue 41, - IINO 9ANIuS00 ‘DAne)enb QIoM 9, €17 "SIBIA GE = 3y [eoIyIRIBIY Lwaomacy
9} S9IRIDPOW AINSO[D 10] PISN K109Y) ssong :A109Y ], {H00Z 7 12 910AG) “IGT = 9[BWSJ ‘9¢T = 9B ‘[euO0n9sS Lgsnpuf (0102) w1y

-1l sourwwiofpd qof : 4], 9INSO[d 10 PaON :OJN  PAIIJJR ‘DATIRIUBNY) *AT)] WOIJ SIOYI0M /87  -SSOI0 ‘DANRIIURNY) Pup 1utou03s]  PUR O[OQUINLIYY)
sFeuew
9I9M 9, T/, PUR ‘%6 2JoM TB[[0D
aniq ‘syuedonaed ay) Jo 9, F'€G  SISA[RUR UOISSIIZAT
INOQER PAYURsaIdal SIOYI0M [edyOIRIN]
dgsuoneprgm) + I JorARYaq TR[[00-9)IY M 60T = I[BWaJ PUR pajeIspowt
9 pajeIepow ANIUMy-A1SOUOH  YI0M 9ANINPOIdIBIUN0d £109) sseng K109y, F00Z “Iv 12 9IDAS) P6 = BN SIeIL Tf = a3y ‘[euonoss {50j0ya8sg
AMD +1I[  ‘I0o1ABYDQ UBIAS :gMD  ANIuny — AISSUOH QI PANIRJJE DANEINUENY) “A[e] WOIJ SIIOM €(g  -SSOI DANBINUENY) Jo puanof oy (G107) O[OqUINIYY)
ueworad pue douewiofd Jo adA T, pasn A109y) pue ALmogsut odureg usisep Apmg Tewmof (uoneoryqnd
Ayumdasut qof 0] parepal ssurpur| (8)101BI9POJN] ‘(S)101RIPSIA! qof Jo sInsesw 1O 1aA) (S)Ioymy

pue uoneziendaouoy)




(panuuog)

(Aanoeoad pue

‘Kandepe ‘Aousoryord)

oueuLIojRd

(Anandepe) 41— 1 [A9] [RUONRZIURSIO
(ouanoord) JI —1[  PUe ‘Wed) [enpIAIpuL ],

I -dL

dL-1TO doueurioptad [0y ‘d1,
dL-1f WISIIUISAR (M)

gm) + 1 -eoueuwioped yse, 4],

$9LI09Y) ANPISLI-JeaIy)
PUE ‘SS3I)$ [BUOTIOBSURT)
Q8uByOXa [B100G K109 ],

[Ppowr uoneAnOU
uonearsaid qof ‘A1oay)
Q8URYIXD [BI00G :A109Y ],

pajeorput
A[189]0 JON 4109y ],

CLT = 2[Ry

'SIedA Gz = 98y JuswRFeuRW
I01UBS 9,8 ‘PUR JUSWLDSRURW
S[PPIW PUE SIOYI0M IR[[00-93I M
[PAS[-YSIY 9 6E ‘SIOYI0M TB[[0D
-ONYM [AJ[-PIW 9, /7 ‘SI9HIOM
TR[[02-9)1YM DATIRNSIUIIPR

9, G ‘SI9I0qe| [eNURW 9, TT
‘BIUBWIOY WOIJ SIONIOM Ggg
sqol

TeLIRSRURW Py

9 PUE SI9IOM IB[J0D-9)M
Jaddn 9,77 ‘S19310M TR[00-0)YM
9)BIPAULIDIUT

9,97 ‘SIONIOM TE[[0D

-9IYM [9AJ[-IOMO 9, 67, ‘SIOFIOM
Te[[00-a01q PAIS 9T ‘SIOYI0M
Te[[00-9N[q| PI[IYSUN 1M 9, €°()
%GG = d[BWI,] 'STRIA ¢ = 9TY
‘BIUBWIOY WOJ SIONIOM /¢
(6861 01JJO JuSRFRURW

“Iv 32 pIoJysy) -uou pue uononpoid juejd woiy
ANIUS00 ‘9aneuenb - syuedonaed g oyl ut Auedwod
DADBI[ENY)  SATJOWOINE UR WOLJ SISNIOM §1g

suonisod

[eLSRURW 9 [T ‘SIOYIOM
IB[[00-9)IUYM %,5G ‘SI9NIOM
Te[[0d-an[q 9%,(¢ = d[eud}
= J[BW ‘SIRIA £f = a8y
*1009S S[IOM [RI00S

(0102 12 12 201 31)
9ANIUS0D ‘DAnRN[BNY)

(010 ‘17 12 MM 3Q)
QATIUS0D ‘DAnEN[ENY

oy
o

YUovZUDSA()

8 ppvLyssnpuy
asojoyis

p 10jp10S Yy DISaR]
quDUL[) A0]0SANSIY

suonenba

[BINONLS [BUOIIdS (S102)

-SS0.0 ‘9AlRIUENY) nisojoysq 70 72 UURWYISL]
suonenba A50j0yo8sq
[emIonns ‘(Soaem [PUOYDZIUDEL()
€) [eutpnyrsuoy puv g0 (8102)
‘QaneInueny)  fo pumof uvadosnsy v o UURWYISL]
VAONYV ‘SisA[eue JuamaSOUDI]
UOLR[.LI0D A010Yag (8002)
‘[euonoss [PUOyDZIUDEL() uosuyof S[LJA

-SSO10 ‘DAnRIUENY Jo uanof  pue e rysmoydifi]

wa Ay pue ‘Ansnpur
A100y) 9[Surs B SUIsn panseawt [eIIWLYD Y} ‘SIUBIMER)ISAT suonenba JuUISOUDT

1D — uswsesus — I uonejuawadur uoneidepe qof :£109y ], sem (2anemuenb) Pue S[210Y ‘[re1al ‘Suryueq  [BINONIS ‘TRUONINS uoyvaouuy ¥102) 10 12
n-1 ‘uoneIduas BapJ 1) UWSLSUD IO HIN Aymdasur qof ‘WnISPY WO SIOYI0M /76  -SS0I ‘DARINUBNY) puv uayval) Q1ePsads o(

SIONIOM IB[[0D-ON[q PI[[IYSUN  SISATRUE UOISSIIZI

JOIABYR( YI0M 919M S)URPUOdSaI JYJ0 [BOTYIIRINY

9A130NPOIAINUNOY) (MO A109173 PUE SI9IOM IE[JO-IYM 9,C/, pajeIspout
diysuonepi JJ, -1o1aeyaq SuldpPH (J)  98UBYIXD [BID0S 14109, (000Z ONIM 3(]) SIBIA Gg = 38 ‘948G = J[BWd] ‘[euono9s ¥102)
— Anpqeiodws ay) ssjerepowt [ ouewwiofad 90y d, ALmossul qo[ QN 2ADIUS0D ‘DAnBIUBNY “BIUBWOY WO SIOYIOM £CF  -SSOI0 ‘DAneInueny) MDY [AUU0SAI] v 12 1_AANnD (1
uewLojed pue douewwiopd Jo adA g, pasn A1oay) pue ALmossut Jdureg usisop Apmg [ewmof (uoneoriqnd

Aumoasut ol 0) paje[ar sguipur,]

(S)10YBIPOJA] (S)10)BIPIJN]

qof Jo sInseaw
pue uonezien)daouo)

JO 13K (S)Ioyny

28,6/7

CDI
618

Table Al.



ty

insecuri

Job

3y S z
> S
o © © 2
= =}
o8 m G
£ 3 &
h=
T L
oh="
[3M]
(panurguo2)
90IJJO IANNIIXD
6 PUe ‘UOISIAID
SUONEIIUNTITIOD
/segze dnqnd oy
Ul 9, T ‘UOISIAIP 9OURUSIUIBUL
o Ut 9,
‘uorsia1p syoafoxd rendes sy ut
9%¢'21 ‘uosiap suonessdo sy Ul SISAJRUR [2AS[L[NW
SJUIAD AJofes K109 PavIoM 9 T'690%6'EL = d[BIN ‘urepouwt
digsuone[ar J§ — [ 9y} S9IROPOW  Paliodolun ‘SJudAd 19JBS  SJUIAS dATOJTY (K109, 'SIIA $G—(0G = 93 URIPIJ\  TBIUl] [ROIYDIRISIY {50j0y08sq
AW AJLNOSSUI 4Ol JALRY  PIdULLIAXS ‘Souerdwod eWI ALmossur (£00Z 18q01J) ‘SN oY) ul Aousse Jodsuen ‘[RUONDS YA [PUOYDFNII) 9102
as-1 £)91es [RI0IARYIY S qO[9AORIIY (QIN  dALORJJR ‘DANRIUBNY Jqnd B WOl SIOYI0M [2]  -SS0I ‘SATIRIUBNY) Jo puanof  1sqoid pue uerf
201 = 9[BW ‘G[[ = 9[BWI,  SISA[RUR UOISSIIZIL
uoyeAOW (Pa1ROIPUL AOUIRJRL ‘soruediod JuLMdRNUB ‘[euonoss Autouossy
qamd +1f WSPAUISAY M) Jo £109y) Annby :£109y ], ON) 2AnERIURNY) “BLIDSIN WOJ SIONIOM 7ZZ  -SSOI DANRINURNY PO UL Y240259Y  (510F) 72 12 BWO]
S1eIA GE
URY) SS9] SeM 958 9soym uoISSaI3al JuoudSvUD
£3091]) uOHRUILIDIOP s9a£01duwd (9,8F) 17 = 98y So.xenbs jses| asuny)
diysuonefpr g |0 — uoneAnouw SIOTABYA( J19S :A109Y], (€002 "€0g = 9[ewd] ‘68 = BN Tenaed Teuonoes [UOYDZUDSA()
PAUILIB}OP-J[3S A} SajeIopotl [ IoM 2A1INPoIdBIuNo)) Aumoasur qof QN ‘OYI9AG) SATBINUENY) UBMIB], WOIJ SIOYIOM JUR] 767  -SSOI ‘DATIRIIUENY) Jo puanof  (1107) 77 72 Sueny
A100y)
Q0UAN[JUI [BID0G :AI09Y ],
ouewioLed pue | pue SIBIA () PUB ()7 U9am1aq
JuaweSeURW UOISsaIdwI %¥G = 98. ‘9,7 = e suonenbs
uo Jursjui| Josiadng ‘sotuedwod Surmoemuew [emionns
I pue souewwioped pue PUE UOLINOSUO) pue (spunox
A1, + Jusweseuewt JuswRgeurw uorssaxduwr (010Z ‘v 2 Sueny) "eUIY)) UL SI93I0M JO (10SIatedns €) [eurpnyLsuoy {50j0y08sq
uorssaxduwy — [ ouewIofRd 90y :d], U0 JANOW PANQLINY :Q]N  9ANIIJJR ‘DAneInURNY -ojeuIplogns) speAp 12z aneueny)  payddy fo puanof (£107) v 1o Suenyy
SIBaA (f—9¢ = a8
K109y} 98RIOAY ‘%02 = J[BN suonenba
SSI)S PUE UOHOWS JO (0102 *SOIURdIod SOOI [emonns
K109y) [esteaddy :A109y], /v 72 Suenp]) 9ANOAJJE  PUR ‘DINJORJNUBW ‘UOHONISUO)) pue (Spunou Aovyag
Aumdasut GL61 ‘v 12 uerde)) ‘(9reurpaogns-1osiaadns) 2) [eupniduo] PUOYDZIUDSA()
dL-IV+1H  eoueuuoped yse], 4L, ol ATV HIN ANIUS0D ‘DATIRN[ENY)  SPRAP ‘BUIY)) WO SIOIOM Z9F QAneIUENY Jo puanof (7107) v 12 Sueny
£109) $90.1M0S21
drysuonepar s — I 9y} saje1opowr JO UOTIBAIASUO)) :A109Y ], (6661 ‘S;v 12 (STeoA Gp—9g)  SISATRuR UOISSAISaI
£395es 10§ 310ddns 19NI10M00 puR Ajayes 10§ 110ddns UDIS[[OH) 9ATIOIJR 9, (STR9A GE—97) %98 = 28V [eITYOIRIAY
£ya7es 107 10ddns A1osiaRdng uonedonred pue SIOYI0MOY) "AJ9JeS 10} Qantusod ‘aneyenb 9,001 = S[BIN Buly) ‘[euono9s
dS—1f  eouerndwod A9jeS:JS  oddns Jostatedng (O QATIRIIUENY) Ul ‘SIOALID UTRI) ‘SI9SIOM ()  -SSOID ‘DQATIRIIUENY) 20uaS GafvS  (T0G) v 12 ong)
ueworad pue douewiofd Jo adA T, pasn A109y) pue ALmogsut odureg usisep Apmg Tewmof (uoneoryqnd
Ayumdasut qof 0] parepal ssurpur| (8)101BI9POJN] ‘(S)101RIPSIA! qof Jo sInsesw 1O 1aA) (S)Ioymy

pue uoneziendaouoy)




(panuuog)

drysuonep1 ISgO — I 3y
sojepow A)euosied 9A1OROL]

dL-4s90 -1

PpajeIspow
SY[SB] 9100 0] SaSUBYD (JO S[AAJ]
MO]) Jo 9j01 Sunesspow ‘g1, — I

UONBOIUNUILIOD PaALRdId
PUE [0.JUO0D JO SKOO] J10M
Jo 901 Sunerepowt ‘J, — (mo)) If

0nsnl AnNqLISIP

paouaLIndxd MO] 10§ A[U0 ‘I L, + I
uoneATIOW

JISULUT MO] 10F ATUO ‘L, + I

douewiopad qof : 4],

ueuLIojRd
aandepy :dL

€400 dD

oueuiofed Yse], (],

€400 dD
“oueuLojad [[R9AQ) (L

£109Y) [RUOTIRATIOW
ADURSISUOD-J9G :A109 ],
Ayreuosiad

2A1)oR0Id QN "WRA)SI-J[9S

paseq-uoneziuesio) HN

A£109) 8S9MG 14109y ],
[Sk) 2100 0) Saguey) ‘O
A100y)

S90INOSAT JO UOIBAIOSUOD
pue ssang 4109y,

(@0

PUE 3SB)) UOIBIIUNUIOD
paatead ‘[onuod

Snoo[ yj1om ‘KoedIfFe

-J108 [euonednod() QN

£109Y) ssong :A109Y ],
nsn( 2ANNALYSIP
‘uoreAnjow drsurnuy O

(6861 ‘77 12 PIOJUSY)
9AnIuS00 ‘DAneyenb
Qaneuen)

(6661 ‘72 42 ULI3[[3}])
9ATIIRJJE ‘DAnEINUENY)

(2661 “mzi[3] pue 310g)

QATJORJJE ‘DATIEIIUENY)

(6661 72 12 UDISI[OH)
JAT)O9JJ ‘DALIRINURNY)

S1eIA Gz = 98k ued\

"%6E = 2[BWIY "% 19 = I[BN
*Aurdiod SUOHRIIUNIUIIOID ],
“BULY)) WO (S10S1AIdNS

T ‘SPIRUIPIOANS 9LT) SPeAp 9LT
%09 = dew

‘s1eak g = 93y "Auedwod
A3ojouyo9) & sem uorjeziuesio
PUOIS AT, "9,92 = oewdf
‘S1BIA 7 = 98Y 'S9IIAIS )[BaY
[BIUSW PUE ‘UOLJEN[BAD ‘[BITUT[D
pap1aoid uoneziuesio sIy

YT, 'S A} WOIJ SIONI0M 9T

183K 09 %V PUB 62-08 %11
‘6505 %8T ‘6707 %0€ ‘6-0€
13M 9 GE = 9BY "% (g = d[BWd}
0,08 = 9B\ “Auedwod
SOUSISO] "PUBLISZIMG WOJ
SIONIOA “(Sunel Josiatedns)
€L¢ ‘(Bunetjps) T1¢ djdwes
%G = e}

%86 = SBIN 'SIe4 9f = 9By
‘SpuBRIYION 9y} ur Auedwod
J10dsuen oqnd e Jo S1o3I0m
SOUBULIUTE [BIIUTID) GZT
%81S = BN

suonenba
[BINONLS ‘[RU0INS
-SS0ID ‘9ATIBIUENY)

Surepowt
[AS[ONU ‘[BUOTOIS
-SS0I0 ‘9ATIEIUENY)

SISA[RUR UOISS2IT1
[BO1YOIRIDNY
‘leuon)oes

-§S0.10 ‘9AnRIUENY)

SisA[eue
[PAS[[NW ‘[RUOII0IS
-SS0ID ‘9ALRIUENY)
SISAJRUR U0ISSOI391

Y2425
ssausng Jo uanof

[uoyDULU]
Juugojaaa(y 422407

Lowaowmacy
1wrgsnpup
puD N01095]

[DuoyDULIU]
Juaudojpaa(] 49a40))

(8102) 1 12 ur]

(0202)
0 32 USIART

(0100) 17 72 SOy

(6102) 17 12 U0y

‘S1BIL ¢ = 28y ‘suonnuisut [BIIyRIRIAIY
£1091) ssang K109y, (8661 v 12 eURUL pue Sunsjueg Ppajerepowr
Anqefordwa uossyes]) aane)enb ‘peAp ajeurpIogns-1osiatadng ‘[euo1109s [puoyvuLNU]
dD—1[ Joraeyaq 9jo1 BNXY :dD) PaARIR] (OIN pue dAnRIIUENY) "BAIOY] WO SIONIOM /(g  -SSOID ‘DANRINUENY)  Juautdojaad(] 4247)  (Z10g) 12 12 Suey]
10919 Sunelspowt
‘SISAJRUR UOISSAIAL
suonisod A10sIAtadns  [RIIYIIRIIY ‘USISOP
PIRY %150%29 = S[BWS] [eyuswLIadxa
digsuonjepr ) — £109) SS9 14109y ], uonediuew ‘0,86 = IR\ 'G¢ = I8y ‘[euono9s {50j0yaksg (p10g
1[ 9y} S91BISpOW UOHRUWLITR-J[9S Auaneax) UONRWLIITR-TRS O BIA 9ARIUBNY) °S() PY) WO SII0OM ZZ]  -SSOD ‘daneuend)  paydqy fo punof (8107) Suerf
uewLojed pue douewwiopd Jo adA g, pasn A1oay) pue ALmossut Jdureg usisop Apmg [ewmof (uoneoriqnd

Aumoasut ol 0) paje[ar sguipur,]

(S)10YBIPOJA] (S)10)BIPIJN]

qof Jo sInseaw
pue uonezien)daouo)

JO 13K (S)Ioyny

CDI
28,6/7
620

Table Al.



ty

insecuri

Job

38§ <
> Q
o © © 2
= =t
o8 m G
£ 3 &
h=
T
oh="
[3M]
(ponuaguo9)
Josiazadns (7, = u)
€) SALOSNpuUL 19Yjo pue
(%9'7) Ansnput Sutijed pue
19104 (%6'9) Ansnput Surp[mg
(%G TT) [TeIRT (%g'ST) Ansnput
SurLmoemnuew (9,7'67) SIIAIS
SsouIsnq pue [eouRuy (%5 0¢)
103098 AN "% 569 = °IBIN
'SIBIA 9 = 93k sIosiatedng
"%L'2G = QBN 'S1va4 /¢ = a3 ssds ANNOAHAN
grdures saLo[duwy] I sisAfeue
uonem3ax ‘L1 Auedwod sonddns [pueg yied ‘(soaem
doueuLIojRd -J[9S PUB S90S (Z6ET “nzI[F pue S10¢)  “(PRAp 91euIpIogns-10S1aLadns) 2) [eupnI3uo| UDUAOL4I] (L107) uassaiN
4L - If adeys-n aandepy 4L, UO SALIOAY ], :A109Y ],  SAINRJJE ‘DATRIUENY) BUIY) WOIJ SIOYIOM [E] ‘QAnRIUENY) unungy pue 1opey
sisA[eur
K109y} 93® Jo s1eaf ()¢ uRy) dnoSnnuw
A3UBYOXD [B10G :A109Y ], SSI] AIOM 9, LT %66 = [BWD,] ‘sisA[eur
snye)s Juawkorduy ‘Auedwod dnoid uoneyodsuen  10)0e] AI0)RUWLIUOD
SI93I0M JORIUOD PUR JusueuwLDd JOIARYD( IoM O\ "JoBaIq JOBIUOD (G00g ‘7 72 TowIRIY]) Iy "BUIY)) WOIJ (dreurpioqns ‘[euor}o9s

103 oua 1P gMO + 90d + I[

drysuonepar
D0V — If soyeiepow SO
dL-00v -1l

dsuonep1 41, - €0d
Ay} sejepowt ioddns egeurpy

dL —90d — If - spjo&e] ssejy

2A130NPOIdINUN0Y) ;G M)

QOUBULIONIR ‘I,

€400 dD
‘ouewLIofRd 9[01 Uf i,

TedSojoydAsd :HIN
A1001)

98UBYOXD [B100G :A109Y ],
j10ddns

[BUOTRZIUBSIO PIATSIID]
OIN JUSUIIUITIOD
ANAIY AN

L1094}

Q3URYOX? [BIO0G :A109Y ],
110ddns JeSeurw

:OIN Jo®Ba1q 10BIUOD
[ea130[0YdASd HIN

9ANIUS00 ‘9ATRINUENY)

(0002 911M (D)
QANIUS0D ‘dAnRIURNY)

(0002 MM 2Q)
QADIUS0D ‘dAnBINURNY)

-10s1A19dNS) SpRAP Io3I0M ZTZ

SIBIA F¢ = 98Y "9, 7/ = d[ewaf
%12 = 2B P[I) W
satuedwon [rejal o SIYIoM (0F

SIBdA g¢ = 98y

"%GL = S[eU ‘9,87 = S[BWd,]
Auedwoo ses pue sarueduwod
[BIOA "9[1Y)) WOIJ SIDYIOM GT9
SI0SRURL JUR)SISSE 10 S10SRURW
9,97 pue ‘siosiazadns 9,00z
‘SOATINIIXA 9, Q6T ‘suonsod

-SS0I0 ‘9ATIEIUENY)

SISAJRUR UOISSIISAT
a[dnnuw pajeispow
‘[euono9s

-SS010 ‘9AnRIIURNY)
(ss9001d) vonERIPUL
pajeIspowt
‘SISA[RUR UOISSAISIL
‘[euorjoss

-$S010 ‘9AnEIURNY)

M2102)] [2UU0SAI]

JuauaSOUD)T
ssauisng Jo puanof

JuaudSOUDI\
2941052

UpUng] Jo uinof
[uoyvULNU] Y ],

(6108) 17 72 BN

(810) 1 72 22d9]

9102) 77 12 zodo]

K109y} SATRIISIUIPE 9,877 ‘PA]
AZUBYOXD [B100G :A109Y ], 101819d0 967 SIBIA GE = a3y
drysuorjefar 110ddns 9,9Fg = 9[PW9J ‘0, F'G), = IR\  SISA[RUE UOISSAIS0I
00 — Ad SreIvpow SSJ 10S1A19dNS PAAIRIIN] ‘N (000Z ONLM Q) 9y ur Auedwiod [euonoss JuauaSoUn (LT07) orurper
a0 +ad -1l g00:d)  'SSOUIe] [EMPOL] (N PANIUS00 ‘DANRINUENY  OIURYOSW-[RISW B JOSIONIOM /()), -SSOID DANRINUBNY)  SSauisng f0 maady] pue zado]
douewwiord pue ouewiorad Jo adA T, pasn A1094) pue Aumogsut odureg usisep Apmg Tewmof (uoryeorqnd
Amdasut qof 01 paje[ar ssurpur {(S)101BI9POA] (S)10TRIPSIA! qof jo sInseswt JO IaK) (S)Ioyny

pue uoneziemdaouoy)




(panurguo2)

£109) 10B1UOD

(s1eak 69

—9F) %9'GG Pue (s1eak Gy

—9¢) %g Ty ‘(sTeak cg—81)
%G €E = VY "%¥'7g = A[ewdy

SISAJRUR U0ISSOI391

Teat3ojoyoAs  :£109y], ‘0,9'G = I[N "STI0OM [e21yOIRIAIY {50j0yo8sg
nsnl 900 onsn( [euoIORISIUL (000Z ‘9N M 2Q) Ie[jod-anig %001 “Auedwod ‘[euono9s payddy fo
[empaooid £q pajerepowt ‘q 1, — [ :J) @oueuwtofd qof : T, PUE [BIMPIDOIT QI 2ANIUS0D ‘9anenueny) Ioded Y "ATe)] WOIJ SIONIOM QF7  -SSOI DATRINUENY)  [ousnof uvmwuoy] (T10g) 10 12 1091 J
A10917) SIONIOM IB[J0D-9JIYM
Anuapt [B100G 14109y ], QIoM 9, TG "SIBIA T = 98y suonenba
400-10-1{ 400 dD uonesuspt (#00g ‘10 12 94194G) "0T = S[BWIJ F6 = 9[BIN  [BINIONLS TRUONIS
dL-10-1 -oueuuopad yseJ, ;1. [euoneziueSI) ([N 2ANIUS0D ‘ABINUENT) *ATe)] WO SIOYIOM [67  -SSOI0 ‘DANRIIUENY) M2102)] [0u05.43] (1 T0Z) IV 12 1[0 ]
%aL = S\ 'SIeaA (¢ = 93e
UBSJA "BI[RISNY WOL (SI0SRUBW  SISA[RUR UOISSILZaT
*d.L, Ut Jou Ing ‘[[ Ut SHOULISIIIP (6861 /v 12 pIOJYSY)  JIOIUAS pue ‘SoyIom uononpoid dpdnnuw pajeispouwt
Sunorpad ut yeaay) qol £109) SS90 K109y ], 9ANIuS00 ‘9Ane)enh ‘SI9UBI ‘SI9INJORMUBW ‘[euon9sS Speogay
i pajoeajul sduspuRdap qof uewopad qof 4], ouspuadap qof QN Qaneinueny JIUONOI[9) SIDHIOM GET  -SSOID ‘dAnRIIURNY) [N5010Y8SJ (£661) uadip
($s9001)
£109Y) 10RU0D $109JJ0 J0RIIpUL
[eat3ojoyoAsy K109y, SIOIOM IR[[0-9)IUM PUB  ‘SISA[RUE UOISSIIZAT
Fuq-[om IR[[00-9N[{ ‘SIBIA Gy = 9FR UBaW [BITYOIRIAIY
uonejuew[dw  9A1IBINS YorAI] JORTUOD (000Z ONIM Q) “%G'ST = 9[BWR] ‘% GF8 = 9B\ ‘[euo1109s8
D-90d-1[ pue uonemuas eap] ) [eILB0[OYAS JIN  PAIIUS0D ‘DAnEIuENY) WNLS[PY WO SIIOM (6] -SSOI ‘DANRINUBNY)  DIFIG VNF0J0YIST  (107) 7V 12 UISIIN
(s1Ba£ GG 2a0qR)
£1091]) J0RIUOD 0002 %L 61 ‘(STe9A G-GE) 9,99  SISA[RUR UOISSAIZAT {50j0yo8sg
[eatSojoyoAs :A109Y],  ONIM 9(]) dAnEIUEND =98y "9,}'8¢ = 9[RWaJ [earyoIRIANIY [PUOYDZIUDEL()
[OBaIq JORIIUOD {0102 v 12 M Q) ,9'T9 = IR\ "WniSPg ‘[eUon9S  pup .0 Jo puinof
uoneuas eapt - god — I UONBIUIS ©dP] I [eISO[OYIAST ‘N QANIUS0D ‘DANEIIULNY  WOIJ SIONIOM AI0SIATANS (ZHT  -SSOI0 ‘DAnEINUENY unaupunIS  (107) 72 12 USSAIN
1687 Jo 98k usamiaq
%G ‘¥ Pe 8¢ JO 9. Usam1aq JuUISOUDT
£109) 920831 %8¢ a8e ‘0,79 = I[N "(UeI]) Quyondsory
diysuonepax -puewap qof :£109y ], UBIYS ], UI STE)S [9JOY-dAl} pue suonenbs Lwtoquano))
Suq[em - ][ sereiepowt dedAsq Budg-[[om 2A1II[ANS N (000Z ONIM 3(])  -INOJ WOy (SpeAp) s10s1Atedns  [RINIONLS [BUOLISS fo ppuanof 0Z02) TV pue
dJ, — Suraqjem aan9(gns — | douewriorpd qof i 4],  [ended [eorSojoyodsd (O  9ADIUS0D ‘DAnRIUBNY 1 pue sadfo[dwe )Gz  -SSOIO ‘dAneIURNY) [ouoyvUIU]  [RAIJOWYSIATR(]
uewLojed pue douewwiopd Jo adA g, pasn A1oay) pue ALmossut Jdureg usisop Apmg [ewmof (uoneoriqnd

Aumoasut ol 0) paje[ar sguipur,]

(S)10YBIPOJA] (S)10)BIPIJN]

qof Jo sInseaw
pue uonezien)daouo)

JO 13K (S)Ioyny

CDI
28,6/7
622

Table Al.




=238 Q s
T o> g
520 © 2
8 o m G
8 o
fa) = Y
o S &
— [3¥]
(panuguos)
109750
Sunerpaw ‘0ueBLIEA
pajedIpuI JO SIsATeue
J0U9BY 'GT = 9[BW ‘Zg = J[BWR,] dELIBANNW ‘USISIP
souerdwod K109y} 'S 9Y3 JO 1SOMULION [eyusuLIadxa {50j0y08sq
dS—1I[  £97es :dS “Anenb yiom  Amba pue ssang 4109y, uonendiuew  OIORJ SY) Ul SJUIPNIS 989[0d ‘[eUONDRS  YJIE] [uUoYDINII)
dL+1 pue Aanonpoid 4],  Amuenb uononpold A BIA A)Lmossul qof AYSIOAIUN [RUONIPRI-UOU /& -SSOID ‘DATIRIUBNY) fo puanof (2002) 18901
SaLI0AY}
9010 [RUOLRI PUB
98URBYOXD [BI00G :A109Y ], (9%2¥) STeA Gp—9¢ = 98ur133y
uonoejsnes "%V TG = ey ‘% G'GL = AN
a0 o[ JUSUI)IILIOD *9%, 00T SI9YIOM Te[jod-on[g suonenba 1Y9.40252)]
g0 -+ spmne qol — I :d) durwLoiad 9[01 [euonRZIURSIO (000Z 9N 9Q)  "sotuRdwod 901AISS SONSISO] PUBR  [RINIONL)S TRUONISS  SSauIsSng J0 [puinof
AL + 9prame qof — [ ur ‘9oueuwiofed NSB, :d1, QANORIY N 9ANUS00 ‘9AnEmuEny  Ioded "ATR)] WOIJ SIONIOM ()/G  -SSOID ‘DATRIUENY) [uoypuLpu] - (ST03) 10 12 100 J
%VE = S[BWI]
'SIBIA 9g = 98y el
pue ‘Kendsoy ‘Survoursud
‘89014198 ‘unueq ‘A3o[ouyoa)
Jo satnsnput ur suonsod
[eLSeuew pRy syuedonied
Y, 'SN 2yp wr sweisoxd
SaLI0aY} VAN JO SIUSPIIS PUE SIOHIOM
uoneAnOW uoneARsaId (G002 02€ 'z ApnS 'sIeak g¢ = a3y
qol pue ssong :A109y ], ‘BurlIeg pue sURL) "0, 34 = 9[RWIJ 9,8/, = BRI\
JUOUIIWIWOD  SANIUF0D ‘DAnEIuEnD 0,0 SI9I0M Te[[od-on[e “A[eI] suonenba
g0 + sepryme siom — [ q900 :dD JATORJTE ‘UONORISIIES  (F10Z ‘72 12 IS[3] JOpUBA) ur saruedwod SULINOBINURW  [RINJONNS TRUOLIIS Juaudoppaa ]
dL + sepmme yiom — [ -ouewwiofad ysey, i qol 3N T ApnIS  9ADIUS0D ‘SAnBIURNg) JO SIYIOM Z0g ;T ApMIS  -SSOID ‘dAneuRny) 49040 Jo uanof  (1Z02) 10 12 11091
[opow
anjea dnois pue £109y)
9BURYOXD [BI00G :A109Y ],
(JeuonoRIAIUL
amo +10 +1 pue [empadoid) sonysnlur
a0-10 +1 JOIABYR( YI0M [BUOTRZIURSIO ‘YoRaIq SIBAA ¢f = a3 ‘v, g = o[ewaf (889001) S199730 £5o0yo8s 7
IMD +ddd + I 2anonpoidinuno) : gm0 10enUOd  (FTOF ‘70 12 IS[F JOPUBA) 9/, = O[B]N "ATR)]  109IIPUI ‘TRUOTIOAS Jfo ppuanof
a0-d9dd +1[ g00 :dD [eotS0[OYPAS T N 2ANTUS00 ‘9AnEIURNY) WOIJ SIOYIOM IB[J0-aN[] (/G -SSOID ‘DATRIUENY) umavupunIS  (L107) 72 92 001 J
ueworad pue douewiofd Jo adA T, pasn A109y) pue ALmogsut odureg usisep Apmg Tewmof (uoneoryqnd
Ayumdasut qof 0] parepal ssurpur| (8)101BI9POJN] ‘(S)101RIPSIA! qof Jo sInsesw 1O 1aA) (S)Ioymy

pue uoneziendaouoy)




(panuruos)

dL-1[-II

1D — soan[iey 9ANIug0d — I
10— M Panoagze — [

diysuonepr 47,
— [ ur deossd jo 9701 SurjeIapoj
400 Pue 41, - If °deys-n

digsuonjepar

souewrIofrad a[o1 Uy (],

uonRRUIS
BIPI pUB JI0M e
doueuLIofIad 9A1IBII)) )

400 -dD
souewIofad o[01 Uf J ],

SALI0A) SIOMOSAT
JO UONBAIISUOD PUR
QZUBYIXD [B100G 14109 ],
JuswRgeURW

uorssaxdwy I

SaLI0a}
PIINgG-pUB-USPEROIq puB
ApragesIy, (4109 ],
3ureq

“[[oM SALIIJJR pare[aI-qof
‘Saanrey 2AUS0)) N

SILIOAY]) IFURYOXD
[BI00S PUE SIDINOSII
JO UOTIBAIISUO)) :A109Y ],

Tended [ear8oj0yd4s :OIN

(€00 15901)
9ANIUS0D ‘DAneINUENY

(6661 ‘77 12 USIS[IPH)
QA3 ‘SAneInUEND
DANIUS0D ‘DATIRIRNY

(€002 15901d)
9ATIORJJE ‘DATIEIUENY)

UOTONSUOD PUB FULINOBNURIL
4103098 d1gndJustuIA0Z
‘Krendsoy ‘Sunjueq/eourury
‘SIIAIRS SSauIsnq/[euoIssajoid
IBIJ[BIY ‘SIAIS
UONBWLIOJUL ‘UORINDI ‘[Ie1y
‘s1eak ¢ = age ‘o HG = IR
'S 93 WOIJ SIONI0M FT

9,8V = dew
‘SIeaA ¢¢ = a3k ‘eury)

woJ SI93I0M gig g d[dwes
*SIBIA GE = 98e ‘0, 9G = J[eW ‘G
) WoJ SI93I0M (6g T d[dues

S1eak 2¢ = e ‘o §G = IR
‘S Y} WOTJ SII0M ()0F

s1eaf g7 = a3k

UBII\] "GGE = OB ‘90F = BN
‘sjue[d Surssaooxd pooy

0M] PUB ‘J0INJORJNUBWI dIBMIJOS
& ‘Auedwod [eonnaoewreyd

& queld SuLmoemuew

o e ‘Auedwod Surmoemuew

SIsA[eue

yred (spunox
2) [eutpryi3uo[
‘daneInueny

suonenba
[eIjonns

‘(passo.o ‘spunol
0M)) [RUOLIIDS
-SS0ID ‘9ARIUBNY)
sisA[eue

uo1ssa1gal apdnnw
[eoIyIIRISIY
‘(spunox

9911)) TeuIpnILSuo]
‘dAneIUENY)

$109739
UoNORIAUI PUB

[uoyvULIU]
Juaugojaaa(y 422407

[uoyDULU]
Juoudojpaacy 420407

2uNIS /S

(0202) 72 12 15901

(0202) 17 12 3501

(£107) 1 12 15903

dMD + I Y1 saeIepowt £109) SS9 K109y ], [991S B ‘SUONBZIUBSIO  ‘SISA[RUR UOISSI1Sa.1 {50j0y08sq
Suryew uoisap aanedonIeg Sunyew (£00Z 98q01J)  IUSISHIP XIS 'S() 93 pue eUIY)  I[AN[NW [RUONIRS Y WIE] [pUOHDFNII)
AMD +I[  [MBIPYIM SIOM M) UOISOP 9ANRADOIR] (O] 2ANIUS0D ‘9ANBINUENY) Ul SAIURAWOD WOIJ SIOIOM /(08  -SSOL DANRIIUBNY) Jo puanof (5002) 15901J
uewLojed pue douewwiopd Jo adA g, pasn A1oay) pue ALmossut Jdureg usisop Apmg [ewmof (uoneoriqnd

Aumoasut ol 0) paje[ar sguipur,]

(S)10YBIPOJA] (S)10)BIPIJN]

qof Jo sInseaw
pue uonezien)daouo)

JO 13K (S)Ioyny

CDI
28,6/7
624

Table Al.



=38 9 s
T o> g
520 © 2
8 o m G
8 o
fa) = Y
o S &
— [3¥]
(panuguos)
%3 STOSBURIN "%} = S[euwdf
‘% LG = MBI ‘(S1eL T
—0F) dpdwes [euty 93 [ePOJA
*0,Tg SI9SeUR]N "9, QF = J[eWa]
‘%2G = BN ‘(S1e4 B¢
"UOOR PAUOSEaL —G¢) A1039180 938 [BPOJA
Jo K109y} pue A109Y) ‘7 = oW PUB [ JWI) N :Z9WIL], SISA[RUR UOISSILZAT
AKoueryoedxy] K109y, *04,91 SIOSRURIN "%, 7 = S[BWR] ‘suonenba
douerdwod £197eg 0,8G = B\ ‘(SIBOA GE-GE)  [BINIONDS (SoARM
ouerdwod AN "UOLIBALIOW pUR £1089180 93® [BPOIN ‘9. = N 2) [eupniduo] {50j0yo85g
ouerdwod pue ‘93pamous| A3papmouy| £197eS ZHIN (£00Z 15q01d) ‘76 = IN T °wi], ‘S 2y} urjuerd PUR [BUONDS  YJDI] [DU0yDGnII0) (1007) 1o3yeqnig
£39yes - uoneAnow Ajages - §f - 1 ‘uoneanow £19eS S ‘uonorysyes qof (TN 2ADIUS0D ‘GAneIpueny)  Surssadoid Pooj B WOIJ SIOIOA  -SSOID ‘dAnRIIURNY) Jo puanof pue 1sqoid
%99 = d[BWf
‘s189A GE = 28y ‘(IPIMdRMUBW
dryo 1eindwod e pue ‘youriq
YUeq ® OTUId [EJUSP B 939[[00 SIsATeue
[BUOTIBOOA [BITUNDA) B ‘PA[esIp  uoIssaSa1 oydnnuu
) 10J [00YS ATRJUSIA[D [BOTYOIRINY PUB
PApUNJ-21B)S B) SUONBZIUESIO  “YAQNY SPINSeaul
Auanesn (£00Z 18q01J) € WO G Y} WO SII0M ] pareadoau ‘usisop {50j0yo8sq
:[D “IOIARYRQ YoM QANIULZ00 ‘dAnRUEND ‘g APNIG "SIBaA (g = 5. ‘9[ewdf [eyuawLIadxa [PUORDZIUDEL()
amd -1l A£31a19npod19)unod ‘uonendiuew %02 "S) Y} WOIJ SJUIPMIS ‘[euonI9s pup [uoyndnaa0)
D-If PouewiopRd Yse], [, K109 ssang K109, 'IA LjLmossul qof enpeisepun [¢] T ApnIG  -SS0I ‘dAnRIURNY) Jo uanof  (2002) 7 12 15qo1]

drysuoneprjuswaSesussip — [ ur

SSd Pue S0 Jo 9[01 uneopojy
dS — Juswagesuasip — I

yoraIq
1oRNUOD [eIISo[oydASd
PUR ‘S9LI0SY]) IFURYOXD
[BI00S PUE SIDINOSAI

JO UOIIBAIASUO)) :A109Y ],

Sg00
£39yes pue aduerdwod

Ajpyes pue Armossur qol
uo 110ddns [euoneziuesio
J0SIAIOANS PUB PIAIDID]

SgDO £19es pue
souerduiod £197eS :JS

OIN TUSWRFeSUISIP
[BION I

(6661 ‘7 72 UDIB[PH)
QATI09JJE ‘DAneIuENb
9ANIUS0D 9ATIEYENY

SIBAA G = 98y

"%LG = AN (%2)
Fursnoyarem/uonepodsuen
PUE (%,6) UOLINISUOD

(901) Surmioegnuew (%€T)
opeq 1R (%, £T) STedI[eay se
UONS $10J09S ANSNPUI USR]
86¢ = ) g owm (667 = )

T 9WILT, "S[) 9y} WO.J SIOIOM 868

onew SSHOHOYd
SSdS ynm

[Ppot uoneIpat
PparRISpOW

‘(SPARM ) [BUO1IO9S
-SS0I0 ‘9ATIBIUENY)

ueworad pue
Ayumdasut qof 0] parepal ssurpur|

douewiofd Jo adA T,

pasn A109y) pue

(8)101BI9POJN] ‘(S)101RIPSIA!

ALmogsut
qof Jo sInsesw
pue uoneziendaouoy)

odureg

usisep Apmg

SIS
ssauasng fo puanof  (0Z02) 17 12 15G01d
Tewmof (uoneoryqnd
1O 1aA) (S)Ioymy




(panuuoo)

s1eaf g¢ = o8k SIsA[eue
UBSW {96'L¢ = O[BUWDJ SeLIRANNW
:9qdwes 9saury)) ‘s1eak gg = a5e {(ss001d) UDULLOf4I] puD
(opduwes uewpy)  (SHOYV) SI0.L10 9ANIUF0D K109Y) ssong :A109Y ], 000z uesw ‘o, 1°¢9 = dewsj Ddwes S)O9JJ9 102IPUL  9J09] SSUIAYIY5]
AJu0) 4§ - Juowesesus — I PIIRRIUONUINY noung ONIM () 2aneNenb UBULIDY) “AUBWLIDE) WOJ /€  PUR JOSIIP ‘TRUONIDS UOYDZIUDSA()
dS—moumq -  :dS ‘UoneIUAS P ;) QuatRFeSUD NI HIN PUR 9AJRIJUBNY)  PUB BUIY)) WO GOZ ‘SIOIOM 61G  -SSOID ‘DAnRIIIURNY) Jopuanof  (G10g) v 12 1104
UOYDZIUDEL()
SaLI0A) (S00z %7¥E = J[BWAJ ‘9,99 = J[BW suonenba  puv JuawaSouvpy
M) — uonoesnes — [ JOIABTR(| agueyoxy :A109y], ‘SurIeq pue spDUeL])  ‘STRaA Gg = 98y "S[) AU} WOIf [RINJONIS ‘TRU0NI9S Jo sopms
q)0 + uonoegsnes — [ JURIA( M) ‘g0 :dD uonIRISHES O ([N PATIIUS0D ‘9ANBINUENY)  SIOYIOM PUE SJUBPNIS YN 0ZE  -SSOI DATIRIUENY) [uoyputpy  (0T0Z) 72 12 PSIY
*SALI0AY} IFUBYIXD (sse001)
[BID0S PUE S30MOSAT $109JJ0 109TIPUI PUB
JO UOIIBAIISUOY) :A109Y ], SIedA g7 = 98 ‘SISAJRUR UOISSIIZaT
SSOUPApPaqUId ‘046G = O[eJ\ "BUTY)) [BOTYITRINY uoypzZIUDSA()
SSIUPIPPIID Qo[ :QIN "TUSWIILULOD (210¢ ‘v 1 Suenyy) ur saruedwod SuLmjormueLL ‘[euonoss Puv JuadSOUD
qof £q payesepowr J7, — I oueuniopad qof :qJ, QALY N PANOME ‘DAnEIIURNY) 7 WOIJ SIOYIOM Gz, -SSOI0 ‘DATIR)LUBNY) Jopuanof  (6107) v 72 werr)
SUE[q WYL 9 Yo %SG pue
‘s108RUBW 9,86 ‘%, Z 6 SIOYI0M
TR[J0-9)YM ‘0,6 STOYI0M
IR[[00-n[(] "SIeIAL () = 98y
%G5 = d[ewd)
‘%8FL = S[EJ ‘Sernsnpul
QILIYI[BAY PUB DOIAIDS ‘ATR)IIId SisA[eue
SaLI09Y) Adur)oadxo ‘uonjeliodsue) ‘UONONHSUOd  UOISSAISaI ofdnnun
uonedonaed pue PUR sSog :A109Y ], ‘Suumioepnuew Supnpout ‘A[e)]  ‘s)s9) parenbs-1yo
ad£) 1oxIom £q  ‘9ouendwiod ‘woneAnOw snje)s (£00z 1sqo1g) ur seruedwiod (9, ,6) deaud pue  YAQNYV TBUOLIOS
parempowt st diysuonepr JS—1[  ‘98paymouy £197eS :JS JI0M JUDSUNUO) (O] PATDRHR DANRIUENY  (%,ch) d1qnd WOIJ SIONI0M Q7]  -SS0I ‘9ARIuEny) 202195 GafvS  (8T07) 1V 12 3501]
SI9pes]
MAID 1M 9, 9T PUE ‘SI0sIATRdNS
919M 9% ET'0%C8 = BN ,PAOCR  SISA[RUE UOISSAIZAI
pue s1eaf 6g, 01 dn s1edL 7 [e21yoIRIdIY
—0Z,, Woly Surduel 1930eIq pue ‘saseue
*A109) $90.M0S3.L 93e yoes ojur Surfjey ojdwres  uoIssaI3a1 Adnnw
diysuonepar JO UONBAIISUO)) :AI09Y ], Y JO 9% ET-OT UM SIBL Ffy d)eLIRATI[NI
dS — I Y seresepout XIA'T (XIN']) 98ueyoxs (£00Z 18q01J) —0F = 98B UBIPI\ ‘) 9y}  SNQIUWO TRUOLIIS Yo.UDaSA
as-1l d3papmouy| A197eS :dS IPQUBW—BPBYT QN 9A19JJR ‘DAneInueny) ul sut 10ddod B 18 SIOYI0M Z[Z  -SS0I ‘DAnRIURNY) (afvs fo ppuamof  (9107) 12 12 1501
uewLojed pue douewwiopd Jo adA g, pasn A1oay) pue ALmossut Jdureg usisop Apmg [ewmof (uoneoriqnd

Aumoasut ol 0) paje[ar sguipur,]

(S)10YBIPOJA] (S)10)BIPIJN]

qof Jo sInseaw
pue uonezien)daouo)

JO 13K (S)Ioyny

CDI
28,6/7
626

Table Al.




ty

insecuri

Job

110ddns
Jostazadns Aq pajerspowt ‘J T, — I

o-1

-1

*S9LI09Y]) [ed1SojoydAsd
PUE S901N0SA1

JO UOTIBAIAISUO)) :A109Y ],
Jostazadns

9]} WOIJ PUB SaNFeA[[00
woj 1oddns [e10S QN

douewIojd
9[01 BIIXT :dD)
‘soureuIorsad o[01 Uy T,

(000 MM 2@
9ATIUS0D ‘9ABIUENY)

K109} ANADISULS
JUSWIRDIOFUIAY :£109Y ],
A)ADISUSS PIRMAI

pue jusmysIung QN

000z @WIM o)

NI0A :dD 9ANIUS00 ‘DAnRIUERNY

(papnpout
90URIAJA1 0U) AJLINOISUT

11019 JIOM D £1001) $sANG :A109Y], (o[ WL} JI0YS pue SuoT

%8 suonisod
JUBWRSRUBI “9, M

0,9 = dewd,] 's1eIL ¢¢ = oFe

UB9JN “I0INORFNURWL

18 B pue ‘Auedwiod $a01A198
A)1moas ‘seruedwiod yuLp

PUE POOJ ‘SUOTMYSUI [BIDOURUL]
“TNIS[Ag WOIJ SIOIOM 9G
SOH)/S1030211p

9,T'Q PUB SIOPEJ] WEd) 21oM
9%G'Z1 ‘[Puuosiad Juswageuet
Q1M 9, 7€ JueRSeueR

10 s10S1AIOdNS J0U 21OM 9§ LT
'SIRIA P = 9BY "%6°€S = AN
'$9103s JudulIRdap

popnUl pue ‘saLnsnpul A3.0U9
PUE ‘BIPSW ‘SUOEIIUNUIIOII[A)
9} woy a1om serurdwo) 3
9} PUE () 9y} WOJ SIOYIOM ZE7
pSeuew 9,¢e

‘euoissajord o 2 Losiazedns
JUBWDIOf “9,GT = dA0qE

PUR SIBA GG 19,67 = SIBIL G
—G7 1%9¥ = SIeL 7

—0€ P8Y "%ET = dewdy

“0,18 = o[BI\ "soruedwod
Juumioemuew pue £30[0uyoa],
"BPRUR)) WOIJ SISRURW 67T

SurpPpow

Teaul] [BOTYIIRIDN]
s sisAJeue
[PAS[INUL (SY[9M §)
BIep AIRIp A[oom
‘dAnEeIUENY)

suonenba
[BINJONYS BUONIIS
-SS0I0 ‘dAnje)UENY)

VAOONVIN
‘SISATRUR U01SSOI391
‘[euo11098

-SS0I0 ‘9ATIEIUENY)

L D >~ -
3B 2
o9 © 2
= E 2
5.8 )
T

g

39

(panuruos)

JuIUISOUDI
204M0S2] UDUNE]

JuUMISOUDI]
asumyy)
1PuoYDZUDEA()
Jo puanof

40anyog
[PUOYDZIUDEL()
Jo ppuanof

(2102)
0 12 SIAIYOG

(5102)
70 12 SINRIYOS

(0661)
ULIING-SMOT
PUE SISOy

ueworad pue
Ayumdasut qof 0] parepal ssurpur|

ALmogsut
qof Jo sInsesw
pue uoneziendaouoy)

douewiofd Jo adA T, pasn A109y) pue

(8)101BI9POJN] ‘(S)101RIPSIA!

odureg

usisep Apmg

Tewmof

(uoneorqnd
1O 1aA) (S)Ioymy




(panuuog)

SALI0AY}
$30INOSAI JO UOHEBAIISUOD

1 = SIBdA ()G J9AO pue
12 = STeIA 607 ‘I8 = ST894 6g
-0¢ ‘(gF = u) s1eak 67,

iwoH

NN PUD 440950y

900 PUR UONRUIILINIOP —0g Sem uonnqrysip a8y suonenba [DpuUO.0AUT]
g0 + uoneanouwt — I PpajusLIo-93uRY) ‘gH0 JI9S :A109y ], (000Z ONIM °() Aurdwiod SULIMOBINURIA ‘BAIOY  [BINIONLS [RUOIIIDS Jo puanof
dL + uoneanow — [ :g) eouruwiofpd qof (],  UONBANOW JISULNU ]l  SADIUS0D DANRINUENY  [INOS WOIJ SIOYIOM 9[BW ZGT  -SSOI0 ‘DAnRIjUERny) uoypuipy  (6107) 72 12 UIYS
*SALI03]) UOTRUIULIDIOP
-J[9S pue ssong 4109y ], s1eaf z¢ = a3k sisA[eue
(uoneIpaw ‘0,66 = 9[BWI,] "BAIOY INOS UL [9AJ[N[NW ‘(SPUNOI
Tenuanbas) uoneArowe (000Z “ONIM () SULIBSIOPUL] WOIJ SO} PUB 2) [eurpmyisuop {50j0ya8sg 0202)
JL—uoneanowre + [[ 4+ ANpaou] - aoueuwiopad o1 Uuf T, pue Aumoasur qof FIN  ANIUS00 ‘9AnEIIURIY ‘ST0JRI)STUILIPE ‘SIONIOM TZE ‘QATERIIUENY Jo uanof ay INH pue urysg
JOIABYR(| pajeaIpul SISATRUR UOISSAIZa1
397G 1 JS "ToIARYR(q A[Tea]0 JON :A109Y], [BOTYOIRIBNY
JI0M 9ATONPOIAINUNOD JOIARYA] YI0M PaIeIIpUI B[BIS (paquosap apdures ‘[euond9s S20UIIS
adeys- 41— I "UBWLIOLIR ] ‘], 9A1ONPOIAIMUNOY I 10 uonezijenidoduod oN ON)) "BUIY)) WOJ SIOYIOM ()9C  -SSOID DANRINUENY  payddyy fo puinof (€102) v 12 S
STk ¢ = J3e (ss001)
059 = S[BUWI,] "SIOIOM $109JJ0 J001IpUL
£109) SS9 14109y ], 6821 Yam o[dures swes ‘Z], ‘SISA[BUE UOISSIIZIL {50j0y085g
110ddns A1osiazedns wsnundo 'SI1eIA 7 = 93k ‘0, Gg = JBW9,| [LIIYDIRIAY (SoABM [PUOYDZIUDSA()
pue wsiundo Jo 9jo1 SuNRIPOJA pue joddns Aosiatedng (000Z “ONIM 2() ‘PUBJUL] UL SONISIOAIUN OM) 2) [eupniuo| pup [uoyndnii0) (€102
adeys-n JL -1 uewopad qof : 4], (ON I0SIA B[N 9ADIUS00 DANRINUERNY WO SIOYIoM G6(g djdwes 1], Evaialilirg) Jo puanof 0 12 OYUS[PS
suonednooo
[eotuyda)/[euoISsjo.Id 9)BI00SSE
10 suonednado [euorssajold
ur 9]doad ‘s1eSeueu ‘S[RIJO
I0TUDS ‘SIOJR[SISI] ‘SIONI0M
TE[[00-0)IY A "(SIONI0M AIOYST] 1O
TemymoLSe
PI[IIY[S PUB ‘SI9[UIISSE
1o s10jedo suryIR
10 jued ‘suonednodo ATejusuae
ut unsiom suosiad PyIom
SOpBI) PaJE[al 10 JJBID ‘SIONI0M
danoadsied SI[ES 10 SIONI0M IAIS suonenbs
Ayanoeoxd AQuapt [e0g 4109y ], ‘SYIDD ‘SIOYI0M TR[[00-dN[g  [RINIONLS (SpUNnoi A01avyag
[euoneziuesio pue (uosiad pafordws (000Z ONIM )  "%09 = S[BIN 'STA F = 98y ©) [eupmSuo| [UOYDZIUDSA() (2102)
dL+1S—1I[ eouewiopd 01 U (], UL SB) AJJUIPI [BIOOG HIN  SADIUS0D ‘SAnRIjUENY ‘SIOYIOM USIILI £EE ‘QaneuEnd) Jfo ppuanof 0 72 OUSPS
uewLojed pue douewwiopd Jo adA g, pasn A1oay) pue ALmossut Jdureg usisop Apmg [ewmof (uoneoriqnd

Aumoasut ol 0) paje[ar sguipur,]

(S)10YBIPOJA] (S)10)BIPIJN]

qof Jo sInseaw
pue uonezien)daouo)

JO 13K (S)Ioyny

CDI
28,6/7
628

Table Al.




SV S —
=28 N <
55'S © 2
Q. <
SEE =
8 o

bde

o S &

—_ <

(ponurguos)

SI1BAA Zj = a8y

*90UADS Jyndod

pue ‘Areyiu pue ao10d
suonerdo

“£80[0UT[29) UOT}BULIOJUT

‘Sa[es ‘Sa0UBIDS ‘9ouBUIy
‘uoneonps 1eysy pue Arewrid
‘Kyedsoy ‘mep papnput
SILOSNPU] "%¢S = 9[BIN 'S
9} WOIJ SIONIOM GEE :(Spunol
2) ¢ Apmig “uonisod Juswegeuew
BPPRY %1E0%9S = 3B
‘SIBIA 67—Gg, JO a3uel

93® [BpPOW B PUR SIBIA 808

10z Jo 1039380 93R URIPIW B Y)IM  SISA[RUR UOISSIISDI
“ID 12 9901g USP UBA) SIBIA GG 9A0(R 0} 8] = 98y ‘() [PAdmNW
£109) $90.M0SAT QANIUS0D ‘DATIBN[ENY) AU} WOIJ SINIOM 687 g APMIS ‘reurpnyiduo]
am) JOIABUR( JI0M  JO UOOBAIISUO)) :AI09Y], €00z 15901]) 'STRAA G = 98y "SaLnunod pUE [BUOND9S £5oj0yoLs 7 pun
U0 UOTORJSHES JO 901 SUNRIPOJY  2A1INPOIdIIUNOY :TMD UOTORISHES qO[ (O] PATIUS00 ANRINUENY ¢ WOIJ SIONIOM (0(0‘CZ ;T APIS  -SS0I ‘9aneinuend)  ssausng fo pumof  (0Z07) 0 12 SSOUS
SIedA g = 98y "seLnsnpur
UIIOS pue ‘Areyiu pue ao1od
‘A30[0uyoe) pue uonBULIOTUL
‘s9es ‘TerourUl ‘UONBINDPI
“IIAIRS ‘YI[BIH "%, 8¢ -10SIAIRANS  SISA[RUR UOISSIIZAT
910y "S() Y3 UT 9DI0J JI0M [BOTYIIRINY
9y} Jo s[dures aAnRIULSAIdYY ‘(spunox
%cE = PIBN 'SEE = U 2) Teutpryrsuoy
oea1q #10Z  :Z ApIS 'S 9Y) WO SIOI0M ‘7 Apmg
1oRNUOD [RILSo[OYdASd /v 72 D301 USP UBA) GEe ‘7 ApMIG 'SIBaA /7 98y SISA[RUR UOISSIISa.1
pue £109y) [RUOLIR[I QANIUS00 ‘DALRN[ENY) % FE = IR\ ‘%F9 = S[RWD,] [eITYOIRIIIY {50j0yo8sg
drysuonepr gp) — JOIARYI( HIOM -9AIUZ0)) K109y ], €00z 18q019) 'S 2y} woiy ssafojduwd ‘[RUONODS YA (PUOYDFNII)
1[ U0 90UBI[ISAI JO 9[01 SUNRISPOY  IANINPOIAINUNOY) (M) NUAIISHY QN 2ADIUZ0D 2ARIUBNY AysATUN 1207 ‘T Apms -SS01 ‘T Apmig Jo uanof  (8107) 7 12 SSOUS
(snyd-y
SOLIOA) SIOMNOSAT OIDR]N]) UOJRIPAW Yoy
diysuonepr JO UONBAIISUOD PUR PoIRIBPOW  JyqNG PUD YI4DaSIL
uonSNEYXa — J[ U0 AJTAdUL SJUIAD DATIORJTY K109, 9,/G = JeWRJ ‘S1BIA 9¢ = a8y JO S)O9)9 ‘(owun) Ut 1DJUUO0.L01D
19310M0 JO 9[01 SUNRIIPOJA ANIAIOUL JOXI0M00 {Q]N (000Z ‘M 2Q) "BAIOY] WOIJ STIoM  sjutod Z) [BUO1o9sS Jo uinol 6102
AL — uonsneyxo + Jf souewiofad o[ :J], UONSNEBYX [BUONOWG ‘I  PANIUS0D ‘9ANEINUENY) SUL U] PUR WSLINO) ‘IBIAI 97  -SSOID DATIRIUENY) [uoyDULNUT IN{ pue urysg
ueworad pue douewiofd Jo adA T, pasn A109y) pue ALmogsut odureg usisep Apmg Tewmof (uoneoryqnd
Ayumdasut qof 0] parepal ssurpur| (8)101BI9POJN] ‘(S)101RIPSIA! qof Jo sInsesw 1O 1aA) (S)Ioymy

pue uoneziendaouoy)




(panuuoo)

1D — uonenuAduod — If
10 - uoneL + If

MO + uonensniy pasu — If

d.Lpue
1[ usamaq punoy drysuone[ar oN

93® JO 9]01 SunRISPON
€00 + uonoesies pasu —J[

uonejuswldwr
PUE UOIBIaUAS BIP] 1)

JOIARYR(|
JI0M 9AONPoIdINNUN0Y)

doueuriofad s, (L,

€400 dD

SUOHMIISUL [BJUSWIULIDAOS
-IWAs pue 301A1es dyqnd
‘510309 [RINI[NO-[BID0S PUR
‘9IBIUI[BIY ‘UOLBONDI ‘SAIATIS
orqnd ‘wononmsuoy) ‘pIeoq
JuoURSRURW

A} UO 9, T PUL JUSWASRURUL
~ppru

9€ ‘SI9YI0M IB[[0D-9)IyM
19A9] JAYSIY 9, €7 ‘SIoNIoM

w

A10917) TE[[00-9IM TOMO] %, 6T ‘SI9SIoM
ANpISir jeanyJ, :A109Y ], IR[[00-9N[q 9,6 "SIBdA 7 = e
UOHEOUSOU0D (0002 ‘MM 2@ UBIIAL "% LS = 9BIN
‘UonBILL I 9ANIUS0D ‘dAneIURng) ‘wnISY ‘SIYI0M F6E
sqol

[eLISRURW PRY 9,8 "SIOYI0M

Te[[0o-991ym Joddn 9,9z ‘1Y I0M

TR[[00-9)1YM SIRIPOULIAIUL

9,GZ, ‘SIYI0M TR[[0D

-)IYM [9A9] JOMO] 9, G ‘SI9NIOM

Te[[00-90[q PI[IIYS %] ‘SIOIoM

IE[[00-dN[q| PA[ILYSUN 9% )

%8G = d[BWA,] 'SIBA GE = ATy

K109} ‘sjuedonaed Arejunjoa

UOT)RUILILINNOP-J[S :A109Y[],
Spaau [BAIB0[0YIAS] I
paredipul

A[Tea]0 JON :AI109Y ],
Amdasur qof :QN

pue Auedwod YoI1LIsaI JON IR\
“BIUBWOY WOIJ SIO}IOM TG

(0002 ‘77 12 91 M SQ)
9ATIUS0D ‘DAnEIUENY)

0G = d[ewdy ‘17 = e
"BPRUR)) WOIJ SI9SIOM T/,

%LG = S[BIN 'STBIA G¢ = 98y
*(9%9) S1oSeuBRW I01USS

PUe (% Lg) STSeuew dul (%z€)
SIoquIBWI Jye)s [euorssajold
(%6) SI9Y10M [BILI[D

(9%97) s1o310Mm dan1RId()
“WNIS[Ag WO SIOYIOM HZ'C

(9661 1sn0BQ)
9ANIUS0D ‘dAnEINUENY

£103]}) UOI)BUTULIZIIP
198 14109y,

a8y O]\l "UONOBJSIIES
pasu diseg] HIN

(6661 ‘7 72 UDIB[PH)
9ANIUS00 ‘dAneIeN)

suonenba
[BINONYS ‘[RUONIIS
-SS010 ‘dAnRINUENY

suonenba
[RINIONIS ‘BUONIIS
-SS0I0 ‘9ATIRIUENY)
SISAJRUR U0ISSOI391
sqdgnu ‘Teuonoss
-SS0I0 ‘9ATIEIUENY)

18911 pue ‘sisA[eue
yred ‘Teuondss
-SSOID ‘9ARIURNY)

JuUISOUD
uoyvaouuy
puv uayvaL)

(8102) 1712
WISAJ00 UBA

1vuoyvULIIUL (v102) 12 12

Juawdojaaa(] 4204 Y2901g UIP UBA

(0002)

s1.0042] STRUUOGINOg

[0N5010YI8S ] PUE [[9PUDALT,
Qw.ouac]
ugsnpuy

pup Juuouods]  (S107) 10 12 USUkI§

uewLojed pue
Aumoasut ol 0) paje[ar sguipur,]

douewwiopd Jo adA g,

pasn A1oay) pue
£(S)10)BISPOJA] “(S)107BIPAIA

ALmossut
qof Jo sInseaw
pue uonezien)daouo)

Jdureg

usisop Apmg

[ewmof (uoneoriqnd

JO 13K (S)Ioyny

CDI
28,6/7
630

Table Al.



ty

insecuri

Job

38 3 p
> = 1
o © © 2
= =}
o8 m G
g3 &
h=
T L
oh="
[3M]
(panuguog)
SI9YI0M IB[[0d-dN[(|
Q1oM (GZ = U) % [ PUB SIOYI0M
TB[[0D-93IUM D19M (9L5T = U)
%59 ‘(p1eoq 3y
JO s pue s10sIAdns "9'T)
SIPSRURW 200M (826 = %) %FZ0
yoealq %V9 = [BWa] ‘9% 9¢ = [ew
1ornUOd [eIS0[0ydAsd pur ‘s1e9A g¢ = a3y "uoneINpa ‘pue
K109y) estexddy K109y, apexn ‘Ansnput ‘oredyjesy ‘1|
GMI — [01u0d paswdsad — I uonejuswedu yoeaIq *(9%G€ ‘9F8 = u) s10309s drqnd suorenba
dL-€90d~1I[  pueuoneIduds LIP] ) Joenu0d [RaFoj0ydAsd (0002 ‘72 72 M 9Q)  3U3 PUB (%G9 ‘LIST = ¥) AL [BIONAS TRUONIS 9102)
AL - [onuod paswosd — [ -eouewwiofiad Ysey, (], 0IU0D PIATOII] (I dANIUS0D ‘DANRINURNY ‘WnISPg WoIJ SYIOM CT'Z  -SS0I 9ANRINUENY)  yjaff puv ssay4S v 12 IS[F JPUBA
,6'LT = SIBIL 79
—GG puB ‘9’6 = SIBA 7
SV '%6'1G = STIATF
—G€%L0G = STRIA Tg
A1091]) 10R1UOD —GZ ‘%6'C] = SIRA 7  SISA[RUR UOISSIISaI
[eAL30[0YAS 41094, (1661 ‘17 12 £opTrey —GT 93V "%G9y = d[ewd} [BoIyoIeIY
dnois sdnois {0661 ‘UaINNA UBA) 04,666 = I[N "SPUBLIDYION ‘[euonoss [ouoymudIU] (0202)
JuswAordws 1od s 41, - I ueworad qof (], JuSwWAO[dWS WP QN SANIRJR ‘SAneIueRny) AU} WO SIOYIOM ()))'68  -SSOI0 DANRINURNY)  JUIULGOJAI(] 49040)) IV ]2 USINNA UBA
%0 = PasOPsIpun)
pue ‘9,9'g = SIeIK 99
—09 ‘%9'LE = SIBAL 6G
—0S ‘%865 = SILA G
—0F ‘%881 = Steak 6¢
—0€ ‘%S = SIe4 67-12
PBY "% 10 Pasopsipun)
‘%1729 = USWOM “0,G'LE = U
*SoTuedtwod SUOT)BITUNUITIOD suonenba {50j0yo8sg
doueuLIojd L1091 ssang K109y, Pue ‘A30[0UYd9) PUB UOHRULIOJUL  [BINJONIS (SPUNol [PUOYDZIUDEL()
d0 + Ayenb doafs — 1 [en)X9)U0)) 140 Aygenb (000 “@WIM 2Q) 1103098 d1qnd ‘uoreINpa €) [BUIPTISUO] U [puoypdnad) (6100)
JdL + uoneiojsar—Jf  -ouewiofad yse], (I, ded[s PuB UONERIOISY FIN  IANIUS0D ‘DANEINURNY WOIJ STOYI0M YSTUUL] (76 ‘QATEIUENY Jo puanof v 12 wARRRT UBA
ueworad pue douewiofd Jo adA T, pasn A109y) pue ALmogsut odureg usisep Apmg Tewmof (uoneoryqnd
Ayumdasut qof 0] parepal ssurpur| (8)101BI9POJN] ‘(S)101RIPSIA! qof Jo sInsesw 1O 1aA) (S)Ioymy

pue uoneziendaouoy)




JI0M SIOUINY :(S)0IN0g
douewiord Aj97es JQ pue

‘uoeAOUUI PUB AJIAIBAID ;) ‘I0IABYS( 10M 2A1JONPOIdIIUNOD () ouruLIofad [BN)xa)u0 - J7) oueuLiofiad yse) :q ], L10JeIpaul :HJA] “I0JeIopow A :(S)310N

“SALI09Y)
30101 [BUOLIEI PUB
AZUBYIXD [B100G 14109 ],
ToKojdwd

Jo 9d£ 9snuy, :QIN

digsuoneppr g7,
—I[ pue gD — I[ uo S1o ur s
pue 9d£) 810 JO 9]01 SUNRISPOJ

400
:d) oueworad qof ],

£1091]) JusWwRSRURWL
Kureysouq) :£109y ],
JuouwRde3ua

IO AN Pousnl
Teuoneziuesi() :ON

dysuonep1 41, - I 94
S9jRIOpOW 201sn( [RUONRZIURSI()

4L — Juowesesus — I ouewiofad qof :d],

yoeaIq
uewofad  10eNU0d [RILS0[0YdAsd pue

dL-10 parerjeg iJ,  A109y) esrexddy 4109y,

(G261 ‘v 30 uerde))
9ANUS00 ‘9AnRIUENY

(6261 1 12 werde))
ANIUS00 ‘DAnRN[BNY)

(0002 @NIM 2
2AIIUS0 ‘AnjEITIURNY)

s1eaf )7 = a3k

UBII\ ZOT = OB ‘¢Gg = S[euudf
‘g Adureg 'go[ = dpew

‘8T = o[eww} ‘g6 = U

‘T 9[dureg 'speAp areurpioqns
-Ios1A1dng "s9akofdwd

1008 ‘BUI) WO SIONIOM QFG
SIedA Gz = 98k ‘g9 = I[rWa]
‘29 = S[BIN "BUIY) Ul sarueduwiod
90URINSUL WOIJ SIONI0M

GZ1 ‘PRAp 99kojdws-1081a19dns
‘7 ApmG "sIeaf (¢ = 93e

‘68 = d[ewR} ‘15 = 3B

“BUIY) Ul Saruediod SouRMSUL
WOy SIYIOM (] ‘T ApmIS

%P1 = swSeuewr

pue o/ Gy = SIasIoM
Te[[02-9N[q ‘9, T = SIONIoM
AB[[09-9NYM "% [ = o[ewof

7 = OB\ 'SIBIA ¢ = a3y
(seruedod aouBRMSUI pue
‘syjueq ‘sauage [aaen ‘sdoys)
10309S 9OTAIDS 10 191 9}

pue SuLmpemMue (698 = U)
SN 24 PUB (OT€ = %) Uopamg
‘916 = ¥) ureds ‘(v6g = )
SPUBLIYIAN U} (L€ = %)
wWNIS[ag] WOy SI9I0M 9967

SISAJRUR UOISSIIa1
[BOTYOTRIBNY
‘[euono9s

-SS0I0 ‘9AnEIUENY)

SISA[RUR UOISSaITa1
S[dn[nw payeIspo]
g Apmig ut

BIBD 9ARM-E PUR |
Apmig ur ejep aaeM
-g) eupnyiguof
‘daneIuUenY)

suonenbs
[eIjonS

pue ‘Teuonoss
-SS0.0 ‘9AnBIgUENY)

uewLojed pue
Aumoasut ol 0) paje[ar sguipur,]

douewwiopd Jo adA g, pasn A1oay) pue

(S)10YBIPOJA] (S)10)BIPIJN]

ALmossut
qof Jo sInseaw
pue uonezien)daouo)

Jdureg

usisop Apmg

U0V UMNE  (S00Z) 17 12 SUO
{50j0y28sq

payddy fo puanof  (S10g) v 12 Suep\
{50j0yo8sq
[PUORDZIUDEL()

puv 3o (¥102)

J0 puanof uvadoansy v 12 1[5 JOpUBA

[ewmof (uoneoriqnd

JO 13K (S)Ioyny

CDI
28,6/7
632

Table Al.



	The relationship between job insecurity and employee performance: a systematic literature review and research agenda
	Introduction
	Theoretical framework
	The multidimensional construct of job insecurity
	Job performance dimensions

	Method
	Search strategy
	Inclusion and exclusion criteria
	Studies included and analysis

	Results
	The development of job insecurity–performance research
	Characteristics of the samples studied

	Conceptualizations and measures of job insecurity
	The relationship between job insecurity conceptualizations and performance indicators
	Theoretical perspectives used to explain the job insecurity and performance relationship
	Mediating and moderating variables in the JI–performance relationship

	Discussion
	The conceptualizations of job insecurity and its relationship with performance dimensions
	The relationship between JI and different performance dimensions
	Theoretical perspectives used to explain the JI–performance relationship
	The mechanisms and contextual boundaries that affect the JI–performance relationship
	How could job insecurity–performance research in terms of design and samples of studies?

	Conclusion
	Practical implications of the research
	Limitations and suggestions for future research

	References
	Appendix
	AppendixTable A1.


