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Many contemporary workers experience job insecurity. This can be caused 
by various factors, such as an expiring work contract or technological 
advancements. Can workers do something to minimize such feelings of job 
insecurity, despite their existing circumstances? This dissertation 
investigates the potential of proactive coping in this regard: actions to avoid 
or confine potential stressful events or situations before they occur. In other 
words: actions that can help workers with staying one step ahead.
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最初は難しそうに見えるが、最初は何もかも難しい。 

 

“It may seem difficult at first, but all things are difficult at first” 
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Job insecurity, or the perceived threat to the continuity and stability of employment (Shoss, 

2017), is harmful for both individuals and organizations. Workers who endure high levels of job 

insecurity experience both damaging effects at work (i.e., lower job satisfaction, decreased career 

success, poorer job performance) and in other facets of life (i.e., lower physical and psychological 

health, lower life satisfaction, increased work-family conflicts). For organizations in which 

employees experience high levels of job insecurity, negative consequences include increased 

absenteeism, increased turnover, decreased work engagement, and decreased organizational 

performance (Cheng & Chan, 2008; Jiang & Lavaysse, 2018; Sverke et al., 2002). Considering 

these harmful consequences, it is regrettable that ongoing advancements in organizations, 

technology, and society often result in growing levels of job insecurity. For example, the share of 

workers engaged in non-standard work has risen to a quarter of the European and American 

workforce (CBS, 2020; Karpman et al., 2022), resulting in a large group of workers who are 

regularly at risk of losing their job. Furthermore, nearly a third of the workforce has a job with a 

high risk of being automated (OECD, 2023), which makes many of these workers worry about 

becoming obsolete. In addition, the COVID-19 pandemic initiated a global career shock that 

severely influenced the working lives of many (Akkermans et al., 2020), and numerous workers 

with long COVID symptoms are still uncertain whether they can maintain their jobs due to 

problems with meeting work demands. Next to being more prevalent, job insecurity is also more 

chronic in our current world of work: For many workers it has become a constant and enduring 

experience that varies in intensity over time (Wu et al., 2020). 

Given the prevalence of job insecurity, its increasingly chronic nature, and its harmful 

consequences, it is no surprise that creating more job security is high on both scientific and political 

agendas. From meta-analytic reviews, we know that policy- and organizational-level factors such 

as employment protection legislation and permanent contracts relate to lower levels of job 

insecurity (Jiang et al., 2021; Keim et al., 2014). Relatedly, Dutch political parties call for better 

protection of self-employed workers and for making the provision of permanent contracts more 

attractive for employers (D66, 2021; GroenlinksPvdA, 2023; VVD, 2023). While these are 

important developments that may contribute to more secure work environments, they are 

insufficient to minimize feelings of job insecurity for all workers in our rapidly changing world of 

work. For instance, for individuals who are currently working as a self-employed and cannot wait 

on future changes in regulation, individuals engaged with other non-standard forms of work (e.g., 
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contracted workers, gig workers) who do not benefit from incentives to increase permanent 

contracts within organizations, and workers who experience other sources of job insecurity than 

an expiring contract (e.g., organizations may still need to reorganize). In addition, the rise of 

technological innovations such as artificial intelligence can result in feelings of insecurity about 

the continuance and future contents of one’s job, regardless of employment legislation or 

employment contracts. 

Thus, in addition to questioning how policy- and organizational-level initiatives may help 

to minimize job insecurity, an important question remains how workers themselves may manage 

their experience of job insecurity. In this dissertation, I therefore investigate how proactive coping, 

i.e., efforts undertaken in advance of potentially stressful events or situations to prevent them or 

to modify their form before they occur (Aspinwall & Taylor, 1997), can help workers to manage 

and minimize their (future) feelings of job insecurity. Thus, the primary aim of this dissertation is 

to uncover whether and how proactive coping can minimize the experience of job insecurity among 

contemporary workers. 

Proactive versus Reactive Coping 
 In their seminal article, Aspinwall and Taylor (1997) assert that individuals can anticipate 

stressful events or situations before they occur, by putting in effort to avoid or confine such events 

or situations. These efforts are referred to as proactive coping. Proactive coping does not target 

any particular stressor, but is used to prepare in general by anticipating stressors that naturally 

occur in any life. For example, one may cope proactively by saving money for potential financial 

setbacks or by spending time nurturing relationships with friends and family so they will be there 

in the future for support. Proactive coping thus differs from the traditional concept of coping, in 

which efforts are aimed at reducing past or current stressors or its consequences (Folkman & 

Lazarus, 1985). In the current dissertation I will refer to traditional coping as reactive coping, 

because such coping efforts tend to be a reaction to past or current stressors rather than to future 

stressors or stressors that have not yet fully established.  

Despite the potential of proactive coping to avoid or confine future stressful events or 

situations, it has received relatively little research attention in comparison to reactive coping. For 

example, there are multiple frameworks for categorizing reactive coping efforts (e.g., engaged vs. 

disengaged coping, emotion-focused vs. problem focused coping, avoidance vs. approach coping; 

Folkman et al., 1986; Roth & Cohen, 1986; Tobin et al., 1989), while there are none for proactive 
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coping efforts. Aspinwall and Taylor (1997) suggested that proactive coping may often go 

unstudied because stressors are generally the starting point of coping research, while proactive 

coping should, theoretically speaking, forgo these stressors. If a stressor does not (or only to a 

small extent) occur because of successful prior proactive coping, it may seem there is no need for 

investigation. For instance, a manager may assign extra staff to a presently low-demand project to 

avoid potential workload spikes (i.e., a stressor) as the project becomes more challenging: the 

workload spikes are then less likely to occur. However, to understand how stressors can be 

prevented, it is crucial to comprehend the strategies that have been used to avoid or confine such 

stressors, because insight into successful proactive coping can provide valuable guidance to 

persons who have not been as successful in diverting stressors. 

 Research on job insecurity has likewise focused mainly on reactive coping, by investigating 

how the negative consequences of job insecurity can be mitigated. Evidence indicates that engaged 

coping strategies (e.g., changing the situation, symptom reduction, seeking social support) and 

emotion-focused strategies (e.g., describing what one feels and re-evaluating the situation) weaken 

the negative relation of job insecurity with mental health and job satisfaction (e.g., Cheng et al., 

2014; Menéndez-Espina et al., 2019; Probst & Jiang, 2016; Richter et al., 2013). As such, job 

insecurity – as a stressor – has been the starting point of most job insecurity research. However, 

this way it has remained largely unclear if and how job insecurity itself can be prevented from 

fully establishing. In this dissertation, I aim to provide more clarity regarding proactive coping as 

a means to avoid or confine workers’ experience of job insecurity. 

Proactive Coping with Job Insecurity 
  My dissertation builds upon the first findings that indicate proactive coping may indeed 

reduce the experience of job insecurity among workers (cf. Koen & Parker, 2020; Koen & van 

Bezouw, 2021; Stiglbauer & Batinic, 2015). While these findings are promising, this new stream 

of research also brought difficulties to light regarding the definition and operationalization of 

proactive coping in the context of job insecurity. For example, Stiglbauer and Batinic (2015) 

examined proactive coping as a moderator between job insecurity and its consequences while, 

conceptually, proactive coping should precede the experience of job insecurity in time. It also 

remains unclear which efforts ‘count’ as proactive coping, because scholars have examined various 

efforts as such, including some efforts that could be considered a reaction to existing job insecurity 

and, hence, a form of reactive coping (e.g., impression management; Probst et al., 2019). The 
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primary explanation for this could be that, unlike responding reactively to job insecurity, 

proactively addressing job insecurity does not necessarily focus exclusively on job insecurity itself. 

Proactive coping is a broader approach aimed at preparing for a range of unknown or unfolding 

stressors. Thus, before we can determine if and how proactive coping can reduce job insecurity for 

contemporary workers, we must first explore what it entails to engage in proactive coping within 

careers.    

  Research Question 1: How does proactive coping among contemporary workers manifest 

 itself in the context of job insecurity? 

Effective versus Ineffective Proactive Coping 
  Once we have unpacked which efforts can be considered proactive coping among 

contemporary workers, it is important to determine which ways of proactive coping can and cannot 

help workers to manage and minimize their job insecurity. In theory, proactive coping is 

considered to be beneficial − even when proactive coping efforts have been unsuccessful 

(Aspinwall & Taylor, 1997). The underlying idea behind this is that even such failed attempts 

should yield information about the situation, which can be used in future proactive coping efforts. 

While this may hold true in the long term, empirical evidence increasingly points towards potential 

downsides of proactive behaviors, such as impaired detachment from work and a short-term loss 

of resources (Bolino et al., 2010; Cangiano et al., 2021; Giunchi et al., 2019). This forms reason 

to wonder whether certain forms of proactive coping with job insecurity may backfire as well − 

potentially increasing levels of immediate job insecurity. In a literature review, Parker and 

colleagues (2019) underline that for proactivity to be successful, it should be suited for the 

particular situation (i.e., ‘wise proactivity’). However, it remains unknown what the best course of 

action is to target the work situations of contemporary workers. As such, I investigate the 

relationship between various proactive coping efforts and job insecurity among contemporary 

workers. These efforts include both more conventional ways of proactive coping (e.g., career 

planning, building a social network) and less conventional ways (e.g., performing well at work, 

adopting a self-compassionate mindset). Together, the findings of this dissertation will provide a 

comprehensive insight into effective and ineffective ways of proactive coping with job insecurity. 
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Before I start investigating the relationships between various proactive coping efforts and job 

insecurity, it must be noted that job insecurity is not as straightforward a construct as it may seem. 

When people talk about job insecurity, they generally refer to worries regarding job loss. However, 

the experience of job insecurity can also consist of other experiences such as perceiving a lack of 

development opportunities. Importantly, different types of job insecurity may require different 

proactive coping efforts in order to be minimized. Therefore, in investigating the relationships 

between proactive coping and job insecurity, I also take into account the differentiation between 

various types of job insecurity, based on two conceptual divisions. First, job insecurity can be 

divided according to the content of the threat. Workers’ perceived threat to the continuity of their 

job as a whole is denoted as quantitative job insecurity, whereas workers’ perceived threat to 

valued job features is denoted as qualitative job insecurity (De Witte et al., 2010). Second, job 

insecurity can be divided according to the way in which workers experience the threat. Workers’ 

rational perception of threat is denoted as cognitive job insecurity, whereas workers’ emotional 

experience of the threat is denoted as affective job insecurity (Huang et al., 2010). In combining 

these two dimensions, four types of job insecurity can be differentiated (see Table 1.1). 

 

Table 1.1 
Overview of the Four Types of Job Insecurity 

 

  

Cognitive quantitative 

Sample item: “Chances are, I will soon lose 
my job” (Vander Elst et al., 2014) 

Cognitive qualitative 

Sample item: “I think my job will change for 
the worse” (Van den Broeck et al., 2014) 

Affective quantitative 

Sample item: “I am worried that I will have to 
leave my job before I would like to”  
(Hellgren et al., 1999) 

Affective qualitative 

Sample item: “I feel insecure about the 
characteristics and conditions of my job in the 
future” (Niesen et al., 2018) 
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  While prior research has mostly focused on cognitive quantitative measures of job 

insecurity, the current literature unequivocally recognizes that all types of job insecurity form 

substantial risks for individual and organizational well-being (Jiang & Lavaysse, 2018; 

Urbanaviciute et al., 2021). Next to investigating how various forms of proactive coping relate to 

job insecurity, I thus investigate whether these relationships differ for different types of job 

insecurity.       

  Research Question 2: Can proactive coping alleviate contemporary workers’ experience 

 of job insecurity? Specifically, 

a. What forms of proactive coping lower the experience of job insecurity? 

b. Does the relationship between proactive coping and job insecurity depend upon the 

type of job insecurity? 

Effective Proactive Coping: A Resource-based Perspective 
 In addition to investigating which forms of proactive coping are generally more effective 

than others, it is important to keep in mind that the individual situation in which proactive coping 

takes place likely plays a role for the effectiveness of proactive coping. A particularly important 

concept that may explain such situational influences is workers’ amount of resources. The 

accumulation of resources in advance of any anticipated stressful event or situation lies at the core 

of effective proactive coping (Aspinwall & Taylor, 1997). In the example of proactively saving 

money for a potential financial setback (i.e., an anticipated stressor), saving can be considered the 

effort through which resources (financial assets) are accumulated. Resources can take any form: 

objects, personal characteristics, conditions, or energies that are valued by the individual (e.g., 

money, time, social network, skills; Hobfoll, 1989). This dissertation takes a closer look on how 

such resources affect the relationship between proactive coping and job insecurity. Below, I first 

address the accumulation of resources as a potential mediator, then address the availability of such 

resources as a potential moderator, and lastly address how the availability of resources may 

stimulate the use of effective proactive coping.   

  The accumulation of resources may form a mediating mechanism through which proactive 

coping has its effect on job insecurity. Such resources may come in many forms. For example, 

workers may build or maintain contacts within multiple organizations (proactive coping) so they 

have a better social network (resource), which makes them feel less threatened in their employment 
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prospects if their job with the current organization ends, or workers may take training to broaden 

their skill repertoire (proactive coping) and their acquired skills (resources) make them feel less 

exchangeable by artificial intelligence. The limited primary research on proactive coping with job 

insecurity assumes, yet does not test, that it is the accumulation of resources that explains 

relationships between proactive coping and job insecurity (e.g., El Khawli et al., 2022). The meta-

analytic review from Jiang and colleagues (2021) on predictors of job insecurity underlines the 

importance of resources, yet leaves blank what efforts may precede the availability of such 

resources. Therefore, putting the puzzle pieces together, I go beyond asking if proactive coping 

can alleviate contemporary workers’ experience of job insecurity, by investigating how proactive 

coping can alleviate job insecurity, through investigating the accumulation of resources as a 

mediator in the relationship between proactive coping and job insecurity.  

 While the accumulation of resources may mediate the relationship between proactive 

coping and job insecurity, the availability of such resources may moderate this same relationship. 

That is, the amount of resources may determine the extent to which proactive coping is effective 

in minimizing job insecurity. This expectation is based on conservation of resources theory 

(Hobfoll, 1989), which asserts that current resources help to offset future resource loss. That is, 

individuals who possess relatively many resources and are not coping with immediate stressors, 

can use these resources preventively to offset potential future losses of resources. For example, 

someone high in energy is better equipped to prevent future resource loss than someone who is 

fatigued. Aspinwall and Taylor (1997) add to this premise that resources do not only help with 

direct acts to avert stressors, but they can also help with other facets of the proactive coping process 

such as screening the environment for cues of danger, appraising situations and what they may 

become, and having opportunities to receive feedback. Consequently, the possession of resources 

should make it easier to make proactive coping efforts effective. Reversely, possessing few 

resources should make it harder to make proactive coping efforts effective. As such, I investigate 

whether the negative relationship between proactive coping and job insecurity is moderated by 

resources. This may help explain why certain proactive coping efforts are experienced as effective 

by some workers, but not by others.   

 The last way in which resources may play a role in the context of proactive coping and job 

insecurity, is as an antecedent of proactive coping. As with reactive coping, proactive coping 

requires individuals to invest resources (Aspinwall & Taylor, 1997; Hobfoll, 1989). Any proactive 
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act (e.g., planning, saving money, scenario thinking) requires individuals to invest at least time 

and energy. This resource loss is immediate, while the hoped-for benefits of proactive coping may 

need more time to establish (Giunchi et al., 2019). For example, attending a networking event does 

not immediately result in a large and reliable network, while it does require time, energy, and 

possibly a financial investment. This raises the question: If proactive coping costs resources, and 

resource loss makes additional proactive coping harder, how can contemporary workers then 

sustain the proactive coping efforts that they may benefit from? To answer this question I 

investigate whether certain resources can function as a replacement for the resources that are being 

lost with proactive coping (Hobfoll et al., 2018). This should compensate for initial resource loss 

and consequently stimulate continuous engagement in proactive coping.  

Research Question 3: What is the role of resources in the relationship between proactive 

 coping and job insecurity? Specifically,   

 a. Does the accumulation of resources mediate the relationship between proactive  

 coping  and job insecurity?  

b. Does the availability of resources function as a moderator in the relationship   

 between proactive coping and job insecurity? 

c. Does the availability of resources function as an antecedent of proactive coping? 

An overview of the research questions from this dissertation can be found in Figure 1.1. 

Dissertation Overview 

 Much research has been conducted into the detrimental outcomes of job insecurity for both 

individuals and organizations (Cheng & Chan, 2008; Jiang & Lavaysse, 2018; Sverke et al., 2002). 

With the goal to avoid or confine job insecurity and by that, limit its negative consequences, a 

focus on the antecedents of job insecurity has emerged (Jiang et al., 2021). However, as of yet the 

focus has mostly been on antecedents that are largely outside the influence of individual workers 

(e.g., employment protection legislation) and are unlikely to take away all sources of job insecurity 

(e.g., artificial intelligence). In the present dissertation, I therefore investigate how workers can 

lower their experience of job insecurity despite existing societal or organizational circumstances 
through proactive coping. More specifically, I examine how proactive coping manifests itself 

among contemporary workers in the context of job insecurity (Research Question 1), whether such 



10   |    Chapter 1 
 
 
 
Figure 1.1 
Schematic Overview of the Research Questions 

 

proactive coping can alleviate contemporary workers’ experience of four types of job insecurity 

(Research Questions 2a and 2b), and how resources play a role in this process (Research Questions 

3a, 3b, and 3c). This dissertation bundles four empirical chapters aimed at answering these 

questions. Most research questions are addressed in multiple chapters and the second research 

question is addressed in all chapters. Below I provide an overview of all empirical chapters in 

relation to the research questions they correspond with.  

  In the first empirical chapter of this dissertation (Chapter 2), I address Research Question 

1 by translating the five theoretical stages of proactive coping into practical career behaviors 

(Aspinwall & Taylor, 1997). These career behaviors are: career planning, scenario thinking, career 

consultation, networking, and reflecting. Furthermore, Chapter 2 addresses Research Question 2 

by testing the role of these career behaviors modelled as proactive coping (i.e., antecedent of job 

insecurity) and modelled as reactive coping (i.e., moderator between job insecurity and 

forthcoming strain) over time, for all four types of job insecurity in a 5-wave weekly survey study 

among 266 contemporary workers. The proactive coping model includes workers’ availability of 
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resources as a cross-level moderator between proactive coping and job insecurity, which addresses 

Research Question 3b.  

 Chapter 3 presents a meta-analytic review synthesizing data from existing research on the 

relationship between proactive coping and job insecurity, addressing Research Question 1. To this 

purpose I combine traditional coping theories (Tobin et al., 1989; Kraaij & Garnefski, 2019) and 

proactive coping theory (Aspinwall & Taylor, 1997) into a proactive coping framework that 

discerns six proactive coping types to categorize proactive coping efforts (i.e., behavioral 

engagement, mental engagement, adaptive behavioral disengagement, maladaptive behavioral 

disengagement, adaptive behavioral disengagement, and adaptive mental disengagement). 

Addressing Research Question 2, the meta-analyses based on data stemming from 324 independent 

samples – comprising over 300,000 workers – uncover what ways of proactive coping are 

associated with lower amounts of job insecurity, and moderator analyses reveal if and how 

relations differ according to the type of job insecurity.  

 Chapter 4 addresses Research Question 2 and Research Question 3a by developing a cyclic 

model with proactive coping (in the form of career planning, scenario thinking, career consultation, 

networking, and skill development), accumulation of resources, and job insecurity, and testing this 

model in a 5-wave monthly survey study among 243 self-employed workers. Addressing Research 

Question 3c, I further investigate whether resources in the form of self-compassion and recovery 

experiences can help workers counteract the expected paralyzing effect of job insecurity through 

psychological strain. 

 In Chapter 5, I address Research Question 2 by constructing and testing two online 

proactive coping interventions aimed at career planning. More specifically, I build upon 

ambidexterity literature (Almahendra & Ambos, 2015) and career development theories (Bandura, 

1991; Locke & Latham, 1990) to design two proactive coping interventions: A goal-oriented career 

planning intervention and an option-oriented career planning intervention. In two online 

experiments (NS1 = 256, NS2 = 212) I test the expectations that: 1) Workers in the intervention 

groups will experience lower qualitative job insecurity than workers in the control groups, 2) The 

explaining mechanism for the goal-oriented career planning intervention is increased goal 

awareness, while the explaining mechanism for the option-oriented career planning intervention is 

increased option awareness, and 3) The type of career planning workers can use best depends upon 
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their career path commitment and perceived labor market demand. As goal awareness and option 

awareness can be considered personal resources, this addresses Research Question 3a. 

 In the final chapter (Chapter 6), I discuss and integrate the findings from the four empirical 

chapters to provide answers to the research questions of this dissertation. Based on these answers, 

I discuss practical recommendations aimed at the prevention of loss spirals and the facilitation of 

prolonged proactive coping. Lastly, I outline three directions for future research pertaining to the 

construction of a proactive coping scale, the construction of a meso-level theory of career 

proactivity, and the investigation of proactive coping that is initiated by organizations rather than 

individuals1.  

 

 

 
1 Please note that all empirical chapters (Chapters 2 – 5) were written as independent manuscripts. Because of this, 
the introductions of these chapters may overlap.  



 

  

 

Chapter 2 

 

How to Minimize Job Insecurity:  

The Role of Proactive and Reactive Coping over Time 

 
 
 
Abstract 
Job insecurity is no longer a temporary setback but an experience that many workers endure for 
prolonged periods of time. While there is much research on the behaviors that may help workers 
cope with the negative consequences of job insecurity (i.e., reactive coping), insight into behaviors 
that may help workers minimize or even prevent the experience of job insecurity itself is still 
minimal (i.e., proactive coping). Yet, such insight is crucial to advance our knowledge on the 
dynamics of job insecurity and may offer an alternative strategy to help workers manage the 
experience of job insecurity during their career. Hence, in this 5-wave weekly survey study among 
266 workers, we view the experience of job insecurity as an ongoing process that may fluctuate 
over time and investigated whether proactive coping (in the form of career planning, scenario 
thinking, career consultation, networking, and reflecting) could help workers to minimize their 
future job insecurity. Multilevel path analyses showed that weekly proactive coping behaviors 
were either unrelated or positively (rather than negatively) related to job insecurity in the following 
week, indicating that positive outcomes of proactive coping may need more time to establish. 
Additionally, we explored whether coping behaviors that are proactive in theory could also 
function as reactive coping behaviors (i.e., could buffer the negative consequences of job 
insecurity). Results showed no buffering effects, indicating that theoretically proactive coping 
behaviors did not function reactively. We discuss that prolonged proactive coping efforts are 
needed in contemporary careers, despite the short-term discomfort. 

 

 

This chapter is based on: Langerak, J. B., Koen, J., & Van Hooft, E. A. J. (2022). How to 
minimize job insecurity: The role of proactive and reactive coping over time. Journal of 
Vocational Behavior, 136, Article 103729. https://doi.org/10.1016/j.jvb.2022.103729 
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Throughout the world, organizations are using cost-saving practices such as outsourcing, 

offshoring, restructuring, downsizing, and nonstandard work practices to improve their market 

position (Kalleberg, 2011). Due to these organizational changes, temporary and contract-based 

employment have become mainstream. Even workers with permanent contracts are not assured of 

stable job content or favorable job features. As a result, job insecurity −the perceived threat to the 

continuity of one’s job or favorable job features (Hellgren et al., 1999)− has become a chronic 

experience for many workers (Wu et al., 2020). That is, job insecurity is no longer a temporary 

setback in contemporary careers, but a stressor that can be present for a prolonged period of time. 

This is a problematic development, because the experience of job insecurity impairs well-being 

(cf. De Witte, 1999) and is negatively associated with subjective career success, organizational 

commitment, job performance, and organizational performance (Cheng & Chan, 2008; Sverke et 

al., 2002; 2019; Ng & Feldman, 2014). As such, there is an urgent need to identify strategies with 

which workers can successfully cope with experiencing job insecurity in their career to minimize 

its harm.  

Prior research has largely focused on identifying coping strategies that can decrease the 

negative consequences of job insecurity. Such coping refers to all cognitive and behavioral efforts 

to manage distress and the situation causing distress (Folkman, 2013). Specifically, research has 

shown that engaged coping strategies (e.g., changing the situation, symptom reduction, seeking 

social support) and emotion-focused strategies (e.g., describing what one feels and re-evaluating 

the situation) can mitigate the negative relation of job insecurity with mental health and job 

satisfaction (e.g., Cheng et al., 2014; Menéndez-Espina et al., 2019; Probst & Jiang, 2016; Richter 

et al., 2013). These types of coping strategies can be labelled ‘reactive coping’, as they are a 

response to an existing stressor and serve to decrease its negative consequences (Reuter & 

Schwarzer, 2009). However, one can also cope proactively: instead of reacting to a stressor to 

decrease its consequences, ‘proactive coping’ consists of efforts undertaken in advance to manage, 

modify or even prevent the stressor in itself (Aspinwall & Taylor, 1997). Proactive coping with 

job insecurity thus refers to those coping strategies that serve to decrease or prevent later feelings 

of job insecurity. While extant research on proactive coping with job insecurity is promising (cf. 

Stiglbauer & Batinic, 2015; Koen & Bezouw, 2021; Koen & Parker, 2020), it has not yet been able 

to capture if and how proactive coping at one point in time can indeed serve to modify later feelings 

of job insecurity. As such, Shoss’ (2017) integrative review summarized the topic of proactive 
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coping with job insecurity with questions instead of answers: “What are the strategies that 

individuals use to try to preserve their job or job features? What are the ways by which people 

proactively cope with potential job or job feature loss? (…) These questions echo the importance 

of longitudinal research on JI (job insecurity).” (p.1929). Through our longitudinal design, we aim 

to  create insight into intra-individual changes in job insecurity over time. As such, our approach 

will advance our theoretical knowledge on coping with job insecurity as an ongoing and chronic 

stressor, and provide practical implications that enable workers to better manage job insecurity 

during their careers. 

In the current study, we conceptualize job insecurity as a continuous stressor, often without 

a clear onset, that fluctuates from week to week within the same person (cf. Schreurs et al., 2012). 

In a 5-wave longitudinal survey study, we investigate whether weekly proactive coping relates to 

decreased feelings of job insecurity in the following week. Specifically, by building upon 

Aspinwall and Taylor’s (1997) conceptual framework of proactive coping, we first aim to uncover 

whether engaging in five proactive coping behaviors (i.e., career planning, scenario thinking, 

career consultation, networking, and reflecting) can decrease workers’ future experience of job 

insecurity. Second, we aim to contribute to the conceptual clarity of proactive coping in the job 

insecurity process by exploring an alternative model in which the coping behaviors mentioned 

above function in a reactive rather than a proactive manner, i.e., by mitigating the negative 

consequences of job insecurity rather than the experience of job insecurity itself. By doing so, we 

address an apparent contradiction between Aspinwall and Taylor’s (1997) proposition that 

proactive and reactive coping require different behaviors to be successful, and coping literature’s 

proposition that some strategies, such as planning, may be useful in both a proactive and a reactive 

manner (Garnefski et al., 2001; Lyne & Roger, 2000). 

Our research contributes to extant literature in four ways. First, by adopting a proactive 

perspective, we address the current knowledge gap regarding whether and how workers can 

manage the experience of job insecurity itself. Instead of approaching job insecurity as something 

that workers can only react to in order to mitigate its consequences (e.g., “job insecurity is not a 

clear problem that can be solved since it is a situation beyond individuals’ control”; Giunchi et 

al., 2019, p. 5), we propose a less deterministic perspective in which workers are able to influence 

their own future levels of job insecurity. Second, by applying Aspinwall and Taylor’s (1997) 

conceptual framework of proactive coping, we empirically test its premise that proactive coping 
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can minimize work stressors, as well as the idea that proactive coping behaviors serve a different 

purpose than reactive coping behaviors. Third, by using a longitudinal within-person design to 

shed light on job insecurity as a process unfolding over time, we respond to Lee et al.’s (2018) 

call: “If insecurity continues to grow and become a more prominent feature of the work 

environment in the future, a process approach that captures how people make sense of their 

personal situation, draw on resources to [proactively] cope with it, and react in productive ways 

becomes essential” (p.352). Fourth, by exploring the full job insecurity spectrum (including 

cognitive, affective, quantitative, and qualitative components), we help uncover whether different 

types of job insecurity ask for different coping strategies. As such, our study fits better with the 

reality of contemporary careers in which job insecurity is an ongoing multi-faceted stressor (cf., 

Jiang & Lavaysse, 2018; Urbanaviciute et al., 2021), and can lay the foundations for evidence-

based interventions that help workers with managing job insecurity throughout their career.  

Theoretical Background and Hypotheses 
Job Insecurity as an Intra-Individual Process 

In contemporary careers, most workers experience a certain degree of job insecurity at all 

times (Wu et al., 2020). While it is important to mitigate the negative consequences of job 

insecurity, it would be even more appealing if these consequences could be cut down at the root  

by managing levels job insecurity. In this article we investigate whether this can be done through  

proactive coping. Conceptually we propose that the proactive behavior – job insecurity dynamic 

operates at the intermediate self-regulation level (Lord et al., 2010), given that proactive behavior 

implies new actions being consciously composed and executed to decrease the discrepancy 

between the current and desired state. Intermediate level self-regulation processes are theorized to 

have cycle times varying between minutes and days, depending on the type of behavior (Lord et 

al., 2010). Given our focus on proactive behavior and the experience of job insecurity, we use 

intervals of seven days to allow individuals sufficient time to enact in proactive behaviors. This 

intra-individual approach enables us to discover whether workers can manage their future levels 

of job insecurity and to clarify the difference between proactive and reactive coping. Below, we 

will first introduce our hypotheses regarding how workers can manage their future job insecurity 

with proactive coping, after which we will discuss how the same behaviors may also function in a 

reactive manner to manage potential consequences. 
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Proactive Coping with Ongoing Job Insecurity 
Proactive coping refers to future-oriented coping that tries to detect and proactively manage 

stressors (Aspinwall & Taylor, 1997). Proactive coping differs from concepts such as anticipatory 

coping or preventive coping, which are aimed at specific critical events or imminent threats (Reuter 

& Schwarzer, 2009). Proactive coping also differs from proactive personality (e.g., Seibert et al., 

1999) and attributional measures of proactive coping (e.g., Proactive Coping Inventory; 

Greenglass et al., 1999), since proactive coping refers to behavior and not a general behavioral 

tendency. Thus, in the context of job insecurity, proactive coping refers to behaviors that are aimed 

at detecting and managing future job insecurity. Examples of proactive coping can be gaining 

information from one’s supervisor about contract renewal, or maintaining (or creating) good 

relationships within one’s professional network to signal future job leads. 

According to Aspinwall and Taylor’s (1997) conceptual framework, proactive coping can 

be divided into five components: Recognition, initial appraisal, preliminary coping, elicitation and 

use of feedback, and resource accumulation. Based on Aspinwall and Taylor (1997) we propose 

that each of these five components can help manage workers’ future experience of job insecurity. 

First, Aspinwall and Taylor (1997) state that the recognition of potential stressors at an early stage, 

through being aware of one’s goals and having a plan for how to attain them, may lessen the 

development of these stressors through increased options to divert the stressors. For example, 

through planning the different components of a task one has to complete within a given period of 

time, one may realize that this time period is insufficient to complete the whole task. By 

recognizing this potential stressor early, one can set priorities or negotiate more time, before the 

actual deadline is near. Regarding the specific stressor of job insecurity, when workers regularly 

engage in career planning, they recognize potential threats to their career in an early stage, which 

may create the opportunity for actions to minimize a future increase in job insecurity. For example, 

by looking forward in time, workers may realize that their contract will soon expire or that the 

demand for the product they sell may decline. Subsequently, they can explore the options for a 

new contract or a potentially better selling product −before feelings of job insecurity have grown 

out of proportion. We expect that being aware of options to divert threats to one’s career decreases 

people’s future experience of job insecurity. Consequently, we expect that engaging in career 

planning during a given week will decrease people’s experience of job insecurity in the following 

week. Therefore, we propose: 



18   |   Chapter 2              
 

Hypothesis 1a: The amount of weekly career planning is negatively related  

to the experience of job insecurity in the following week. 

The second component of proactive coping, initial appraisal, involves the assessment of 

the current situation and, more importantly, what the situation is likely to become: “the task facing 

the would-be proactive coper is to run the incipient stressful event forward in time to project what 

its likely implications or course will be or could be” (Aspinwall & Taylor, 1997, p. 424). Therefore, 

Aspinwall and Taylor argue that considering different scenarios of how a situation may develop 

can help to identify threats and their future impact. Thus, scenario-thinking may benefit the 

appraisal process. For example, one can visualize different scenarios of an organizational 

restructuring, which may result in an early recognition of a threat. Following Aspinwall and 

Taylor’s framework, we expect that being aware of possible threats provides workers with more 

tangible job options and subsequently decreases the experience of job insecurity. Thus, we expect 

that engaging in scenario thinking during a given week will decrease people’s experience of job 

insecurity in the following week. Therefore, we propose: 

Hypothesis 1b: The amount of weekly scenario thinking is negatively related  

  to the experience of job insecurity in the following week. 

The third component, preliminary coping, involves activities aimed at preventing or 

minimizing the further development of a recognized and appraised potential stressor. Aspinwall 

and Taylor (1997) suggest that preliminary coping behaviors are virtually always active, and that 

the specific actions that are needed depend heavily on the nature of the problem. In the context of 

potential job insecurity, we propose talking with one’s supervisor or business partner about one’s 

career prospects (i.e., career consultation) may be an effective preliminary coping effort. It may 

inhibit potential job insecurity directly (e.g., it is communicated your work efforts will still be 

needed in the future), or will generate important information which can be used in subsequent 

proactive coping behaviors (e.g., it is communicated how much time is remaining to explore other 

options). So regardless of the nature of the newly gained information, we expect that engaging in 

career consultation during a given week will decrease people’s experience of job insecurity in the 

following week. Therefore, we propose: 
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Hypothesis 1c: The amount of weekly career consultation is negatively related  

to the experience of job insecurity in the following week. 

 

The fourth component, elicitation and use of feedback, involves acquiring feedback from 

one’s social network and reflecting on the development of the potential stressor and the impact of 

one’s preliminary coping behaviors. Especially when stressors are nebulous in form, as is the case 

with job insecurity (Shoss, 2017), individuals rely heavily on the feedback of their social network 

(Aspinwall & Taylor, 1997). The information provided by a social network is argued to help 

interpret situations and to create suitable preliminary coping behaviors. Reflecting on preliminary 

coping behaviors yields information about the situation, that may be used to alter appraisals or 

future preliminary coping behaviors and will hence indirectly help minimize the potential stressor. 

Following this reasoning, we propose two coping behaviors are especially important in this stage: 

networking and reflecting. Here, networking entails both the maintenance of existing relationships 

and building new ones, and reflecting entails acquiring feedback from both others and the self. We 

expect networking and reflecting to result in a clearer understanding of the situation, and, thus, 

that engaging in networking and reflecting during a given week will decrease people’s experience 

of job insecurity in the following week. 

Hypothesis 1d: The amount of weekly networking is negatively related 

to the experience of job insecurity in the following week.  

Hypothesis 1e: The amount of weekly reflecting is negatively related  

to the experience of job insecurity in the following week. 

The final component of proactive coping is resource accumulation. Aspinwall and Taylor 

(1997) argue that the more resources one has, the likelier it is that one will be successful in the 

above-mentioned components of proactive coping. Resources refer to objects, personal 

characteristics, conditions, or energies that are valued by the individual (e.g., money, time, social 

network; Aspinwall & Taylor, 1997; Hobfoll, 1989). For example, it may be easier to recognize a 

situation that may develop into a future stressor, when one has an extensive social network to 

receive information from. Resources are not built in a matter of weeks, but are the result of 

continuous effort over a prolonged period of time (e.g., financial resources result from long-term 
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saving efforts, not from the act of saving money one certain week). This makes the amount of 

resources relatively stable during the 5-week timespan of our study. Therefore, we examine 

resources as a between-person moderator to investigate whether workers with more resources are 

more successful in their proactive coping behaviors than workers with less resources.  

Hypothesis 2: The negative relationship between weekly proactive coping and the 

 experience of job insecurity in the following week is stronger for individuals with more 

 resources than for individuals with less resources. 

Job Insecurity and Strain 
 Prior research consistently indicates that job insecurity is related to various forms of strain, 

such as decreased job and life satisfaction, and reduced general and psychological health (Cheng 

& Chan, 2008; De Witte, 1999; Jiang & Lavaysse, 2018). Longitudinal studies suggest a 

directional relationship in which job insecurity results in strain (e.g., Hellgren & Sverke, 2003). 

Although this prior evidence concerns the relationship between job insecurity and strain at the 

between-person level, we pose that the job insecurity-strain relationship functions similar to other 

work stressor-strain relationships over time (cf. Pindek et al., 2019), and thus we expect that the 

experience of job insecurity is associated with strain at the within-person level: 

Hypothesis 3: The experience of weekly job insecurity is positively related to weekly  

psychological strain. 

Proactive and Reactive Coping with Job Insecurity 
While the conceptual distinction between proactive and reactive coping is theoretically 

well-defined, it can be difficult to categorize actual coping behaviors in these categories. As 

Stiglbauer and Batinic (2015) explain: “the types of cognitive, behavioral, or emotional efforts 

made within this [proactive coping] process are not necessarily different from those within 

reactive coping. However, they are temporally prior and therefore fulfill a different function” (p. 

266). To illustrate, individuals may use their network proactively to minimize future job insecurity, 

but they may also use their network reactively to decrease the strain resulting from existing job 

insecurity. Unfortunately, prior research on proactive coping and job insecurity has been unable to 

capture this conceptual distinction because of the methodological timing of proactive coping. For 

example, Stiglbauer and Batinic (2015) examined proactive coping as a moderator between job 
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insecurity and its consequences while, conceptually, proactive coping should precede the 

experience of job insecurity in time. Examining coping as a way to buffer negative consequences 

of job insecurity makes it reactive coping by definition (Aspinwall & Taylor, 1997; Reuter & 

Schwarzer, 2009). While Koen and Parker (2020) did examine proactive coping prior to job 

insecurity and found that it can minimize the experience of job insecurity, their research design 

was unable to exclude the option that ‘proactive’ coping may have been a response to job insecurity 

because they did not control for job insecurity at an earlier stage.  

The current study tackles this problem by measuring both coping behaviors and job 

insecurity at five different points in time, allowing us to differentiate between coping that is 

expected to minimize the future experience of job insecurity in consecutive weeks (i.e., proactive 

coping), and coping that is expected to minimize the strain resulting from existing job insecurity 

(i.e., reactive coping). This differentiation is essential to understand which behaviors are most 

effective in achieving proactive coping goals (i.e., minimizing job insecurity) and/or reactive 

coping goals (i.e., minimizing consequences). Here, we propose that the difference between 

proactive and reactive coping lies in its timing and function rather than in the type of behaviors. 

We therefore explore two within-level research models: 1) a proactive model in which coping 

forms an antecedent of job insecurity (Figure 2.1), and 2) a reactive model in which coping forms 

a moderator between job insecurity and psychological strain (Figure 2.2). Put differently, we 

explore whether the proactive coping behaviors discussed earlier (i.e., career planning, scenario 

thinking, career consultation, networking and reflecting) can also function as reactive coping 

behaviors by moderating the relationship between job insecurity and psychological strain.  

This assumption aligns with prior research that indicates that changing the situation (Cheng 

et al., 2014), seeking social support (Menéndez-Espina et al., 2019), and re-evaluating the situation 

(Richter et al., 2013) can buffer the negative consequences of job insecurity. However, there is 

also evidence indicating the contrary: problem-focused coping such as job support and social 

support can strengthen the negative relationship between job insecurity its negative consequences 

(Giunchi et al., 2019). Uncovering whether behaviors can successfully fulfill both proactive and 

reactive functions is valuable, since this would indicate how to kill two birds with one stone: 

minimizing future job insecurity and buffering the consequences of insecurity that is currently 

experienced.  
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Figure 2.1 

The Proactive Coping Model 

 

 

 

Figure 2.2 

The Reactive Coping Model 

 

Note. Arrows indicate relationships at the within-level. 
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It is important to address that Aspinwall and Taylor’s (1997) conceptual framework 

seemingly opposes our proposition that proactive and reactive coping can consist of the same 

behaviors: they explicitly state that different behaviors are likely to be successful for proactive 

coping than for reactive coping. This is based on the idea that proactive and reactive coping have 

different goals, and thus require different skills and activities to reach those goals. That is, because 

the goal of proactive coping is to mitigate the development of potential stressors, it is expected to 

be active (e.g., problem solving, seeking social support) rather than passive (e.g., withdrawal, 

ignoring). Because the goal of reactive coping is to decrease a stressor’s consequences, it can be 

both active and passive: successful reactive coping is generally active in escapable situations and 

passive in unescapable situations, such as bereavement or past defeat (Bandler et al., 2000). In the 

case of job insecurity, individuals are not yet ‘defeated’ and may still feel that they can influence 

their future work situation. As such, in the context of job insecurity, we expect successful proactive 

and reactive coping to be both active forms of coping, making it plausible that the same behaviors 

can be used effectively for their different aims.  

Four Types of Job Insecurity 
  Job insecurity can refer to the perceived threat to the continuity of one’s job (i.e., 

quantitative job insecurity) as well as to the perceived threat to favorable job features (i.e., 

qualitative job insecurity; e.g., De Witte et al., 2010). In addition, job insecurity as a ‘perceived 

threat’ implies both cognitive and emotional experiences (Huang et al., 2010), generally referred 

to in the literature as ‘cognitive job insecurity’ and ‘affective job insecurity’, respectively (e.g., 

Jiang & Lavaysse, 2018). Taken together, both quantitative and qualitative job insecurity can have 

a cognitive component and an affective component, resulting in a two-by-two grid of four types of 

job insecurity: cognitive quantitative job insecurity, affective quantitative job insecurity, cognitive 

qualitative job insecurity, and affective qualitative job insecurity. 

While these four types of job insecurity and the value of differentiating them are generally 

acknowledged in prior research (e.g., Jiang et al., 2021), few studies have empirically examined 

all four components. Studies generally focus on either the quantitative and qualitative dimensions 

(De Witte et al., 2010), or the cognitive and affective dimensions (Jiang & Lavaysse, 2018). 

Moreover, some scales consist of a combination of quantitative and qualitative items (e.g., Kraimer 

et al., 2005), or a combination of cognitive and affective items (e.g., Vander Elst et al., 2014), 

which prohibits a fuller understanding of the separate job insecurity types and their different 
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relations with antecedents and outcomes. Combining cognitive and affective items may in some 

cases even be seen as problematic, since affective job insecurity may function as a mediator 

between cognitive job insecurity and health and performance outcomes (Jiang & Lavaysse, 2018). 

To examine if coping has a similar impact for all four types of job insecurity, we test our 

hypotheses and exploratory questions for each insecurity type. 

Methods 
Context, Participants, and Procedure 

Survey data were collected2 in June and July 2020 in the Netherlands. We targeted a broad 

pool of workers from all sectors and educational levels to enhance the generalizability of our 

findings, with three exclusion criteria. First, we excluded workers aged 65+, since prospects of 

retirement may make their (potential) job insecurity a different experience incomparable with job 

insecurity of the rest of the sample. Second, we excluded those who worked < 20 hours a week, 

since they may not be as dependent on work (e.g., for their identity or financial reasons). Third, 

we excluded fulltime students, since student loans and other regulations (e.g., student housing) 

may confound with our outcome variables. We recruited participants via social media, social media 

advertisements, and organizational newsletters. Participants received: a) a €5 voucher for 

completing the first survey, b) a €15 voucher for completing all five surveys, and c) 

recommendations about coping with job insecurity after the study.  

In total, 314 participants registered for the study and 281 started the baseline survey. Of 

these, 15 respondents did not meet the inclusion criteria, resulting in 266 usable responses at the 

baseline. Mean age was 39.8 years (SD = 11.8) and 72.9% was female. Regarding highest level of 

education, 7.5% finished high school, 15.0% finished vocational education, 39.1% had a 

bachelor’s degree, 36.8% had a master’s degree, and 1.5% had a doctorate degree. Regarding 

contract type, 51.1% had a permanent contract, 27.1% had a temporary contract, 12.4% had a 

flexible contract, and 9.4% were self-employed. Sample sizes for the subsequent weekly surveys 

were: NT1 = 266; NT2 = 256 (96.2%); NT3 = 255 (95.9%); NT4 = 254 (95.5%); NT5 = 249 (93.6%). 

248 participants filled in all five surveys. The final dataset consisted of 1.280 weekly surveys.  

 
2 Before data collection, the study had been approved by the Ethics Review Board of the authors’ university. 
Participants were informed about the anonymity and confidentiality of the data and the voluntary nature of their 
participation at the webpage that preceded the first survey and provided their informed consent. 



2

Proactive and Reactive Coping with Job Insecurity over Time   |   25      
 

Measures 
The baseline measures, assessed in the T1 survey, included resources and demographics. 

We also measured neuroticism, proactive personality, and experienced threat of COVID-19, but 

these were not used in the present study. We measured job insecurity, coping behaviors, and 

psychological strain at all measurement points (i.e., T1-T5). See Appendix 2A for all items.  

Baseline Variables 
  Resources were measured with three items based on Aspinwall and Taylor’s (1997) three 

main resources (i.e., time, money, and social support), supplemented with four items referring to 

resources that are expected to be accumulated through long-term use of the coping behaviors 

measured in this study (e.g., “I have a clear image of my career goals and how to achieve them”; 

1 = “strongly disagree”, 7 = “strongly agree”).  

Weekly Variables 
  All weekly variables were measured on 7-point scales, ranging from “(almost) never” to 

“(almost) always”. The measures were adapted to suit a frequency response format and started 

with “Could you please indicate, how often you, in the last week…”. 

 Job Insecurity consisted of cognitive quantitative job insecurity which was measured with 

three items from Vander Elst et al. (2014), cognitive qualitative job insecurity which was measured 

with three items from Hellgren et al. (1999), affective quantitative job insecurity which was 

measures with two items from Hellgren et al. (1999) and one item from Vander Elst et al. (2014), 

and affective qualitative job insecurity which was measured with three items from Låstad et al. 

(2015) and one item from Vander Elst et al. (2014). To make the survey accessible for self-

employed and other non-standard workers, we adapted the items to refer to “work” instead of “job” 

and to refer to expectations in general instead of within their organization.  

 Coping Behaviors were measured with three items each, using previously validated scales 

that we selected guided by Aspinwall and Taylor’s (1997) descriptions of the coping behaviors. 

Measures for career planning, career consultation, and networking were taken from Strauss et al. 

(2012), and for scenario thinking and reflecting from Bindl et al. (2012).   
Psychological Strain was measured with eight items from Kalliath et al. (2004).  

Analytic Strategy     
The data had a two-level structure with repeated weekly measures at the within-person 

level (i.e., Level 1; N = 1.280), nested within individuals at the between-person level (i.e., Level 
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2; N = 266). We investigated two multilevel models using multilevel path analysis in Mplus 7.31. 

First, we tested our hypotheses with the proactive coping model depicted in Figure 2.1. Second, 

we explored whether theoretically proactive coping behaviors can also function in a reactive 

manner, by testing the reactive coping model depicted in Figure 2.2. The proactive and reactive 

models were tested separately for the four job insecurity types and five coping behaviors. While 

our hypotheses concern within-level relationships, we also modeled these same relationships at the 

between-level to explore whether results showed a similar trend between persons. In all models, 

time-varying predictor variables were person-mean centered for the within-level analyses. For the 

between-level supplemental analyses, time-varying predictor variables were averaged into person 

means (cf. Binnewies et al., 2010).  

Results 

Table 2.1 displays descriptive statistics and correlations for study variables. We evaluated 

the factor structure of the four job insecurity types with multilevel confirmatory factor analysis 

(CFA) in Mplus 7.31. Fit indices were interpreted using Hu and Bentler’s (1999) suggested values. 

Results showed a good fit for the four-factor model, χ2(127) = 335.26, CFI = .95, RMSEA = .04, 

SRMR = .05. This model fitted the data significantly better than a two-factor Model with a 

quantitative and qualitative dimension (Δχ2 = 403.39, Δdf = 1, p < .001, ΔCFI = .09), a two-factor 

model with cognitive and affective dimension (Δχ2 = 759.29, Δdf = 12, p < .001, ΔCFI = .08), or 

a common-factor model (Δχ2 = 857.65, Δdf = 15, p < .001, ΔCFI = .02). We evaluated the factor 

structure of the coping behaviors measure with multilevel CFA in Mplus 7.31, using Hu and 

Bentler’s (1999) suggested values. Results showed an acceptable fit for the five-factor structure of 

coping, χ2(170) = 719.89, CFI = .94, RMSEA = .05, SRMR = .05, and the five-factor model fitted 

the data significantly better than a six-factor model consisting of five factors and an higher order 

factor (Δχ2= 9834.08, Δdf = 40, p < .001, ΔCFI = .05), or a common-factor model (Δχ2= 2756.80, 

Δdf = 24, p < .001, ΔCFI = .28). 
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Main Findings 
Table 2.2 displays the results of the multilevel path analyses, testing Hypotheses 1-3. 

Hypothesis 1a posed that weekly career planning is negatively related to job insecurity in the 

following week. This hypothesis was not supported as we found no significant relationships 

between career planning and any of the job insecurity types (all ps > .05; see H1a in Table 2.2). 

Hypothesis 1b posed that weekly scenario thinking is negatively related to job insecurity in the 

following week. This hypothesis was also not supported as we found no significant relationships 

between scenario thinking and any of the job insecurity types (all ps > .05; see H1b in Table 2.2). 

Hypothesis 1c posed that weekly career consultation is negatively related to job insecurity in the 

following week. Contrary to this hypothesis, we found a positive relationship between career 

consultation and affective quantitative job insecurity (B = .08, p < .01). No significant relationships 

were found for the other job insecurity types (all ps > .05; see H1c in Table 2.2). Hypothesis 1d 

and 1e posed that weekly networking and weekly reflecting are negatively related to the experience 

of job insecurity. These hypotheses were not supported as we found no significant relationships of 

networking and reflecting with any of the job insecurity types (all ps > .05; see H1d and H1e in 

Table 2.2). 

Hypothesis 2 posed that the negative relationship between weekly proactive coping and 

job insecurity in the following week is moderated by the amount of resources. The results show 

no significant cross-level interactions of resources in the within-level relationships between the 

proactive coping behaviors and job insecurity (all ps > .05; see H2’s in Table 2.2), with one 

exception: We found a significant cross-level interaction between resources and reflecting on 

cognitive quantitative job insecurity (B = -.06, p < .05). The relationship between weekly reflecting 

and cognitive quantitative job insecurity was more positive for workers with few resources (95% 

CI [-0.00, 0.15]) compared to those with many resources (95% CI [-0.12, 0.03]).  

Hypothesis 3 posed that the experience of weekly job insecurity is positively related to 

weekly psychological strain. In support of this hypothesis, we found significant positive 

relationships between all types of job insecurity and psychological strain (all ps < .01, Bs ranged 

between .10 and .17, see H3’s in Table 2.2). The exploratory question whether proactive coping 

behaviors can also function in a reactive manner to minimize the psychological strain resulting 

from job insecurity, was tested according to the research model presented in Figure 2.2, for the 

four types of job insecurity and the five types of coping separately. The results as displayed in  
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Table 2.2 

Results of the Multilevel Path Analyses of the Proactive Coping Models 

Note. **p < .01 *p < .05 (2-tailed). N = 1007 (within-person), N = 259 (between-person). 

  

 Job insecurity type 
 Cognitive 

quantitative 
Cognitive 
qualitative 

Affective 
quantitative 

Affective 
qualitative 

Career planning     
    Direct relationships:     
         Job insecurity T  Job insecurity T+1 -0.107* -0.130** -0.143** -0.097* 
         H1a: Career planning T  Job insecurity T+1 0.024 0.008 0.015 0.000 
         H3: Job insecurity T+1  Strain T+1 0.110** 0.098** 0.129** 0.163** 
         Career planning T  Strain T+1 0.000 0.002* 0.002 0.004 
    Cross-level moderation:     
         H2: Career planning T * Resources  Job insecurity T+1 0.009 -0.021 -0.004 -0.031 
Scenario thinking     
    Direct relationships:     
         Job insecurity T  Job insecurity T+1 -0.110**   -0.131** -0.156** -0.083* 
         H1b: Scenario thinking T  Job insecurity T+1 0.026   -0.029 0.008 -0.020 
         H3: Job insecurity T+1  Strain T+1 0.110** 0.098** 0.129** 0.162** 
         Scenario thinking T  Strain T+1 -0.009 -0.005 -0.007 -0.002 
    Cross-level moderation:     
         H2: Scenario thinking T * Resources  Job insecurity T+1 -0.032 -0.031 0.010 -0.005 
Career consultation     
    Direct relationships:     
         Job insecurity T  Job insecurity T+1 -0.106* -0.146** -0.144** -0.092* 
         H1c: Career consultation T  Job insecurity T+1 0.038 -0.052 0.081** 0.012 
         H3: Job insecurity T+1  Strain T+1 0.110** 0.099** 0.128** 0.163** 
         Career consultation T  Strain T+1 0.014 0.022 0.008 0.019 
    Cross-level moderation:     
         H2: Career consultation  T * Resources  Job insecurity T+1 -0.038 -0.008 -0.031 -0.032 
Networking     
    Direct relationships:     
         Job insecurity T  Job insecurity T+1 -0.110** -0.141** -0.141** -0.099** 
         H1d: Networking T  Job insecurity T+1 0.014 -0.047 -0.002 0.014 
         H3: Job insecurity T+1  Strain T+1 0.111** 0.096** 0.129** 0.163** 
         Networking  T  Strain T+1 -0.027 -0.023 -0.026 -0.027 
    Cross-level moderation:     
         H2: Networking T * Resources  Job insecurity T+1 -0.053 -0.003 0.004 -0.028 
Reflecting     
    Direct relationships:     
         Job insecurity T  Job insecurity T+1 -0.106* -0.139** -0.149** -0.101** 
         H1e: Reflecting T  Job insecurity T+1 0.018 -0.052 0.042 0.010 
         H3: Job insecurity T+1  Strain T+1 0.111** 0.097** 0.131** 0.163** 
         Reflecting T  Strain T+1 -0.016 -0.011 -0.019 -0.014 
    Cross-level moderation:     
         H2: Reflecting T * Resources  Job insecurity T+1 -0.064* -0.037 -0.019 -0.009 
             Estimate [CI] for high resources -0.040  

[-0.115, 0.034] 
   

             Estimate [CI] for low resources 0.076 
[-0.002,  0.154] 
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 Table 2.3 show that none of the coping behaviors moderated the within-level relationship between 

any of the job insecurity types and psychological strain (all ps > .05; see ‘Job insecurity T * Coping 

T  Strain T’ in Table 2.3), with two exceptions. First, career planning moderated the relationship 

between affective quantitative job insecurity and psychological strain (B = -.06, p < .05), in such 

a way that the positive relationship between insecurity and strain was weaker for workers high on 

career relationship between insecurity and strain was weaker for workers high on career planning 

(95% CI [0.01, 0.14]), than for those low on career planning (95% CI [0.10, 0.26]). Second, career 

consultation moderated the relationship between cognitive qualitative job insecurity and 

psychological strain (B = .05, p < .05), in such a way that the positive relationship between job 

insecurity and strain was stronger for workers high on career consultation (95% CI [0.08, 0.20]), 

than for those low on career consultation (95% CI [0.01, 0.11]). 

Supplemental Findings 
The main results indicated that weekly proactive coping was unrelated (career planning, 

scenario thinking, networking, reflecting) or positively related (career consultation) to the 

experience of job insecurity in the following week. Because these findings contradict our 

expectations, we further explored the data by conducting two supplemental analyses. First, we 

tested the possibility that a combination of the five proactive coping behaviors, rather than each 

separate behavior, may decrease people’s experience of job insecurity in the following week. We 

explored this possibility since the five stages of proactive coping are theoretically connected 

through several feedback loops (cf. Aspinwall & Taylor, 1997). Testing the proactive coping 

model with a combined coping measure showed that this was not the case: a combined measure of 

all five coping behaviors was not related to any of the job insecurity types (all ps > .05). 

  Second, we tested the possibility that the unexpected findings were the result of the level 

of analysis. That is, prior research findings were based on between-level analyses, while our 

findings are based on within-level analyses. Yet, it may be possible that relationships at the 

between-level differ from relationships at the within-level (e.g., Wanberg et al., 2010). We 

therefore examined the proactive coping model at the between-person level. Results indicated that 

all proactive coping behaviors were positively related to all job insecurity types (all ps < .01, Bs 

ranged between .37 and .97, see S1a-S1e in Table 2.4), with the exception of cognitive qualitative 

job insecurity (all ps > .05). Thus, workers who generally engage more in proactive coping,  



2

 Proactive and Reactive Coping with Job Insecurity over Time   |   31 
 

Table 2.3 

Results of the Multilevel Path Analyses of the Reactive Coping Models 

Note. **p < .01 *p < .05 (2-tailed). N = 1007 (within-person)  

 Job insecurity type 
 Cognitive 

quantitative 
Cognitive 
qualitative 

Affective 
quantitative 

Affective 
qualitative 

Career planning     
    Direct relationships:     
        Psychological strain T-1   Psychological strain T -0.144** -0.140** -0.130** -0.139** 
        Job insecurity T  Psychological strain T 0.119** 0.110** 0.127** 0.174** 
        Career planning T  Psychological strain 0.012 0.024 0.007 -0.012 
    Within-level moderation:     
        Job insecurity T * Career planning T  Strain T 0.000 0.030 -0.061* -0.021 
        Estimate [CI] for high Career planning - - 0.073 

[0.010, 0.137] 
- 

        Estimate [CI] for low Career planning - - 0.180 
[0.103, 0.257] 

- 

Scenario thinking     
    Direct relationships:     
        Psychological strain T-1   Psychological strain T -0.144** -0.139** -0.131** -0.139** 
        Job insecurity T  Psychological strain T 0.116** 0.111** 0.127** 0.169** 
        Scenario thinking T  Psychological strain 0.017 0.037 0.014 -0.002 
    Within-level moderation:     
        Job insecurity T *  Scenario thinking T  Strain T 0.009   0.029 -0.020 0.009 
Career consultation     
    Direct relationships:     
        Psychological strain T-1   Psychological strain T -0.145** -0.136** -0.132** -0.141** 
        Job insecurity T  Psychological strain T 0.124** 0.100** 0.135** 0.175** 
        Career consultation T  Psychological strain -0.054** -0.031 -0.057** -0.059** 
    Within-level moderation:     
        Job insecurity T * Career consultation  T  Strain T 0.026 0.051* -0.002 0.053 
        Estimate [CI] for high Career consultation - 0.140 

[0.084, 0.197] 
- - 

        Estimate [CI] for low Career consultation - 0.060 
[0.009, 0.110] 

- - 

Networking     
    Direct relationships:     
        Psychological strain T-1   Psychological strain T -0.144** -0.136** -0.130** -0.140** 
        Job insecurity T  Psychological strain T 0.120** 0.110** 0.128** 0.168** 
        Networking T  Psychological strain 0.009 0.029 0.005 0.002 
    Within-level moderation:     
        Job insecurity T * Networking  T  Strain T -0.022 0.034 -0.026 0.031 
Reflecting     
    Direct relationships:     
        Psychological strain T-1   Psychological strain T -0.143** -0.139** -0.130** -0.138** 
        Job insecurity T  Psychological strain T 0.121** 0.110** 0.127** 0.171** 
        Reflecting T  Psychological strain 0.005 0.028 0.002 -0.010 
    Within-level moderation:     
        Job insecurity T * Reflecting  T  Strain T 0.045 0.032 -0.029 -0.010 
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Table 2.4 

Between-person Findings of the Multilevel Path Analyses of the Proactive Coping Models. 

 

 Job insecurity type 
 Cognitive 

quantitative 
Cognitive 
qualitative 

Affective 
quantitative 

Affective 
qualitative 

Career planning     
    Direct relationships:     
        Resources  Job insecurity 0.155 -0.687** 0.344 0.063 
        S1a: Career planning   Job insecurity 0.424** -0.111 0.405** 0.454** 
        S3: Job insecurity  Strain 0.292** 0.307** 0.318** 0.489** 
        Career planning   Strain -0.008 0.153** -0.014 -0.101** 
    Between-level moderation:     
        S2: Career planning  * Resources  Job insecurity -0.182** 0.027 -0.228** -0.178** 
        Estimate [CI] for high resources 0.257 

[0.096, 0.417] 
- 0.195  

[0.042, 0.349]   
 

0.290 
[0.163, 0.417] 

        Estimate [CI] for low resources 0.591 
[0.432,  0.749] 

- 0.614 
[0.471, 0.757]  

0.618 
[0.513, 0.722] 

    Between-level moderated mediation:     
        S4a: Career planning  * Resources  Job insecurity  Strain -0.053** - -0.072** -0.087** 
        Estimate [CI] for high resources 0.075 

[0.025, 0.125]  
- 0.062 

[0.011, 0.113]  
0.142  
[0.076, 0.208] 

        Estimate [CI] for low resources 0.172 
[0.103, 0.241]  

- 0.195 
[0.129, 0.262]  

0.302 
[0.233, 0.371] 

Scenario thinking     
    Direct relationships:     
        Resources  Job insecurity 0.102 -0.835** 0.314 0.054 
        S1b: Scenario thinking   Job insecurity 0.525** -0.042 0.511** 0.527** 
        S3: Job insecurity  Strain 0.288** 0.212** 0.317** 0.492** 
        Scenario thinking   Strain 0.001 0.170** -0.011 -0.104* 
    Between-level moderation:     
        S2: Scenario thinking  * Resources  Job insecurity -0.171** 0.070 -0.227** -0.180** 
        Estimate [CI] for high resources 0.368  

[0.193,  0.542] 
- 0.303 

[0.128, 0.4767 
0.362 
[0.221, 0.503] 

        Estimate [CI] for low resources 0.683  
[0.518,  0.847] 

- 0.720 
[0.578, 0.861] 

0.693 
[0.586, 0.799] 

    Between-level moderated mediation:     
        S4b: Scenario thinking  * Resources  Job insecurity  Strain -0.049* - -0.072** -0.088** 
        Estimate [CI] for high resources 0.058 

[0.049,  0.163] 
- 0.095 

[0.036, 0.156] 
0.178 
[0.103, 0.253] 

        Estimate [CI] for low resources 0.130 
[0.117,  0.276] 

- 0.226 
[0.152, 0.304] 

0.341 
[0.269, 0.413] 

Career consultation     
    Direct relationships:     
        Resources  Job insecurity 0.145 -0.724** 0.254 0.029 
        S1c: Career consultation    Job insecurity 0.493** -0.104 0.475** 0.435** 
        S3: Job insecurity  Strain 0.296** 0.292** 0.322** 0.459** 
        Career consultation    Strain -0.029 0.137** -0.034 -0.075 
    Between-level moderation:     
        S2: Career consultation  * Resources  Job insecurity -0.246** 0.052 -0.279** -0.228** 
        Estimate [CI] for high resources 0.267  

[0.057, 0. 0.477] 
- 0.218 

[0.003, 0.433] 
0.225 
[0.070, 0.381] 

        Estimate [CI] for low resources 0.719 
[0.497,  0.942] 

- 0.731 
[0.533, 0.9309] 

0.645 
[0.473, 0.816] 

    Between-level moderated mediation:     
        S4c: Career consultation * Resources  Job insecurity  Strain -0.073** - -0.090** -0.105** 
        Estimate [CI] for high resources 0.078  

[0.013, 0.145] 
- 0.070 

[-0.001, 0.141] 
0.103 
[0.029, 0.178] 

        Estimate [CI] for low resources 0.213  
[0.122, 0.304] 

- 0.235 
[0.1509, 0.320] 

0.296 
[0.206, 0.385] 



2

 Proactive and Reactive Coping with Job Insecurity over Time   |   33 
 

Table 2.4 (continued) 

 
Note. **p < .01 *p < .05 (2-tailed). N = 259 (between-person). 

generally experience more job insecurity – except for cognitive qualitative job insecurity. 
Next, we found that, overall, the positive relationships between proactive coping and job 

insecurity were moderated by resources (all ps < .01, Bs ranged between -.10 and -.28, see S2’s in 

Table 2.4). That is, the positive relationship between proactive coping behaviors and job insecurity 

was weaker for workers high in resources than for workers low in resources (Table 2.4). Further, 

we found that all types of job insecurity were positively related to psychological strain (all ps < 

.01, Bs ranged between .21 and .60, see S3’s in Table 2.4). Finally, in the cases that a moderating 

effect of resources was present, the results yielded a significant moderated mediation effect (all ps 

< .01, Bs ranged between -.05 and -.11, see S4a-S4e in Table 2.4), which implies that the positive 

indirect relationship between proactive coping behaviors and psychological strain via job 

insecurity was stronger for workers with relatively few resources (Table 2.4).  

 Job insecurity type 
 Cognitive 

quantitative 
Cognitive 
qualitative 

Affective 
quantitative 

Affective 
qualitative 

Networking     
    Direct relationships:     
        Resources  Job insecurity 0.094 -0.660** 0.197 0.010 
        S1d: Networking  Job insecurity 0.429** -0.081 0.404** 0.372** 
        S3: Job insecurity  Strain 0.296** 0.298** 0.321** 0.452** 
        Networking  Strain -0.028 0.117** -0.029 -0.056 
    Between-level moderation:     
        S2: Networking * Resources  Job insecurity -0.219** 0.026 -0.245** -0.212** 
        Estimate [CI] for high resources 0.227  

[0.065, 0.388] 
- 0.178 

[0.011, 0.346] 
0.177 
[0.051, 0.303] 

        Estimate [CI] for low resources 0.630  
[0.429, 0.831] 

- 0.629 
[0.456, 0.802] 

0.567 
[0.414, 0.719] 

    Between-level moderated mediation:     
        S4d:Networking * Resources  Job insecurity  Strain -0.065** - -0.078** -0.096** 
        Estimate [CI] for high resources 0.067  

[0.016, 0.118] 
- 0.057 

[0.001, 0.113] 
0.080 
[0.020, 0.140] 

        Estimate [CI] for low resources 0.187  
[0.103, 0.270] 

- 0.202 
0.127, 0.277] 

0.256 
[0.175, 0.336] 

Reflecting     
    Direct relationships:     
        Resources  Job insecurity 0.094 -0.726** 0.276 0.039 
        S1e: Reflecting  Job insecurity 0.501** -0.103 0.484** 0.442** 
        S3: Job insecurity  Strain 0.294** 0.300** 0.319** 0.459** 
        Reflecting  Strain -0.020 0.154** -0.026 -0.067 
    Between-level moderation:     
        S2: Reflecting * Resources  Job insecurity -0.209** 0.048 -0.265** -0.215** 
        Estimate [CI] for high resources 0.308  

[0.121, 0.495] 
- 0.240 

[0.042, 0.437] 
0.245 
[0.102, 0.387] 

        Estimate [CI] for low resources 0.693  
[0.502, 0.885] 

- 0.728 
[0.556, 0.899] 

0.640 
[0.501, 0.778] 

    Between-level moderated mediation:     
        S4e: Reflecting * Resources  Job insecurity  Strain -0.062** - -0.085** -0.098** 
        Estimate [CI] for high resources 0.091  

[0.031, 0.150] 
- 0.077 

[0.010, 0.143] 
0.112 
[0.042, 0.183] 

        Estimate [CI] for low resources 0.204  
[0.124, 0.283] 

- 0.232 
[0.154, 0.311] 

0.293 
[0.215, 0.372] 
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Discussion 

Guided by Aspinwall and Taylor’s (1997) conceptual framework, we adopted a proactive 

intra-individual perspective to uncover if and how workers can manage their future experience of 

job insecurity. We investigated whether weekly proactive coping related to job insecurity in 

consecutive weeks and explored whether weekly proactive coping behaviors could also function 

in a reactive manner to buffer the negative consequences of job insecurity. Lastly, we explored 

whether the relationships we proposed on the within-person level (i.e., over time) were similar at 

the between-person level (i.e., between individuals). We found that weekly proactive coping was 

mostly unrelated to subsequent job insecurity at the within-person level, but positively related to 

job insecurity at the between-person level (although less so for those with high resources). 

Additionally, we found that proactive coping behaviors did not function reactively, i.e., could not 

weaken the relationship between job insecurity and psychological strain. 

Major Findings and Theoretical Implications 
Our results extend the job insecurity and coping literature in four ways. First, by examining 

the job insecurity process at the within-person level, we contributed to the limited knowledge of 

job insecurity as an intra-individual malleable experience (e.g., Lee et al., 2018). While we 

expected that weekly proactive coping would relate negatively to job insecurity in the following 

week, results showed that weekly proactive coping was mostly unrelated to job insecurity. We see 

two possible explanations for these results. A first possibility is that proactive coping may not have 

been ‘wise’ in the specific context of the COVID-19 pandemic. As highlighted by Parker et al. 

(2019), proactivity is not always positive: It may not be “wise” when the context is not ready for 

change. In this study, it may have been rather difficult to initiate change due to the pandemic, or it 

may have felt insignificant in the bigger picture (e.g., What good is a career plan if there may be 

another lockdown soon?).  

A second possibility is that it may require more time before proactive coping can manifest 

itself: Our within-level results indicate that proactive coping does not decrease job insecurity after 

one week, and our between-level results indicate that people who used more proactive coping 

during the full 5-week period experienced higher levels of job insecurity. These findings are in 

line with recent suggestions that proactive coping may have no effects or even adverse effects in 

the short term due to consumption of resources, but beneficial effects in the long term due to 

gaining new resources (Bolino et al., 2010; Cangiano et al., 2021; Giunchi et al., 2019). To 



2

 Proactive and Reactive Coping with Job Insecurity over Time   |   35 
 

illustrate, networking may cost time and resources, but one week of networking does not 

immediately result in a large and reliable network; creating a network that can further one’s career 

opportunities takes time. Another reason why proactive coping may need more time to manifest 

itself, lies in its definition: future-oriented coping that aims to manage stressors as well as to detect 

stressors in an early stage (Aspinwall & Taylor, 1997). Possibly, proactive coping helped to detect 

threats to one’s job and therefore increased rather than decreased people’s feelings of job 

insecurity. That is, talking about one’s career with a manager, colleague, or business partner (career 

consultation) may have made threats to job security more salient.  

  It is important to note that the between-level findings indicated positive relationships 

between all proactive coping behaviors and job insecurity. While the arguments above may explain 

these positive relationships, the results can also raise a question about potential reverse 

directionality, such that job insecurity may instigate more proactive coping efforts. Given that 

coping is a self-regulatory behavior and thus implies self-regulatory loops (the process of using 

behaviors to improve the fit between desired and current state, and consequently modifying 

behaviors based on the evaluation of that fit, cf. Lord et al. 2010), this is indeed a possibility. 

However, recent longitudinal evidence suggests a negative relationship between job insecurity (or 

striving for security) as a predictor and proactive behavior as a consequence, not a positive one 

(Huang et al., 2021; Koen & Bezouw, 2021; Probst et al., 2021; Tuan, 2022). More importantly, 

we accounted for the relationship between initial job insecurity and proactive coping in our 

research design: in examining the within-level relationships between proactive coping and 

subsequent job insecurity, we controlled for people’s initial levels of job insecurity. As such, 

−while weekly planning, scenario thinking, consultation, networking and reflection may indeed 

have resulted from initial feelings of job insecurity− we can still conclude that these proactive 

behaviors did not result in significant changes in job insecurity in the week thereafter.  

A second contribution is that our study further unravels the difference between proactive 

and reactive coping. Conceptually, proactive coping is aimed at reducing the development of a 

potential stressor itself, while reactive coping is aimed at reducing the negative consequences of 

that stressor (Aspinwall & Taylor, 1997). Yet, the literature is inconclusive regarding the nature 

of these behaviors: do proactive and reactive coping require different behaviors to be successful, 

or may certain behaviors be useful in both a proactive and a reactive manner? We showed that 

proactive behaviors were ineffective as reactive coping strategies: proactive career behavior did 
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not mitigate the relationship between the stressor (job insecurity) and its consequences 

(psychological strain). Yet, these behaviors were also ineffective as proactive coping strategies as 

they failed to reduce job insecurity itself. We therefore argue that the difference between proactive 

and reactive coping is purely conceptual (i.e., referring to the aim of the coping behavior), while 

coping success is an empirical matter −regardless of its reactive or proactive nature. Put differently, 

we conclude that the difference between proactive and reactive coping lies in its proposed function, 

not in the type of behavior or its effectiveness. 

A third contribution is that our study adds to existing knowledge about the role of resources 

in the proactive coping process. While Aspinwall and Taylor’s (1997) stated that proactive coping 

is more likely to be successful when individuals have more resources, our results did not indicate 

such a moderating effect at the within-person level, with one exception: Workers high in resources 

were less likely to experience cognitive quantitative job insecurity as a result of weekly reflecting 

than workers low in resources. At the between-person level we found comparable results: The 

positive relationship between proactive coping and job insecurity was weaker for workers high in 

resources than for workers low in resources. As such, proactive coping seems to be more harmful 

in the short run for workers with relatively few resources. This is in line with Hobfoll’s (1989) 

concept of loss spirals that postulates that individuals who lack resources are most vulnerable to 

additional resource losses. 

A fourth contribution is that our study underlines the value of differentiating between four 

job insecurity types, because these types rendered different results. Specifically, the results for 

cognitive qualitative job insecurity (i.e., people’s assessment of the likelihood that their job will 

change) differed from the results for the other three types of job insecurity at the between-person 

level (see Table 2.4). Also, the relatively high mean of cognitive qualitative job insecurity (see 

Table 2.1) indicated that it was experienced more strongly in our sample than the other three types 

of job insecurity. The timing of our study, i.e., during the COVID-19 pandemic and worldwide 

shift to working from home, may have particularly influenced the level of cognitive qualitative job 

insecurity and its relationship with proactive coping: people may have been particularly aware of 

the chance that their job may change due to the pandemic. Yet, their affective qualitative job 

insecurity seemed to be less affected by this. Taken together, these findings signal that dichotomies 

consisting of either quantitative and qualitative, or cognitive and affective, may not suffice to 

understand the full job insecurity experience.  
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Limitations and Future Research Recommendations 
 Despite its contributions, our study also has some limitations. First, our study was limited 

by its 5-week timespan. Within-person research with longer time lags is necessary to investigate 

whether proactive coping behaviors can reduce the development of job insecurity in the long term. 

Such research may also be able to uncover our suggestion that proactive coping may first consume 

resources, before it creates new resources (Bolino et al., 2010; Cangiano et al., 2021). A recently 

published meta-analytic study of Jiang et al. (2021) underlines this idea, as their results suggested 

that resources are an important determinant of job insecurity. An important advantage of using 

within-person research with longer time lags is that it allows future researchers to further uncover 

the potentially high cycle level under which these processes operate: While we initially considered 

proactive coping with job insecurity to be about the direct effect of actions, which generally 

function at the intermediate self-regulation level, proactive coping may actually comprise 

reconstructing oneself into a better prepared version of oneself through acquiring new resources, 

suggesting self-regulation at the high level (Lord et al., 2010).  

 Second, we assessed the quantity of people’s proactive coping behavior with the 

assumption that “more is better”. Yet, individuals may benefit more from a little proactive coping 

for a prolonged period of time than from high levels of proactive coping for a short amount of 

time. By spreading one’s proactive coping efforts, individuals still gather information and may 

manage potential stressors, without depleting their resources. It is also possible that some proactive 

coping behaviors backfire when applied too intensively: well-intended behaviors of scenario-

thinking, reflecting, and career planning may result in rumination, absorption in the past, or 

fantasies and anxieties about the future (Cangiano et al., 2019; Pingel et al., 2019; Richter et al., 

2020). Additionally, the quality instead of the quantity of coping behaviors deserves empirical 

attention. It may be more fruitful to build a few high-quality relationships than to simply engage 

in high levels of relationship building (cf. Bolino et al., 2010). Likewise, the outcome of certain 

behaviors may be more important than the quantity of such behaviors: Some individuals may try 

to build new relationships without actually gaining relationships. 

 Third, the unexpected finding that proactive behavior did not result in significant changes 

in future job insecurity may raise concern about the validity of our measures: are the measures for 

planning, scenario thinking, career consultation, networking, and reflection an appropriate way to 

assess Aspinwall and Taylor’s (1997) concept of proactive coping? For the measures in this study, 
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we ensured content validity through the careful selection of measures based upon the example 

behaviors for the proactive coping stages described in Aspinwall and Taylor’s (1997) paper, and 

used scales that have been used in prior - high-quality - proactivity research which illustrated 

convergent validity and reliability of all scales (Strauss et al., 2012; Bindl et al., 2012). We 

therefore believe that our non-significant findings cannot be ascribed to its measures, but should 

be interpreted as what they are: insight into what does not work to minimize job insecurity (i.e., 

weeks of proactive coping) and a prelude to discover what does work to minimize job insecurity 

(possibly: months or years of proactive coping).  

Fourth, it is important to note that Aspinwall and Taylor’s (1998) stages of proactive coping 

are not as sharply divided as it may seem in the current study. That is, these stages are 

interconnected and different stages may benefit from the same coping behavior: a conversation 

with one’s supervisor could be used to assess the situation (initial appraisal) or to influence the 

development of that situation (preliminary coping). While the coping behaviors here fit the 

theoretical framework, we do not exclude the possibility that similar coping behaviors can be used 

to pursue different coping goals. Future research aimed at scale development may be a valuable 

pursuit in order to discern what coping behaviors and subscales can most accurately reflect 

Aspinwall and Taylor’s (1997) stages of proactive coping. 

 Fifth, our research sample consisted of workers who worked at least, on average, 20 hours 

per week. We made this choice with the intention to exclude workers that are less dependent on 

their work (e.g., for their identity or financial reasons). However, this does mean that our results 

cannot be generalized to the entire working population. More research is needed to investigate 

whether proactive coping with job insecurity functions in a similar manner among those who spend 

less than half their workweek on work.  

Lastly, our results are based on correlational data, which implies that causality 

can only be inferred on theoretical, rather than empirical, grounds. At the within-level, we tried to 

prevent resulting uncertainties regarding directionality by controlling for prior job insecurity in the 

proactive model and controlling for prior psychological strain in the reactive model. However, at 

the between-person level, directionality can only be assumed based on theory. 
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Practical Implications 
  The finding that proactive coping does not decrease and may even increase the amount of 

job insecurity and strain that individuals experience, points to the importance of recovery and self-

care. While our study could not provide evidence for positive outcomes of proactive coping in the 

short term, extant research has shown repeatedly that the behavioral tendency to act proactively is 

related to all kinds of beneficial long-term outcomes, such as increased objective and subjective 

career success (for a meta-analytic review, see Fuller & Marler, 2009). Hence, it is advisable not 

to cease proactive behaviors in order to prevent temporary discomfort, but to keep engaging in 

proactive behaviors while trying to minimize discomfort. In fact, emotional (reactive) coping 

strategies such as seeking emotional support from friends and family may be of particular use to 

ease the short-term discomfort and maintain well-being (Kato, 2015). In addition, our study 

highlights the importance of supporting individuals with relatively few resources: on the between-

person level, proactive coping related to more job insecurity and strain for individuals with fewer 

resources. Yet, it is especially important for these individuals to act proactively to ensure more 

resources in the future. A possible solution lies in granting vulnerable individuals ‘start-up 

resources’, from which they can further grow their resources independently. For example, these 

individuals may benefit from buddy systems (social resource), a small allowance (financial 

resource), or time slots in which there is time to think (temporal resource).  

Conclusion 
  Our study showed that weekly proactive coping did not decrease the experience of job 

insecurity, nor did it help to mitigate the strain that typically results from job insecurity. We argue 

that the positive outcomes of proactive coping may need more time to establish, and that prolonged 

proactive coping efforts are needed despite the short-term discomfort. We hope that, with our 

clarification of the conceptual and empirical difference between proactive and reactive coping, 

future research will be inspired to further examine which time span and under what circumstances 

proactive coping does succeed to manage potential threats to job security. 
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Appendix 2A 

 
Items of the Resources Measure 

Item Resource type 
1. On an average day, I have enough time to do all the tasks I want to do.  Temporal 
2. I have a financial buffer to help me through unexpected hardship. Financial  
3. I have friends, family, or relatives who can help me if I need them.  Social  
4. I have a clear image of my career goals and how to achieve them. Career planning  
5. I have a clear image of my different career options. Scenario thinking  
6. I have a network which can advise me about my career. Career consultation 
7. I have a clear image of how my past activities have influenced my career prospects. Reflecting 

Note: Respondents answered on 7-point scales, ranging from “strongly disagree” to “strongly agree”. 

 

 
Items of the Job Insecurity Measure 

Item 
Could you please indicate, how often you, in the last week… 

Job insecurity type 

1. … were aware of the chance you will soon lose your work? Cognitive quantitative 
2. … were sure you can keep your work? * Cognitive quantitative 
3. … thought you might lose your work in the near future? Cognitive quantitative 
4. … were worried about having to lose your work before you would like to? Affective quantitative 
5. … felt uneasy about losing your work in the near future? Affective quantitative 
6.  …felt insecure about the future existence of your work? Affective quantitative 
7. … found your future career opportunities favorable? * Cognitive qualitative 
8.  … found your pay development promising? * Cognitive qualitative 
9. … were convinced that this work can provide you with stimulating job content (in the 
future)? * 

Cognitive qualitative 

10. …worried about your career development? Affective qualitative 
11. … worried about your future pay development? Affective qualitative 
12. … worried about getting less stimulating work tasks in the future? Affective qualitative 
13. … felt insecure about what your work will look like in the future? Affective qualitative 

Note: * signals the item was reverse-coded. Respondents answered on 7-point scales, ranging from “(almost) never” 
to “(almost) always”. 
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Items of the Coping Behaviors Measure  

Item 
Could you please indicate, how often you, in the last week … 

Coping behavior 

1. … engaged yourself with how you want to organize your career in the next few years? Career planning 
2. … thought about the coming years and what steps you want to take for your career? Career planning 
3. … engaged yourself with your career planning? Career planning 
4. … thought about different possible scenarios for your career? Scenario thinking 
5. … viewed your work situation from different angles? Scenario thinking 
6. … went through different scenarios in your head, about how best to obtain information that 
can help you with your career? 

Scenario thinking 

7. … gained advice from your network on what skills or work experience you require to 
improve your career opportunities? 

Career consultation 

8. … spoke someone in your network about what training or assignments you can do to 
develop skills that can improve your career opportunities? 

Career consultation 

9. … made clear to your manager, colleagues and/or business partners what your ambitions 
and career goals are? 

Career consultation 

10. … engaged in building and/or maintaining a social network, in order to obtain information 
about your work and what is expected of you? 

Networking 

11. … engaged in building and/or maintaining a social network that can help or advise you 
with your career? 

Networking 

12. … engaged in building and/or maintaining a network that you can ask for support in your 
career? 

Networking 

13. … monitored the impact of previous activities aimed at improving your career 
opportunities? 

Reflecting 

14. … sought feedback from others about your previous activities aimed at improving your 
career opportunities? 

Reflecting 

15. … reflected on the outcomes of previous efforts aimed at improving your career 
opportunities? 

Reflecting 

Note: Respondents answered on 7-point scales, ranging from “(almost) never” to “(almost) always”. 

 

 
Items of the Psychological Strain Measure 

 
Note: * signals the item was reverse-coded. Respondents answered on 7-point scales, ranging from “(almost) never” 
to “(almost) always”. 

Item 
Could you please indicate, how often you, in the last week … 
1. … felt capable of making decisions about things? * 
2. … were able to enjoy your normal day-to-day activities? * 
3. … were able to face up to problems? * 
4. … were able to feel reasonably happy? * 
5. … felt you couldn’t overcome your difficulties? 
6. … felt unhappy or depressed? 
7. … lost confidence in yourself? 
8. … thought of yourself as a worthless person?  



 

  



 

  

 

Chapter 3 

 

Don’t Wait for the Storm to Pass:  

A Meta-analytic Review on Proactive Coping with Job Insecurity 

 

Abstract 
Job insecurity can have detrimental outcomes for both individuals and organizations, such as 
decreased health and poor job performance. To help minimize job insecurity, we complement prior 
meta-analytic reviews on its antecedents by synthesizing and meta-analytically investigating the 
available evidence on the relationship between proactive coping and job insecurity. Specifically, 
we propose a proactive coping framework and investigate how six types of proactive coping (i.e., 
behavioral engagement, mental engagement, adaptive behavioral disengagement, maladaptive 
behavioral disengagement, adaptive mental disengagement, and maladaptive mental 
disengagement) relate to job insecurity, and whether the found relationship strengths depend upon 
the type of job insecurity (i.e., quantitative, qualitative, cognitive, affective) and study design (i.e., 
longitudinal, cross-sectional). Based on 324 independent samples comprising data from over 
300,000 workers, the meta-analytic results indicate that – regardless of job insecurity type or study 
design – behavioral and mental engagement (e.g., performing well, cognitive restructuring) and 
adaptive behavioral and mental disengagement (e.g., recovery activities, mindfulness) are 
associated with lower amounts of job insecurity. Maladaptive behavioral and mental 
disengagement (e.g., counterproductive work behaviors, avoidance) are associated with higher 
amounts of job insecurity. We provide future research recommendations regarding unexplained 
heterogeneity, directionality, and possible theoretical mechanisms through which proactive coping 
affects the development of job insecurity. 
 
 
 
 
This chapter is based on: Langerak, J. B., Koen, J., & Van Hooft, E. A. J. (under review). Don’t 
wait for the storm to pass: A meta-analytic review on proactive coping with job insecurity.  
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Life isn't about waiting for the storm to pass. It's about learning to dance in the rain. 

- Vivian Greene 

 Insecurity about the future of one’s job is no longer a temporary setback in contemporary 

careers, but rather an enduring experience that can be present for prolonged periods of time (Wu 

et al., 2020). Such job insecurity is generally defined as “a perceived threat to the continuity and 

stability of employment as it is currently experienced” (Shoss, 2017, p. 1914). Job insecurity has 

increased over the past decades due to cost-saving practices (e.g., outsourcing, restructuring) and 

temporary and contract-based employment (Kalleberg, 2011). Even workers with permanent 

contracts cannot be guaranteed of stable job content (Koen & Parker, 2020). While flexible work 

arrangements may seem financially attractive for organizations, research has shown that the 

experience of job insecurity has detrimental outcomes for both individuals and organizations. For 

example, prior meta-analytic studies show a negative relationship between job insecurity and 

physical and psychological health, job satisfaction, organizational commitment, and work 

performance (Cheng & Chan, 2008; Hur, 2022; Jiang & Lavaysse, 2018; Sverke et al., 2002; 

Sverke et al., 2019). In fact, Kim and Von dem Knesebeck’s (2015) systematic review indicates 

that the experience of job insecurity can be as harmful to individual health as having no job at all.  

 To understand the emergence of job insecurity and thereby prevent its onset among 

workers, prior systematic and meta-analytic reviews have uncovered various antecedents that 

relate to lower levels of job insecurity (Jiang & Lavaysse, 2018; Jiang et al., 2021; Keim et al., 

2014; Shoss, 2017). Such antecedents include national characteristics (e.g., employment protection 

legislation), organizational characteristics (e.g., organizational communication, less organizational 

change), job characteristics (e.g., permanent work, white-collar jobs), and individual 

characteristics (e.g., having an internal locus of control, being younger, positive affectivity). While 

these findings are essential for managers and policymakers to create a less insecure environment, 

prior reviews leave a gap regarding whether and how individual workers can manage the 

experience of job insecurity by their own means. For example, waiting for better national 

employment protection or clearer organizational communication (i.e., “waiting for the storm to 

pass”) does not help to decrease the current, ongoing, threat to the continuity and stability of 

employment. Moreover, although Jiang et al. (2021) provide a comprehensive overview of the 

relationships between demands and resources and job insecurity, including personal resources 

(e.g., psychological capital, self-efficacy), their meta-analytic review does not answer the 
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important question how individuals may influence these demands and resources, and consequently 

reduce their job insecurity. Building upon proactive coping theory (cf. Aspinwall & Taylor, 1997), 

we aim to fill this gap with systematic insight and future research directions as to how workers can 

proactively change their job insecurity experience. As such, the present work sets the stage for 

future research on how workers – despite existing individual, organizational, or national 

characteristics – can take matters more into their own hands, and, hence, “learn to dance in the 

rain”.   

  To this end, we developed a conceptual framework delineating six types of proactive 

coping based on proactive coping theory and traditional coping theories (Aspinwall & Taylor, 

1997; Tobin et al., 1989; Kraaij & Garnefski, 2019; Garnefski et al., 2001), we accumulated 

research that reports relationships between proactive coping and job insecurity, and conducted 

meta-analyses to uncover the magnitude of the associations between the six proactive coping types 

and job insecurity. Moreover, because prior research has illustrated that results can differ 

depending upon the type of job insecurity (cf. De Witte et al., 2010; Jiang & Lavaysse, 2018), we 

investigated whether the relationships between proactive coping and job insecurity vary per job 

insecurity type. Lastly, to address the question of directionality, we compared longitudinal 

evidence where proactive coping is measured prior to job insecurity with cross-sectional evidence 

where proactive coping and job insecurity are measured at the same time.  

 Our review extends the existing literature in four ways. First, by proposing a proactive 

coping framework and re-assessing the existing job insecurity literature accordingly, we provide a 

new perspective that may direct future research. While human behavior and cognition have been 

extensively investigated from the perspective of traditional reactive coping, our meta-analytic 

review aims to expand the scientific narrative by uncovering that many behaviors can also be 

investigated and interpreted from a proactive perspective. Second, by charting how workers’ 

behaviors and cognitions may have a proactive function that help predict levels of job insecurity 

(cf. Aspinwall & Taylor, 1997), we supplement the existing literature in which job insecurity is 

often considered a consequence of external factors, with a less deterministic perspective. This 

involves synthesizing a new group of variables that has not yet been meta-analytically examined 

as predictors before. Third, by investigating whether the relationship between proactive coping 

and job insecurity depends upon job insecurity type (i.e., quantitative vs. qualitative; cognitive vs. 

affective), our research provides resolution for prior inconclusive results. For example, proactive 
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coping has been found to relate more negatively to qualitative than to quantitative job insecurity 

(Stiglbauer & Batinic, 2015), but there is also evidence that these two types have relations of equal 

magnitude (Niesen et al., 2018; Urbanavičiūtė et al., 2015). At the same time, our research 

corresponds to a much-heard call to explore predictors of different forms of job insecurity (e.g., 

Jiang & Lavaysse, 2018; Shoss, 2018; Sverke et al., 2002) and fits the reality of contemporary 

careers in which job insecurity is a multi-faceted stressor (Urbanaviciute et al., 2021). Fourth, by 

comparing cross-sectional and longitudinal results, we uncover whether extant research supports 

the idea that proactive coping can affect the further development of job insecurity. In addition to 

these theoretical contributions, this meta-analytic review is of value to human resource 

management practice because it synthesizes all prior research about what workers can do to 

minimize their experience of job insecurity, which is essential input for training activities and 

career guidance in today’s uncertain world of work.  

Proactive Coping with Job Insecurity: Definition and Operationalization 
Proactive coping refers to all future-oriented coping that tries to detect and manage the 

development of stressors (Aspinwall & Taylor, 1997). Proactive coping theory is at the base of a 

recent paradigm shift in which job insecurity is no longer viewed as an uncontrollable stressor of 

which the consequences must be mitigated (e.g., Giunchi et al., 2019; Menéndez-Espina et al., 

2019; Koen & Parker, 2020), but rather as an experience that depends upon one’s position within 

work situations and one’s perception thereof. At the core of proactive coping theory lies the 

premise that individuals can anticipate stressful situations before they occur by taking steps to 

avoid or minimize these situations – even when potential threats have not yet been identified. 

Examples of proactive coping are saving money for potential financial setbacks or increasing one’s 

skill repertoire for a potential career shift. This new proactive paradigm in the job insecurity 

literature takes on an agentic, prevention-focused perspective in which workers are viewed as 

active agents who can minimize their future job insecurity. Research has shown that proactive 

coping in the form of career planning, career consultation, skill development, self-management 

behavior, and impression management can be successful in this regard (e.g., Alisic & Wiese, 2020; 

Huang et al., 2013; Koen & Parker, 2020; Koen & Van Bezouw, 2021; Probst et al., 2019).  

Most job insecurity research, however, is founded upon other theories in which job 

insecurity is, conceptually, considered to be a predictor. In fact, Shoss (2017) identified four main 

overarching theoretical perspectives that are used in job insecurity literature, of which only one − 
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proactive coping theory − is about managing job insecurity itself. Instead, stress theories (e.g., 

Bakker & Demerouti, 2017; Folkman et al., 1986; Hobfoll, 1989), social exchange theories (e.g., 

De Cuyper & De Witte, 2006; Cropanzano & Mitchell, 2005), and job preservation theory (cf. 

Shoss, 2017; Shoss et al., 2022) have been playing the lead in job insecurity research, due to prior 

assumptions such as “employees often have little control over the source or origin of job 

insecurity” (Probst et al., 2021, p. 24) and “one of the characteristics of job insecurity is that it is 

a non-controllable stressor” (Menéndez-Espina et al., 2019, p. 7). Not surprisingly, meta-analytic 

reviews on job insecurity have been from these same perspectives: stress theories (e.g., affective 

events theory, appraisal theory, and the job-demands resources model; cf. Sverke et al., 2002; Jiang 

& Lavaysse, 2018; Jiang et al. 2021), social exchange theory (cf. Jiang et al., 2022; Keim et al., 

2014), and job preservation theory (cf. Jiang et al., 2022). However, the growing evidence that job 

insecurity is not an uncontrollable given, but instead a potentially controllable stressor, calls for 

systematic insight into how proactive coping relates to job insecurity.  

The main reason for the apparent scarcity of literature regarding proactive coping with job 

insecurity may lie in the vastness of the proactive coping construct: the content of proactive coping 

is context-dependent, can consist of all kinds of behaviors, and the target stressor is not necessarily 

already identified (cf. Aspinwall & Taylor, 1997). Scholars have included many behaviors under 

the umbrella of “proactive coping”, even some that can be considered a reaction to existing job 

insecurity and thus a form of reactive coping (e.g., impression management, reflecting; Probst et 

al., 2019; Langerak et al., 2022). In response to this ambiguity, recent research from Langerak et 

al. (2022; see Chapter 2) has further delineated the concept of proactive coping. After 

longitudinally investigating the impact of five coping behaviors in two different research models 

– the first depicting the behaviors as proactive coping, the second depicting the behaviors as 

reactive coping – the authors suggest that “the difference between proactive and reactive coping 

lies in its proposed function, not in the type of behavior or its effectiveness” (p. 13). Thus, proactive 

coping has the potential to influence potential stressors (e.g.., job insecurity) and reactive coping 

has the potential to influence an existing stressor’s consequences (e.g., psychological strain). Both 

can contain any behavioral or mental effort to realize this influence. Conceptually, proactive 

coping asserts influence by changing the potential situation or one’s position in it. Therefore, 

proactive coping with job insecurity can include any behavior or thought that may change (one’s 

position in) the work situation and consequently influence future job insecurity (see Figure 3.1). 
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Figure 3.1 

A Conceptual Model of Proactive Coping with Job Insecurity 

 

Proactive Coping Types: A Conceptual Framework 
 The notion that proactive coping can consist of any behavior or thought with the potential 

to influence the job insecurity experience implies that there is much more evidence available on 

proactive coping with job insecurity than previously presumed. Moreover, defining proactive 

coping by its purpose instead of by its effectiveness suggests that workers may use proactive 

coping strategies that are ineffective: much in the same way that traditional “reactive” coping 

consists of both effective and ineffective strategies (Kato, 2015). However, because prior research 

has generally approached proactive coping as an active coping strategy that is inherently effective 

in influencing future stressors, there are no frameworks available to categorize proactive coping. 

Yet, such a framework is essential to discern what types of proactive coping can be helpful and 

may decrease future job insecurity, and what types of proactive coping can be harmful and may 

increase future job insecurity.  

  Therefore, we apply the coping dimensions of Tobin and colleagues (i.e., engagement and 

disengagement, 1989) and coping types of Kraaij and Garnefski (i.e., behavioral and mental, 2019) 

to create a framework that helps to categorize proactive coping efforts. Specifically, we included 

scientific records in our review based on the definition of proactive coping (Aspinwall & Taylor, 
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1997) and then both we (i.e., the three members of research team) and a group of subject matter 

experts (i.e., five work and organizational psychologists who are familiar with the occupational 

health literature) evaluated whether and how the included proactive coping efforts would 

theoretically fit the categories of the framework.   

Engaged and Disengaged Proactive Coping 

  While Tobin et al.’s (1989) engaged and disengaged coping are efforts to deal with or 

escape existing stressors and their consequences, we propose the same distinction can be applied 

to proactive coping efforts. The only difference is that the efforts used in proactive coping are not 

initiated to control or avoid existing stressors and their consequences, but to control or avoid 

potential or ongoing stressors and their consequences. Applying Tobin et al.’s (1989) structure of 

coping to proactive coping, engaged proactive coping thus includes all “active efforts to manage 

both problem- and emotion- focused aspects of the [potential] stressful person/environment 

transaction (…) individuals engage in active efforts to control, manage, or change [potential] 

stressful circumstances” (p. 350), such as problem solving and cognitive restructuring. In contrast, 

disengaged proactive coping includes all efforts to avoid contact with the stressful 

person/environment transaction in which “thoughts about the [potential] situation are avoided, 

behaviors that might change the [potential] situation are not initiated” (p. 350), such as problem 

avoidance and self-criticism.  

Applied to the context of job insecurity, engaged proactive coping can be discussing with 

one’s supervisor whether a planned reorganization poses a threat to one’s current position and if 

so, what would be a fruitful course of action to increase the probability of maintaining one’s job. 

Other examples of engaged proactive coping are efforts aimed at showing (enhanced) job 

performance or discussing other career options with friends. Through engaged proactive coping, 

workers may influence the situation or their position in the situation, and consequently minimize 

the amount of experienced job insecurity. In contrast, disengaged proactive coping involves all 

efforts to avoid confrontation with potential stressful person/environment transactions and comes 

in two forms. The first is maladaptive: this type can let the situation deteriorate or create problems 

of their own (Carver & Connor-Smith, 2010). Examples of maladaptive disengagement could be 

being absent from work to avoid confrontation with one’s supervisor, the use of alcohol to suppress 

one’s thoughts about the future, and engagement in counterproductive work behaviors. The second 
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is adaptive disengagement: this more recently introduced form of disengagement does not create 

problems and does not deteriorate the situation (Waugh et al., 2020). Examples of adaptive 

disengagement are recovery activities, mindful behavior or seeking positive distraction (e.g., 

exercising), which can help sustain the well-being that is needed to perform optimally (Sianoja et 

al., 2018; Sonnentag & Fritz, 2007).  

Mental and Behavioral Coping 

  Coping efforts can consist of both thoughts (e.g., planning, cognitive restructuring) and 

actions (e.g., carrying out a plan, addressing issues with colleagues). Although some traditional 

coping scales combine thought and actions in the same coping dimension (e.g., Folkman et al., 

1986), this practice may not be suited for all research purposes as “thinking and acting are different 

processes used at different points in time” (Kraaij & Garnefski, 2019, p. 56). To train or stimulate 

certain coping skills, it is important to know whether the coping skill is about cognitive or 

behavioral efforts. Moreover, cognitive efforts may require different resources (e.g., cognitive 

space) than behavioral efforts (e.g., knowing the right people). As the current meta-analytic review 

aims to chart how workers can use proactive coping to change their job insecurity experience, we 

differentiate between mental and behavioral coping. Therefore, we distinguish in both engaged 

and disengaged coping between mental and behavioral efforts. Table 3.1 presents an overview of 

our proposed proactive coping framework and the proactive coping efforts we included in this 

review. 

Types of Job Insecurity 
  Many scholars have called to explore predictors of different forms of job insecurity (e.g., 

Jiang & Lavaysse, 2018; Shoss, 2018; Sverke et al., 2002). We therefore do not only investigate 

the relationships between proactive coping and job insecurity overall, but also investigate whether 

the effectiveness of proactive coping depends upon the type of job insecurity. This will indicate 

whether all types can be influenced to same extent and whether this can be done with similar 

coping strategies. Specifically, we differentiate between quantitative and qualitative job 

insecurity(cf. De Witte et al., 2010), and cognitive and affective job insecurity (cf. Jiang & 

Lavaysse, 2018). An overview of the four job insecurity types and examples of measures we 

included can be found in Table 3.2.  
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Quantitative and Qualitative Job Insecurity 

 Job insecurity can concern a threat to a job as a whole (i.e., quantitative job insecurity) or 

a threat to favorable job features (i.e., qualitative job insecurity). Jiang et al.’s (2021) meta-analytic 

review shows that certain predictors relate differently to these two types of job insecurity. For 

example, organizational resources and demands (e.g., job autonomy, work pressure) showed 

significantly stronger relations with qualitative job insecurity than with quantitative job insecurity. 

However, personal (e.g., self-esteem) and social resources (e.g., trust in organization) showed 

similar relations with quantitative and qualitative job insecurity. Jiang et al. (2021) conclude that 

“the relative strength of the associations of antecedents with quantitative JI and qualitative JI is 

contingent upon the nature of the predictors” (p. 14). Relatively little is known about the nature of 

proactive coping as a predictor of job insecurity types. Empirical studies on proactive coping 

generally use one overall job insecurity scale or one scale for one job insecurity type. The few 

studies that include both types of job insecurity show inconclusive results: Engaged proactive 

coping has been found to relate more negatively to qualitative than to quantitative job insecurity 

(Stiglbauer & Batinic, 2015), but there is also evidence that indicates the two types have relations 

of equal magnitude (Niesen et al., 2018; Urbanavičiūtė et al., 2015). Through investigating job 

insecurity type as a meta-analytic moderator, our review enables a comparison of the correlations 

from empirical studies that measured only quantitative job insecurity with the correlations from 

studies that measured only qualitative job insecurity. 

Cognitive and Affective Job Insecurity 

  Both thoughts (the perceived probability, i.e., cognitive job insecurity) and feelings 

(worries or fears, i.e., affective job insecurity) create the experience of job insecurity. Jiang and 

Lavaysse’s (2018) meta-analytic review indicates that affective job insecurity generally has 

stronger relations with outcomes and correlates than cognitive job insecurity. Regarding correlates 

that - following our proactive framework - may be applied as proactive behavior, the meta-analytic 

review reports results for job performance and OCB. Both have negative relations of equal 

magnitude with cognitive job insecurity and affective job insecurity (cf. Jiang & Lavaysse, 2018). 

However, proactive coping includes many more variables than job performance and OCB, and 

many studies have been published on affective and cognitive job insecurity this past 

quinquennium. Therefore, our review provides a first comprehensive comparison between the 

relations of proactive coping and cognitive versus affective job insecurity. 
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The Issue of Directionality 
The current meta-analytic review synthesizes all existing findings about the relationship 

between proactive coping and job insecurity from the perspective of proactive coping theory 

(Aspinwall & Taylor, 1997). The underlying assumption is that proactive coping can affect the 

experience of job insecurity by exerting influence on work situations and workers’ positions 

therein. However, since most prior research reports cross-sectional data, this may raise questions 

of directionality: Could the relationship be the other way around, such that the experience of job 

insecurity influences the behaviors workers display? Considering this possibility, we conduct 

separate meta-analyses for the available longitudinal findings. If the meta-analytic results indicate 

similar relationships for studies based on cross-sectional data as studies based on longitudinal data, 

this can be interpreted as preliminary support for the idea that proactive coping relates to future 

job insecurity. However, we do not rule out reverse directionality, since coping is a self-regulatory 

behavior and thus implies self-regulatory loops (i.e., the process of using behaviors to improve the 

fit between desired and current state, and consequently modifying behaviors based on the 

evaluation of that fit; cf. Lord et al. 2010). 

Method 

Literature Search, Screening, and Inclusion Criteria 
The PRISMA Diagram (cf. Page et al., 2021) depicted in Figure 3.2 provides an overview 

of the literature search and screening process. In consultation with a librarian specialized in 

systematic reviews, we constructed a comprehensive, yet specific, search query to find all 

published articles and dissertations that include job insecurity. We used this search query in April 

2019, June 2022, and January 2023 to conduct literature searches in Web of Science, PsycInfo, 

and Business source premier (see Supplemental Material A). The search query included keywords 

such as job (in)security, employment (in)security, job (un)certainty, but also less evident keywords 

such as layoff threat, worry over job continuity, job future ambiguity, and career uncertainty. After 

removing duplicates, this search resulted in 6,430 articles. We screened the abstracts and content 

of these articles to decide whether they met our inclusion criteria. Specifically, to be included  
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studies had to 1) measure job insecurity3 later or at the same timepoint as proactive coping4 was 

measured, 2) report zero-order correlations between proactive coping and job insecurity on a 

between-individuals level, 3) concern the working population, and 4) be written in English. We 

have excluded studies using coping measures that asked explicitly about responses to past stressors 

or events, because this implies the measures concerned reactive coping. Moreover, we contacted 

twenty authors whose name appeared at least three times in our database to verify completeness 

and request unpublished work. Our search resulted in 294 eligible articles, conference papers, and 

dissertations, with 324 independent samples (N = 313,118). Included studies were published 

between 1988 and 2023, with 33% conducted since 2020 and 82% since 2010. Designs were either 

cross-sectional (87%) or longitudinal (13%). A reference list of all included records can be found 

in Supplemental Material B.  

Coding Procedure 
From the included studies we coded the strength and direction of correlations, the type of 

job insecurity, the type of proactive coping, study and sample characteristics, and the reliability of 

the measures. All ambiguities we encountered were discussed and solved in meetings with all 

authors. As an additional quality check, 10 articles were coded independently by both the first 

author and a research assistant who had no further involvement in the project. Apart from that the 

assistant coded two extra relationships that did not concern a coping variable (i.e., perceived 

organizational judgement, trait psychological flexibility), the resulting codes were identical. After 

the coding process, we (i.e., the three members of research team) evaluated whether and how the 

coded proactive coping efforts fit the categories of the proactive coping framework. To further 

increase the validity of the framework, we asked five subject matter experts (i.e., work and 

organizational psychologists who are familiar with the occupational health literature) to 

independently categorize the efforts along the same framework. The evaluations of the subject 

matter experts resulted in 79% overall agreement, and 88% agreement when not taking the 

differentiation between behavior and cognition into account. The proactive coping framework and 

corresponding behavioral and cognitive efforts are presented in Table 3.1.  

 
3 For job insecurity we used the following definition: “an individual’s self-reported perceived threat to the continuity 
or quality of one’s own employment as it is currently experienced or planned, the emotions related to this 
perception, or a combination of this perception and related emotions”. 
4 For proactive coping we used the definition “behaviors or thoughts with the potential to influence the job insecurity 
experience”. 
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Outliers and Publication Bias 
  After categorizing the coded data into the proactive coping categories, we visually 

inspected all correlations for outliers. For all outliers we checked whether a) it was a coding error, 

b) it may have been a reporting error, and c) it could be explained on theoretical or methodological 

grounds. We added our conclusion as a comment in the corresponding coding files (available upon 

request) and corrected the correlation value when it was a coding or reporting error. Notably, all 

correlations in the behavioral engagement category were negative or non-significant, except for 

those depicting job search. A moderation analysis (0 = no job search, 1= job search) confirmed 

that job search (𝑟𝑟� = 0.22, 95% CI: [0.17, 0.27]) displays a significantly different mean-sample-

weighted correlation with job insecurity than other behavioral engaged coping efforts (𝑟𝑟� = -0.11, 

95% CI: [-0.14, -0.09]). Looking back at our definition of proactive coping with job insecurity, we 

concluded job search is generally not initiated to minimize “the threat to one’s employment as it 

is currently experienced or planned” (see Table 3.2), and we consequently excluded job search 

from the proactive coping framework.  

 To estimate the presence of publication bias, we conducted analyses with Egger’s (1997) 

test, Rosenthal’s (1979) Fail-Safe N and Duval, and Tweedie’s (2000) trim and fill method for 

each proactive coping category. For the trim and fill method, we treated the few unpublished 

records we found as published studies and searched for missing records right of the mean for 

engagement and adaptive disengagement, and left of the mean for maladaptive disengagement (see 

Figure 3.3). Where applicable, we have reported the for publication bias corrected findings in the 

results section.  

Meta-Analytic Calculations 
Prior to conducting meta-analyses, we averaged multiple effect sizes for the same 

relationship within a single sample to ensure statistical independence (cf. Nye et al., 2012; Schmidt 

& Hunter, 2014). For example, if multiple correlations for “behavioral engagement” measures 

were reported in one study, these correlations were averaged to create one “behavioral 

engagement” correlation for that sample. We then conducted meta-analyses in Comprehensive 

Meta-Analysis software version 3 (CMA; Borenstein et al., 2013), which is founded upon the 

Hedges and Olkin approach (Hedges & Olkin, 1985). We chose this approach because this makes 

it possible to correct for publication bias, while publication bias correction methods are absent in  
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Figure 3.3  

Funnel Plots of the Found (white dots) and Imputed (black dots) Correlations between 
Behavioral Engagement (top), Mental Engagement (bottom), and Job Insecurity
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psychometric approaches (Siegel et al., 2022). We considered a thorough publication bias analysis 

including the possibility to correct vital, since proactive coping has priorly been described by its 

effectiveness instead of its purpose – which may have increased the likelihood of publication bias 

(Langerak et al., 2022).  

We assumed a random-effects meta-analytic model, because the included studies vary 

greatly in characteristics (e.g., country, type of workers) and hence the true variance between 

studies is greater than zero (Hunter & Schmidt, 2000), and because we wish to make inferences 

that generalize beyond the studies included in our meta-analytic review (Hedges & Vevea, 1998). 

Monte Carlo simulations by Field (2005) have indicated that the random-effects methods as used 

in CMA generally5 provide accurate estimations of population effect sizes, similar to the random-

effects methods used by Hunter and Schmidt (2004). In contrast to methods used by Hunter and 

Schmidt, CMA does not consider artifact correction an integral part of the computations, but 

approaches artifacts as any other continuous moderator that can be added to the model (Brannick 

et al., 2019). We checked for the potential effect of measurement reliability by conducting meta-

regressions with predictor and outcome measure reliabilities moderators. We found reliability had 

no influence on the found effects, except for the effects of maladaptive behavioral disengagement, 

which led us to correct for unreliability for that category (cf. Wiernik et al., 2020). We calculated 

meta-analytic results for all relationships of interest (i.e., for all proactive coping categories and 

job insecurity types) but note that results represented by < 15 studies present an image of prior 

findings and do not give reliable estimates of significance for population effects due to the high 

probability of Type 1 errors (Field, 2001). To conduct moderator analyses we followed the same 

steps as Howard et al. (2020). Specifically, we first calculated separate meta-analytic results for 

relationships at each category of the moderator, allowing for the comparison of confidence 

intervals. Then, to test whether moderators resulted in significant different effect sizes, we 

conducted meta-regressions with dummy-coded moderator values as predictor.  

 

 
5 In extreme situations, i.e., when the population correlation was large and the standard error of correlations was also 
large, and when the population correlation was small and the standard deviation of correlations were at their 
maximum value, Hedges’ method showed small (less than .052 above the population correlation) overestimations of 
the population correlation (p. 674, Field & Gillet, 2010).  
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Results 
The data presented in bold in Table 3.3 show the meta-analytic results regarding the relationship 

between the six proactive coping categories and job insecurity. These categories are behavioral 

engagement, mental engagement, adaptive behavioral disengagement, adaptive mental 

disengagement, maladaptive behavioral disengagement, and maladaptive mental disengagement. 

Relationships are interpreted as significant when the 95% confidence interval (CI) does not include 

zero. Below, we first address the general findings for each category, after which we discuss the 

moderator analyses we conducted for job insecurity type (see Table 3.4) and study design (see 

Table 3.5). Lastly, we address the supplemental analyses we conducted for the individual efforts 

that are included within the proactive coping categories (see Table 3.3). 

Proactive Coping Types 
 Without considering potential publication bias, the meta-analytic results indicate that the 

total efforts of engagement are negatively related to job insecurity, both in its behavioral (𝑟𝑟� = -

0.10, 95% CI: [-0.12, -0.08]) and mental (𝑟𝑟� = -0.08, 95% CI: [-0.10, -0.06]) forms. However, 

Duval and Tweedie’s (2000) trim and fill method pointed towards the possibility that studies with 

non-significant or positive correlations may be missing from the analyses (see Figure 3.3). After 

imputing these studies, the relationship between the total efforts of behavioral engagement and job 

insecurity becomes non-significant (𝑟𝑟� p = -0.02, 95% CI: [-0.04, 0.003]) and the relationship 

between the total efforts of mental engagement and job insecurity increases in magnitude (𝑟𝑟� p = -

0.14, 95% CI: [-0.20, -0.07]).  

 We found relatively few studies that reported correlations between adaptive disengagement 

and job insecurity, which prevents us from drawing conclusions about population effects. 

However, the available data shows that the total efforts of adaptive behavioral disengagement (𝑟𝑟� 

= -0.15, 95% CI: [-0.23, -0.07]) and adaptive mental disengagement (𝑟𝑟� = -0.26, 95% CI: [-0.36, -

0.14]) are both negatively related to job insecurity. For adaptive mental disengagement, Egger’s 

test indicated that small studies were disproportionately associated with larger effect sizes, which 

can be an indication of publication bias. However, in our case it seemed the result of including two 

relatively large samples from Wood et al. (2020; N’s = 1,038). There were no other indications of 

publication bias.  
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Without correcting for measurement unreliability, the meta-analytic results show a positive 

relationship between the total efforts of maladaptive disengagement with job insecurity, both in 

their behavioral (𝑟𝑟� = 0.20, 95% CI: [0.16, 0.24]) and mental (𝑟𝑟� = 0.16, 95% CI: [0.09, 0.22]) forms. 

Because moderation analyses revealed that measurement unreliability had a significant influence 

on effect size in the maladaptive behavioral disengagement category, we corrected for unreliability 

in that category (cf. Wiernik et al., 2020) and found a stronger positive relationship than initially 

calculated (𝑟𝑟� u = 0.25, 95% CI: [0.20, 0.31]). For maladaptive behavioral disengagement, Egger’s 

test indicated that small studies were disproportionately associated with larger effect sizes, which 

again could be attributed to a large sample size (N = 16,697) from Wood et al. (2020). There were 

no other indications of publication bias.  

Job Insecurity Types 
  We further examined the relationship between the total efforts of the six proactive coping 

categories and job insecurity, by investigating whether the found relationships strengths depend 

upon the type of job insecurity that studies measured (see Table 3.4). Our results show that 

researchers have predominately measured quantitative job insecurity (k’s range between 5 and 192 

across the 6 categories) rather than qualitative job insecurity (k’s range between 0 and 27 across 

the 6 categories) in combination with proactive coping. We found similar relationship strengths 

for studies that measured quantitative job insecurity as for studies that measured qualitative job 

insecurity, for all proactive coping categories (see Table 3.4; overlapping confidence intervals 

indicate no significant difference). This was confirmed by meta-regressions with job insecurity 

type as dummy (0 = quantitative, 1= qualitative) used as predictor. Second, our results show that 

researchers have predominantly measured cognitive job insecurity (k’s range between 1 and 110 

across the 6 categories) rather than affective job insecurity (k’s range between 3 and 23 across the 

6 categories). Without accounting for potential publication bias, we found similar relationship 

strengths for studies that measured cognitive job insecurity as for studies that measured affective 

job insecurity, for all proactive coping categories. This was confirmed by meta-regressions with 

job insecurity type as dummy (0 = cognitive, 1= affective) used as predictor. However, Duval and 

Tweedie’s (2000) trim and fill method pointed towards the possibility that approximately 4 studies 

with non-significant or positive correlations between behavioral engagement and affective job 

insecurity may be missing from the analyses. After imputing these studies, the results indicate a 
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negative relationship between the total efforts of behavioral engagement and cognitive job 

insecurity (𝑟𝑟� = -0.12, 95% CI: [-0.16, -0.08]), but no significant relationship between these same 

efforts and affective job insecurity (𝑟̅𝑟 p = -0.01, 95% CI: [-0.06, 0.04]).    

Cross-Sectional versus Longitudinal Designs 
 Additionally, we investigated whether the found relationship strengths between the total 

efforts of the six proactive coping categories and job insecurity, depend upon the study design of 

the included studies (i.e., longitudinal or cross-sectional design, see Table 3.5). Our results showed 

that studies with longitudinal designs in which proactive coping is measured at a timepoint before 

job insecurity are relatively scarce (k’s range between 0 and 25 across the 6 categories), compared 

to studies with cross-sectional designs (k’s range between 5 and 244 across the 6 categories). Most 

included longitudinal studies investigated the relationship between behavioral engagement and job 

insecurity. Without correcting for publication bias, the total efforts of behavioral engagement show 

a negative relationship with job insecurity of similar magnitude for the longitudinal studies (𝑟𝑟� = -

0.11, 95% CI: [-0.15, -0.06]) as for the cross-sectional studies (k = 235, 𝑟𝑟� = -0.10, 95% CI: [-0.12, 

-0.08]). However, Duval and Tweedie’s (2000) trim and fill method pointed towards the possibility 

that approximately 52 cross-sectional studies with non-significant or positive correlations between 

behavioral engagement and job insecurity may be missing from the analyses. After imputing these 

studies, the results showed a negative relationship of greater magnitude for longitudinal studies (𝑟𝑟� 

= -0.11, 95% CI: [-0.15, -0.06]) than for cross-sectional studies (𝑟𝑟� p = -0.03, 95% CI: [-0.05,  

-0.01]). For the other proactive coping categories we found similar associations for longitudinal 

and cross-sectional relationships, but these results are less reliable estimates for the entire working 

population due to the low amount of longitudinal samples.  

Supplemental Analyses 
  In addition to investigating the relationships of the total efforts of each of the six proactive 

coping categories with job insecurity, we conducted supplemental analyses to investigate how 

individual efforts within the proactive coping categories relate to job insecurity. For all proactive 

coping categories, we found that the corresponding individual efforts showed similar relationships 

with job insecurity (see Table 3.3, overlapping confidence intervals indicate no significant 

difference), with two exceptions: proactive career behaviors and increased effort did not show the 

significant negative relationships with job insecurity that the other behavioral engagement efforts 
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showed. Since especially proactive career behavior is generally considered positive for career 

success (e.g., Alisic & Wiese, 2020; Huang et al., 2013; Koen & Parker, 2020; Koen & Van 

Bezouw, 2021; Kriz et al., 2021; Probst et al., 2019), and the significant Q-values signal that the 

true effect size differs between studies, we explored whether external influences may be able to 

explain these unexpected results by conducting additional moderation analyses. Specifically, 

building upon Parker et al.’s (2019) notion that proactive career behavior may not be the wise 

course of action when the context is not ready for change, we investigated whether the relationships 

between proactive career behavior and job insecurity and increased effort and job insecurity, 

depend upon the year of data collection (0 = before the COVID-19 pandemic, 1 = during the 

COVID-19 pandemic) and reorganization presence (0 = no reorganization or no reorganization 

reported, 

Figure 3.4 

Scatterplot Depicting Found Effect Sizes of the Relationship Between Proactive Career Behavior 
and Job Insecurity for Studies that Did and Did Not Report Undergoing a Reorganization  

 
Note. The outer black lines depict confidence intervals and the middle black line depicts the regression line. 
The grey lines depict prediction intervals. 



3

Meta-analytic Review on Proactive Coping with Job Insecurity   |   71 
 

 

 
 

 

 
1 = reorganization reported). We only conducted the moderator analysis for year of data collection 

for proactive career behavior, because all included studies regarding increased effort were 

published before the COVID-19 pandemic. This showed that the 7 studies that had collected data 

during the COVID-19 pandemic, did not report significantly different relationships as the 37 

studies that had collected data before the COVID-19 pandemic (Q = 2.63, df = 1, p = 0.10). The 

moderator analysis for reorganization presence did reveal a significant difference (Q = 16.10, df = 

1, p < 0.01): As shown in Figure 3.4, the 8 studies that reported a reorganization (𝑟𝑟� = 0.19, 95% 

CI: [0.10, 0.28]), showed a positive relationship between proactive career behavior and job 

insecurity, while the 37 studies that did not report a reorganization showed the expected negative 

relationship (𝑟𝑟� = -0.07, 95% CI: [-0.11, -0.03]). Lastly, the relationship between increased effort 

and job insecurity was not significantly affected by reorganizations (Q = 0.84, df = 1, p = 0.36).  

Discussion 
Integrating proactive coping theory (Aspinwall & Taylor, 1997) and more traditional 

coping frameworks (Tobin et al., 1989; Kraaij & Garnefski, 2001), we developed a framework for 

proactive coping types to achieve systematic insight into what we know regarding proactive coping 

with job insecurity and what areas are in need of further investigation. The corresponding meta-

analytic results based on 324 independent samples comprising data from over 300,000 workers 

indicated support for the conceptual model of proactive coping with job insecurity (see Figure 3.1): 

behavioral and mental engagement (e.g., performing well, cognitive restructuring) and adaptive 

behavioral and mental disengagement (e.g., recovery activities, mindfulness) were associated with 

lower amounts of job insecurity – regardless of job insecurity type or study design. Maladaptive 

behavioral and mental disengagement (e.g., counterproductive work behaviors, avoidance) were 

associated with higher amounts of job insecurity. All results show high heterogeneity, pointing 

towards true differences between studies that have yet to be identified to make more reliable 

estimates for specific groups or situations. Taken together, these results show the first meta-

analytic indication that workers can proactively change their experience of job insecurity, while 

pointing towards important directions for future research to answer questions regarding 

unexplained heterogeneity, directionality, and the integration and compatibility of theoretical 

mechanisms through which proactive coping may affect change. 

 



72   |   Chapter 3 

Theoretical Contributions 
Our meta-analytic review provides four contributions to existing theory and research. As a 

first contribution, our review provides a more complete and in-depth understanding of proactive 

coping by documenting the (in)effectiveness of concrete proactive behaviors and cognitions within 

the context of job insecurity. Building upon the perspective that the difference between proactive 

and reactive coping lies in its proposed function (here: influencing future job insecurity) rather 

than in the type of behavior (Langerak et al., 2022), our review identifies substantially more forms 

of proactive coping that can influence job insecurity than previously assumed. For example, we 

found clear negative relationships with job insecurity for voice behavior (𝑟𝑟� = -0.26), mindfulness 

(𝑟𝑟� = -0.31), and recovery activities (𝑟𝑟� = -0.21). While it is evident that engagement such as voice 

behavior can affect the future work situation, the influence of adaptive disengagement such as 

mindfulness and recovery may be less intuitive because it does not directly influence the future 

work situation but rather one’s position in it. As such, our findings support and further specify 

Aspinwall and Taylor’s (1997) notion that proactive coping involves the accumulation of resources 

such as attention and energy by suggesting that also adaptive disengagement efforts (i.e., 

relaxation, recovery activities, mindfulness, and detachment from work) are potential means to 

achieve this. At the same time, our results contradict the prior assumption that “effective proactive 

coping is virtually always active” (Aspinwall & Taylor, 1997, p. 417) by illustrating that not only 

engaged (active), but also disengaged (passive) forms of proactive coping can be negatively 

associated with job insecurity. 

 In contrast, our meta-analytic results indicate that workers who use maladaptive behavioral 

disengagement (e.g., counterproductive work behaviors) and maladaptive mental disengagement 

(e.g., avoiding thoughts about the work situation) experience more job insecurity (𝑟𝑟� ubehavioral = 0.25, 

𝑟𝑟� mental = 0.16). To interpret maladaptive disengagement as a proactive effort, we assume that 

workers can display counterproductive work behaviors (CWB) for temporary relief of their own 

deteriorating work situation (e.g., bullying an intern may temporarily keep one’s thoughts away 

from one’s own negative performance reviews). However, these behaviors may diminish resources 

that are essential to alleviate job insecurity (e.g., supervisor support; cf. Jiang et al., 2021). In 

addition, the strength of this relationship may depend upon its direction: In prior meta-analytical 

reviews (Jiang et al., 2022), CWB has been investigated as an outcome and showed relations of 

smaller magnitude (𝑟𝑟� = 0.16 and corrected 𝑟𝑟� = 0.19) than in our analyses, in which CWB was 
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investigated as a predictor (𝑟𝑟� = 0.26 and corrected 𝑟𝑟� = 0.31). We further address the possibility of 

reversed directionality in the limitations and future research section.  

The meta-analytic results also pointed towards proactive efforts that did not seem to relate 

to job insecurity, namely behavioral engagement in the form of proactive career behavior (𝑟𝑟�p = 

0.03) and increased effort (𝑟𝑟� = 0.03). Yet, the supplemental analyses revealed that the non-

significant finding of proactive career behavior can be explained by reorganization presence (see 

Figure 3.4). Studies that reported a reorganization showed a positive relationship between 

proactive career behavior and job insecurity (𝑟𝑟� = 0.19), whereas studies that reported no 

reorganization showed a negative relationship (𝑟𝑟� = -0.07). Consistent with Parker and colleagues’ 

(2019) notion that proactive career behavior may not be the wise course of action when the context 

is not ready for change, our results show the importance of using proactive career behaviors under 

the right circumstances in order to prevent that well-intended proactive career efforts backfire. 

Increased efforts showed non-significant relationships with job insecurity regardless of 

reorganization presence. Considering that job performance (𝑟𝑟� = -0.16) and organizational citizen 

behaviors (𝑟𝑟� p = -0.06) do show negative relations, this may be because increased effort can only 

be shown temporary, while prolonged efforts may be needed for proactive coping to be effective 

(El Khawli et al., 2022).  

As a second contribution, our results provide resolution for prior inconclusive results 

regarding the relationship between proactive coping and different types of job insecurity. That is, 

quantitative and qualitative job insecurity show similar relationship strengths for all proactive 

coping categories. This is in line with Jiang and colleagues’ (2021) findings that personal, 

constructive, and social resources display similar relations with quantitative and qualitative job 

insecurity, considering that one plausible means through which proactive coping affects job 

insecurity is through influencing these resources. However, since they also found that structural 

resources and structural demands (organizational practices and conditions) show stronger relations 

with qualitative job insecurity than with quantitative job insecurity, it is conceivable that specific 

efforts that target organizational practices (e.g., voice behavior) can have stronger relations with 

qualitative job insecurity.  

For cognitive and affective job insecurity, results revealed similar relationship strengths 

for all proactive coping categories when not taking publication bias into account. However, when 

correcting for potential publication bias, behavioral engagement correlated negatively with 
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cognitive job insecurity (𝑟𝑟� = -0.12) and was unrelated to affective job insecurity (𝑟𝑟� p = -0.01). This 

would imply that workers who show more behavioral engagement efforts experience less cognitive 

job insecurity than workers who use less behavioral engagement efforts, but that their worries 

about the possibility of losing their job remain the same. Since affective job insecurity is the 

strongest and most proximal predictor of negative outcomes (e.g., mental and physical health, work 

motivation; cf. Jiang & Lavayesse, 2018), it is important to discover how workers may lower their 

worries about possible job loss at times that their job is not perceived to be at (great) risk. Notably, 

our review mostly includes studies regarding cognitive and quantitative job insecurity. To gain 

more insight into the specific differential influence on job insecurity types, however, more primary 

research is needed that also includes measures of qualitative and affective job insecurity.  

As a third contribution, our review underlines the similarities between proactive coping 

and the Job Demands-Resources (JD-R) model (Bakker & Demerouti, 2017), while also providing 

valuable additions that may help to integrate these two lines. That is, proactive coping in the form 

of adaptive disengagement and engagement has similarities with the concept of job crafting. Job 

crafting is defined as the proactive changes employees make in their job demands and resources 

(Bakker & Demerouti, 2017). In Proactive Coping Theory, the accumulation of resources is an 

important process through which proactive coping takes effect (Aspinwall & Taylor, 1997). We 

found that adaptive disengagement efforts (i.e., relaxation, recovery activities, mindfulness, and 

detachment from work) may represent forms of proactive coping that help the accumulation of 

resources such as attention and energy. In a similar vein, engagement efforts (e.g., job 

performance, organizational citizen behaviors) may help accumulate resources such as supervisor 

and coworker support. As such, our review illustrates that proactive coping offers more 

possibilities as to how proactive change can be realized than the efforts that job crafting generally 

entails (cf. the job crafting scale, Tims et al., 2012).  

Moreover, maladaptive disengagement efforts may represent an extra route through which 

job demands and resources are influenced by workers beyond the current JD-R model. While it 

has similarities with the concept of self-undermining, which is defined as behavior that creates 

obstacles in the work situation and consequently increases demands (Bakker & Wang, 2020), 

maladaptive disengagement is a more intentional response to ongoing or potential strain that has 

the side effect of increasing demands (e.g., rumination about the future creates the personal 

demand negative affectivity) and decreasing resources (e.g., making harmful remarks lowers the 
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social resource co-worker support). Thus, our results indicate that integrating Proactive Coping 

Theory and insights from the JD-R model may be valuable to arrive at a more complete picture of 

how workers shape their careers. For example, through stimulating research that explores how 

individuals can shape demands and resources through a wider variety of efforts than job crafting 

and self-undermining alone.  

As a fourth and last contribution, the heterogeneity measures of the meta-analytic results 

indicate that the effectiveness of proactive coping is likely influenced by the context in which it 

takes place, uncovering potential boundary conditions. Specifically, even for proactive coping 

efforts that related significantly to job insecurity and had confidence intervals excluding zero, the 

predictability intervals generally included both negative and positive values (see Tables 3.3 - 3.5). 

This means that the true effect sizes of comparable populations can be in a much broader range, 

even though comparable studies are expected to show relations in the same direction. The 

significant Q-values and large I2 values are further evidence of true between-study variance that 

may be explained by study and sample characteristics. In more applied terms, proactive coping 

efforts possibly have requirements that must be met to be effective. An illustrative example of this 

is the supplemental finding that proactive career behaviors are only effective when there is no 

ongoing reorganization. Next to such organizational characteristics, however, individual 

differences between workers (e.g., employability) and their social environment (e.g., supervisor 

characteristics) may also play a role (Forrier et al., 2018). 

As a final note, we would like to stress that it is vital that not only significant but also non-

significant findings on the relationship between engagement and job insecurity are published to 

further examine the influence of moderators that can explain between-study variance. As of yet, 

Duval and Tweedie’s (2000) trim and fill method indicates that approximately 57 studies with non-

significant or positive findings about engagement are missing (see Figure 3.2). This is troubling, 

because the absence of study and sample characteristics of these missing studies makes it 

impossible to conduct moderation analyses to establish reasons behind the diverging findings 

(Cafri et al., 2010). By bringing this publication bias issue to light and presenting a proactive 

coping framework in which proactive coping is defined by its purpose (influencing a potential 

stressor) instead of by its effectiveness, we hope that future researchers can and will report 

nonsignificant and positive outcomes without the results being rejected by peers, so we can further 

explore the right conditions to make proactive coping more effective in minimizing job insecurity. 
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Practical Implications 
  Our meta-analytic review indicates that workers who aim to minimize their (future) 

experience of job insecurity benefit most from using engaged efforts (e.g., performing well, 

speaking up) and adaptive disengaged efforts (e.g., mindfulness and recovery activities) and from 

avoiding maladaptive disengaged efforts (e.g., counterproductive work behaviors and rumination). 

However, the effects of these proactive coping efforts on job insecurity may be context dependent. 

Our findings indicate, for example, that proactive career behaviors such as networking and career 

planning only minimize the experience of job insecurity when there is no reorganization taking 

place; however, in times of reorganization, the same proactive career behaviors tend to increase 

feelings of job insecurity. Possibly, the high level of stress that results from reorganizations 

obstructs the cognitive resources and future focus needed to successfully engage in proactive 

behaviors (Koen & Sijbom, 2019; Koen & Van Bezouw, 2021). Since prior research shows that 

engaged proactive coping is mostly used by workers who experience either very low or very high 

amounts of job insecurity (Jiang et al., 2022), we highlight the importance of timely action to avoid 

futile or even deteriorating efforts. Or, in Aspinwall and Taylor’s (1997) words, workers would 

benefit from taking steps to avoid or minimize stressful job insecure situations – even when 

potential threats to their job have not yet been identified. Organizations can help workers with such 

proactive coping efforts by creating an environment where proactive coping in the form of 

engagement and adaptive disengagement is possible, easy, and stimulated throughout careers − 

also when there is no imminent threat of job loss (Shin et al., 2019). 

Limitations and Future Research Recommendations 
  Although our meta-analytic review creates valuable insights, it is not without limitations. 

A first limitation is that, while we meta-analytically examined the relationship between proactive 

coping and experienced job insecurity, we did not include the theoretical mechanism through 

which proactive coping affects job insecurity in our examination. That is, this review built upon 

Aspinwall and Taylor’s (1997) theoretical proposition that proactive coping asserts its influence 

by changing the potential situation or one’s position in it (see Figure 3.1), but we did not 

empirically test this premise. To enable such meta-analytic mediation analyses, more primary 

research testing this mediation is required. This is because meta-analytic mediation results are 

more reliable when based on primary studies examining the full mediation in question (Vo & 

Vansteelandt, 2022) – rather than when based on a combination of primary studies investigating  
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parts of the mediation model (i.e., separate studies depicting predictor-mediator, mediator-

outcome, and predictor-outcome relationships).  

 A second limitation is that the meta-analytic results presented in italics (see Tables 3.3 - 

3.5) are based on a small number of samples. The moderator analyses based on these samples are 

therefore underpowered, which can result in false negatives: the data may not show a significant 

difference between groups, while there actually is one (Cafri et al., 2010). For example, while the 

current findings may suggest that proactive coping has similar relationships with job insecurity 

regardless of the job insecurity type, the lack of differences may also be because qualitative and 

affective job insecurity are still relatively understudied within the proactive coping literature. By 

retaining the results in italics in our review, we not only provide an image of prior research, but 

also point out which topics require more research. Given their relatively strong yet understudied 

relations, such topics include mental engagement (i.e., cognitive restructuring and thoughts 

relating to adaptive performance) and adaptive mental disengagement (i.e., mindfulness and 

detachment from work outside work hours). We note, however, that differentiation between 

behavior and cognition helps to identify future research areas but may not always be a conceptually 

valid dichotomy for all variables: The subject matter experts who validated the proactive coping 

framework indicated that some variables can imply both behavior and cognition. In these cases, 

we categorized the variable according to the content of the measurement items. More research is 

required to fully understand the interplay of behaviors and cognitions and possible 

interdependencies. 

 Third, the meta-analytic results are based on correlational data. While inferences about 

directionality can be based on the meta-analytic results from longitudinal samples, our review 

provides no empirical evidence for causation. Building upon proactive coping theory, we propose 

that proactive coping can influence the (further) development of job insecurity. However, one can 

also build reviews upon other theoretical frameworks such as social exchange theory (Cropanzano 

& Mitchell, 2005) and job preservation motivation (Shoss, 2017), and argue that some of the 

behaviors that we deemed as proactive coping are in fact a reaction to job insecurity (cf. Table 3.1; 

Jiang & Lavaysse, 2018; Jiang et al., 2022; Sverke et al., 2019). While it may seem paradoxical, 

the results from these different theoretical viewpoints can complement one another. For example, 

Jiang et al. (2022) conclude that employees with more job insecurity display higher task 

performance and more organizational citizen behaviors (OCB) as a job preservation strategy, and 
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that these behaviors are likely noticed and valued by employees’ supervisors. So, while task 

performance and OCB can be predicted by the amount of experienced job insecurity, they are still 

efforts meant to minimize the future experience of job insecurity – and can thus function as 

proactive coping. Considering that job insecurity is becoming more chronic and is virtually always 

experienced to at least some extent (Wu et al., 2020), it may not be surprising if the relationship 

between coping and job insecurity goes both ways (e.g., by using “proactive responses” to job 

insecurity; Lyu et al., 2022; Zhang et al., 2022). To further explore this potential reverse 

directionality, we advise future researchers to conduct more longitudinal studies with several 

measurement points, such as experience sampling methods, autoregressive models or diary studies. 

Additional insight from qualitative research can also help to unpack the complex interaction 

between workers’ behaviors and job insecurity experiences. 

Fourth, the measures of the proactive coping variables included in our review generally do 

not provide insight into worker’s intentions behind the coping efforts. Since the purpose of coping 

efforts determines whether coping is proactive or reactive (Langerak et al., 2022), we excluded 

measures regarding responses to past stressors or events. To further extend our knowledge on 

proactive coping, however, it is necessary to construct and validate a scale that includes the future 

focus inherent to proactive coping. This scale may form part of the solution to the problem that 

“activities in advance of a stressful event may go unstudied because the event itself defines the 

point of departure” (p. 418, Aspinwall & Taylor). We recommend that this scale consists of sub-

scales that depict the categories of the constructed proactive coping framework (see Table 3.1), so 

that not only effective but also ineffective proactive coping strategies and their impact can be 

further investigated. Ideally, this proactive coping scale is focused on undefined future stressors 

(e.g., ‘a potential setback’ or ‘future threats’) and can be adjusted to target specific (career) threats.  

Conclusion 
By constructing a proactive coping framework and conducting meta-analyses on data from 

over 324 published articles comprising over 300,000 workers, this review synthesizes the existing 

research on the relationship between proactive coping and job insecurity. The results support the 

recent notion that the experience of job insecurity is not completely beyond the control of 

individual workers. Instead, our findings suggest that job insecurity can be influenced through 

different types of proactive coping efforts. Our results further highlight opportunities for 

prevention-focused research and interventions, by showing that proactive coping in the form of 
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engagement (e.g., voice behavior, showing good performance) and adaptive disengagement (e.g., 

mindfulness, recovery activities) can alleviate the experience of job insecurity, while proactive 

coping in the form of maladaptive disengagement (e.g., counterproductive work behaviors) can 

aggravate the experience of job insecurity. Our perspective and results regarding proactive coping 

open up the narrative on what proactive coping entails and forms an impulse for future research to 

further uncover when, under which conditions, and in what form proactive coping is effective to 

decrease feelings of job insecurity. We encourage future research to report non-significant and 

unexpected findings to further identify the right conditions to affect change and to adopt 

longitudinal and qualitative research methods to reveal the theoretical mechanisms through which 

proactive coping and job insecurity may influence each other. 



 
 

  



 
 

  

 

Chapter 4 

 

What Goes Around, Comes Around? Testing a Cyclic Model of 

Proactive Coping with Job Insecurity among Non-standard Workers 

 

Abstract 
Non-standard workers experience lower subjective wellbeing than workers with permanent 
contracts due to a higher sense of job insecurity. Since these workers generally lack the “safety 
net” of organizational arrangements and national policies, the current study investigates how self-
employed workers may minimize job insecurity and improve subsequent well-being through their 
own means. Based on proactive coping theory and conservation of resources theory, we propose a 
cyclic model in which proactive coping and job insecurity continuously influence each other. We 
expect that prior proactive coping relates to less job insecurity through the accumulation of career 
resources and that prior job insecurity relates to less proactive coping through psychological strain. 
We explore whether self-compassion and recovery can break this paralyzing effect of job 
insecurity. The within-person level results from our 5-wave monthly survey study among 243 self-
employed workers support the hypothesis that monthly proactive coping can decrease subsequent 
job insecurity via career resources, but indicated no relationship between job insecurity and 
subsequent proactive coping. Additionally, we found a cross-level interaction of self-compassion 
and job insecurity on psychological strain and a direct relationship between recovery and proactive 
coping. Our results underline the pivotal role of career resources and recovery in the proactive 
coping process. While we did not find support for a cyclic relationship between job insecurity and 
proactive coping in the current study, we encourage future researchers to further investigate the 
potentially paralyzing effect of job insecurity among precarious non-standard workers to guard 
against potential loss cycles. 

 

This manuscript is based on: Langerak, J. B., Koen, J., & Van Hooft, E. A. J. (under review). 
What goes around, comes around? Testing a cyclic model of proactive coping with job insecurity 
among non-standard workers. 
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Over the last decades, non-standard work arrangements are replacing the traditional 

permanent relationships between employees and employers: In the United States and Europe, the 

share of workers engaged in non-standard employment has risen to a quarter of the workforce 

(CBS, 2020; Karpman et al., 2022). Research shows that workers in such non-standard 

employment experience lower subjective wellbeing than workers in permanent contracts due to 

the experience of job insecurity (Fabrin-Petersen, 2022). Indeed, prior research has associated job 

insecurity with various harmful consequences, such as decreased physical and psychological 

health and decreased work performance (for meta-analytic reviews, see: Cheng & Chan, 2008; 

Jiang et al., 2022; Sverke et al., 2002, 2019). By looking at the role of national characteristics (e.g., 

employment protection legislation), organizational characteristics (e.g., organizational 

restructuring), and job characteristics (e.g., permanent contracts), research has identified potential 

ways to minimize job insecurity (for meta-analytic reviews, see: Jiang & Lavaysse, 2018; Jiang et 

al., 2021; Keim et al., 2014). Yet, these insights mostly benefit workers within the regulated work 

environments and workers who fall under national social security legislations. Non-standard 

workers generally lack the ‘safety net’ of such organizational arrangements and national policies 

(Retkowsky et al., 2023; Van de Ven et al., 2023). Therefore, the current study aims to investigate 

how non-standard workers can manage their job insecurity and subsequent well-being by their own 

means. 

Job insecurity refers to workers’ perceived threat to the continuity and stability of their 

employment (Shoss, 2017). While job insecurity used to be considered an uncontrollable stressor 

determined by external factors (e.g., reorganizations, economic crises), an increasing amount of 

longitudinal evidence supports the premise that workers’ individual behavior matters for their 

experience of job insecurity (e.g., El Khawli et al., 2022; Koen & Parker, 2020; Koen & Van 

Bezouw, 2021). In addition, longitudinal studies indicate that the subjective experience of job 

insecurity fluctuates within individuals over time (e.g., Klug et al., 2019; Langerak et al., 2022). 

However, whether individual behaviors can explain these within-person fluctuations has yet to be 

discovered. As such, the current study investigates the role of proactive coping − individual efforts 

undertaken in advance to manage, modify, or prevent potential stressors − in the experience of job 

insecurity among non-standard workers. Specifically, we integrate proactive coping theory 

(Aspinwall & Taylor, 1997) with conservation of resources theory (Hobfoll, 1989), to develop a 
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cyclic model of proactive coping with job insecurity and test this model in a 5-wave monthly 

survey study.  

  In our cyclic model of proactive coping with job insecurity we propose a reciprocal 

relationship in which proactive coping and job insecurity continuously influence each other (see 

Figure 4.1). Based on proactive coping theory, our cyclical model identifies the accumulation of 

(career) resources as an important mechanism through which prior proactive coping relates to less 

job insecurity. Revealing the mechanism through which proactive coping can affect change in job 

insecurity forms an important first step in understanding how we may improve its impact. For 

example, missing links between proactive coping and job insecurity in prior research may be 

explained by unsuccessful proactive coping attempts (e.g., networking may not necessarily result 

in more social resources, which may explain the null effect in Koen & Parker, 2020) or by 

deficiencies in time (e.g., skill development may take more than weeks to result in more personal 

resources, which may explain the null effect in Langerak et al., 2022). Based on conservation of 

resources theory, our model suggests that the experience of job insecurity may trigger a loss cycle 

in which psychological strain deteriorates workers ability to later engage in proactive coping. To 

prevent such loss cycles, we explore whether workers can protect themselves against the impact 

of job insecurity by being self-compassionate (Neff & Vonk, 2009) and whether workers can 

recover from subsequent psychological strain through recovery experiences (Sonnentag & Fritz, 

2007).  

  By developing a cyclic model of proactive coping with job insecurity and testing the model 

among non-standard workers in a 5-wave monthly survey study, we make three contributions. 

First, we extend Jiang and colleagues’ (2021) meta-analytic findings that personal and 

organizational resources play an important role in reducing job insecurity (an even more important 

role than removing demands), by contributing knowledge on how such resources can be developed. 

In doing so, we extend prior research that showed relationships between proactive coping and job 

insecurity (e.g., Koen & Parker, 2020; Koen & Van Bezouw, 2021), by delving into the important 

question why this relationship exists (Hayes, 2018). Second, we provide insight into the experience 

of job insecurity among non-standard workers. Despite the omnipresence of job insecurity in this 

group, non-standard workers are generally excluded from prior job insecurity research because the 

different nature of their work situation does not fit with the traditional assumptions regarding what 

a job entails (e.g., one employer, guaranteed income, sick leave), which makes off-the-shelf job 
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insecurity measures unapplicable (Bazzoli & Probst, 2022a). Third, we provide insight into how 

non-standard workers may sustain proactive coping over time − which may be a prerequisite for 

proactive coping to be successful (Giunchi et al., 2019). We do this by examining whether loss 

cycles, in which job insecurity and subsequent psychological strain deteriorates workers’ ability 

to engage in later proactive coping, can be broken through self-compassion and recovery. In sum, 

the cyclic model of proactive coping with job insecurity aims to reveal how non-standard workers 

can use and sustain proactive coping, in order to minimize their experience of job insecurity by 

their own means. 

 

Figure 4.1 

Hypothesized Cyclic Model of Proactive Coping with Job Insecurity  

 

Note. “+” denotes a hypothesized positive relationship between variables, “-”  denotes a hypothesized negative 
relationship between variables. 
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Job insecurity as a Within-person Process 
  Job insecurity reflects a state in which workers feel threatened regarding the continuity and 

stability of their employment. As a state, the experience of job insecurity likely varies within 

individuals across time. Although the vast majority of empirical studies have examined job 

insecurity as an between-individual difference, recent studies provide empirical evidence for the 

fluctuation of job insecurity within individuals. For example, Langerak and colleagues (2022; see 

Chapter 2) found negative within-person relations between current and next week’s job insecurity 

levels, suggesting that job insecurity vacillates. Moreover, Kinnunen et al. (2012) and Klug et al. 

(2019) found that job insecurity growth trajectories over time can differ depending on work 

characteristics. For example, workers with permanent contracts and public sector employees 

experience more stable low levels of job insecurity. This underlines the importance of further 

unpacking dynamic job insecurity patterns, especially in situations in which permanent contracts 

are not possible, such as among non-standard workers.  

A Cyclic Model of Proactive Coping with Job Insecurity 
To uncover how non-standard workers can best manage their job insecurity, we develop 

and test a cyclic model of proactive coping with job insecurity (see Figure 4.1) that integrates 

insights from proactive coping theory (Aspinwall & Taylor, 1997) and conservation of resources 

theory (Hobfoll, 1989). In its core, this cyclic model assumes a reciprocal relationship in which 

proactive coping and job insecurity continuously influence each other. Below we first explain the 

path from proactive coping to job insecurity and then the path from job insecurity to proactive 

coping. 

How Proactive Coping Affects Job Insecurity 
 Based upon proactive coping theory (Aspinwall & Taylor, 1997), we expect a negative 

relationship between prior proactive coping and current job insecurity. Proactive coping theory 

posits that individuals can manage, modify, or prevent potential stressors by taking actions before 

stressors have (fully) developed. Such actions have been termed proactive coping (Aspinwall & 

Taylor, 1997). The core idea is that proactive coping generates resources that will enable 

individuals to either prevent or mitigate stressors or better prepare for stressors – which will 

consequently minimize their impact. In the context of job insecurity, workers can for example 

build connections in multiple organizations so they feel less threatened in their employment 
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prospects if a project or contract with the current organization ends. As such, proactive coping is 

expected to generate career resources, which in turn minimizes the magnitude of later job 

insecurity. In prior research, it has been assumed yet not tested whether it is indeed the 

accumulation of career resources that explains relationships between proactive coping and job 

insecurity (e.g., El Khawli et al., 2022; Langerak et al., 2022). The current research investigates 

the pivotal role of career resources by testing the following hypotheses: 

Hypothesis 1: The amount of proactive coping during the past month relates negatively 

to the current experience of job insecurity through the current amount of career resources. 

How Job Insecurity Affects Proactive Coping 
 Based on the integration of proactive coping theory and conservation of resources theory, 

we expect a negative relationship between the current level of job insecurity and later proactive 

coping. Conservation of resources theory (Hobfoll, 1989) posits that individuals strive to acquire 

and protect resources to maintain their wellbeing. Resource loss has a relatively large impact on 

wellbeing compared to resource gain, because resource loss is expected to initiate a chain reaction: 

After resources are lost, it becomes harder to cope with new stressors, which results in additional 

loss of resources. While conservation of resources theory specifies loss cycles for reactive coping 

(response to a stressor), we propose a similar mechanism for proactive coping (anticipation of a 

stressor). That is, both reactive and proactive coping require the investment of resources (proactive 

coping theory; Aspinwall & Taylor, 1997) and as such, a loss of resources will not only impede 

reactive coping but also proactive coping. For example, in the context of proactive coping, workers 

can work day and night to impress a client because they feel insecure about maintaining 

employment after their current assignment. However, as a result, they end up depleted of time and 

energy to be proactive and start looking for new assignments elsewhere. To measure this drained, 

resource-depleted, state we assess the amount of psychological strain workers experience. As such, 

we test the following hypotheses: 

  Hypothesis 2: The experience of current job insecurity relates negatively to proactive 

 coping during the month thereafter through the current amount of psychological strain.  
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Preventing Loss Spirals: Self-compassion and Recovery 
 In order to minimize job insecurity, an important question is: How can we prevent the 

expected loss cycle in which the experience of job insecurity is expected to increase over time due 

to an inability to engage in proactive coping? To prevent or mitigate loss cycles, conservation of 

resources theory (Hobfoll, 2018) asserts that individuals must try to protect themselves against the 

impact of resource loss and try to recover from resource loss. Therefore, we explore two factors 

that may help protect against resource loss and stimulate recovery. 

  First, we explore whether non-standard workers can protect themselves against further 

resource loss initiated by job insecurity, by being compassionate toward oneself. Self-compassion 

centers around three main components: self-kindness, a sense of common humanity, and 

mindfulness when considering personal weaknesses or hardships (Neff & Vonk, 2009). Prior 

research on self-compassion is promising regarding its protective potential: It can mitigate the later 

experience of exhaustion (Schabram & Heng, 2022) and can reduce cognitive resource depletion 

(Jennings et al., 2023). In addition, self-compassion has repeatedly been associated with improved 

mental and physical health (for a review, see Dodson & Heng, 2022). In our cyclic model of 

proactive coping with job insecurity, self-compassion may function as an indirect investment of 

personal resources: it is a personal resource that can be applied to offset the loss of other resources 

(Hobfoll et al., 2018). So, theoretically, self-compassion may compensate for the loss of resources 

through job insecurity and prevent the drained, resource-depleted, state we measure with 

psychological strain. To assess whether self-compassion can subsequently weaken or break the 

expected loss cycle, we explore a potential cross-level interaction with the following question: 

Exploratory Question 1: Is the positive relationship between the current experience of 

 job insecurity and current amount of psychological strain weaker for individuals high in 

 self-compassion?  

 Second, we explore whether non-standard workers can recover from psychological strain 

through recovery experiences. Conservation of resources theory (Hobfoll, 1989) asserts that if 

individuals can recover from resource loss, loss cycles can be mitigated or prevented. In our study, 

we focus on Sonnentag and colleagues’ (2022) concept of recovery: A restoration process in which 

a person’s level of strain is being reversed to the pre-stressor level of strain. As such, we explore 

whether recovery experiences may help non-standard workers recover from the psychological 
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strain they experience. Theoretically, recovery may function as a direct replacement of personal 

resources (Hobfoll et al., 2018): The lost vitality is being replenished by new vitality. As such, 

recovery may weaken the negative relationship between psychological strain and proactive coping. 

In line with this idea, prior research shows that daily recovery is indeed related to more proactive 

behavior in consequent days (Ouyang, 2019; Sonnentag, 2003). However, it has yet to be 

discovered whether recovery can act as a buffer against the inhibitory role of psychological strain 

for proactive coping. Therefore, we explore the following question: 

Exploratory Question 2: Is the negative relationship between the last month’s 

 experience of psychological strain and the amount of proactive coping during that month, 

 weaker when individuals have more recovery experiences during that month?  

Methods 
Study Context 

To investigate the cyclic model of proactive coping with job insecurity among non-

standard workers, we conducted an online survey study among Dutch self-employed during the 

COVID-19 pandemic. In the Netherlands, 13% of all workers and 28% of non-standard workers 

are self-employed (Flexbarometer, 2023). Job insecurity is an important issue for self-employed 

workers as they lack the ‘safety net’ of organizational arrangements and national policies, which 

makes them more vulnerable for unexpected (financial) setbacks. The COVID-19 pandemic and 

corresponding restrictions presented such an unexpected setback, which brought insecurity about 

the future of work among self-employed. Among other things, it was unclear when or in what form 

self-employed were allowed to perform their work and whether they would get by financially. 

Through investigating proactive coping with job insecurity in this particularly insecure situation, 

our research can shed light on the question whether non-standard workers are able to influence job 

insecurity by their own means despite challenging contexts.  

Participants and Procedure 
 We collected6 data from self-employed in the Netherlands during five weekends, with one 

month intervals, when COVID-19 restrictions were present. The first survey was administered in 

 
6 Before data collection, the study had been approved by the Ethics Review Board of the authors’ university. 
Participants were informed about the anonymity and confidentiality of the data and the voluntary nature of their 
participation before starting the first survey and provided their informed consent. 
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December 2021 and the last survey in May 2022. We recruited participants via social media and 

social media advertisements. To be eligible for the study, workers needed to: 1) be between 16 and 

65 years of age, 2) not be a full-time student, and 3) spend at least 16 hours per week on their self-

employed work activities. We chose these inclusion criteria to select workers who were financially 

dependent on their work, since those who fell outside these criteria were more likely to earn income 

through other means (e.g., salaried job, student loans, retirement funds). As a token of appreciation, 

we sent participants recommendations about coping with job insecurity after study completion, a 

€5 gift voucher for completing the first survey, and a €10 gift voucher for completing all five 

surveys.  

 In total, 260 participants started the first survey. Of these, 17 respondents did not meet the 

inclusion criteria, resulting in 243 remaining responses. The mean age was 45.2 years (SD = 11.3) 

and 64.6% was female. Regarding highest level of education, 3.7% finished high school, 51.9% 

finished vocational education, 10% had a bachelor’s degree, 32.8% had a master’s degree, 1.7% 

had a doctorate degree, and 0.8% did not indicate their education level. On average, workers had 

22.9 years (SD = 10.9) of overall work experience and 9.2 years (SD = 7.5) work experience as a 

self-employed. Participants worked in a wide variety of sectors, mostly “culture, sports, and 

events” (24.1%), “education and research” (12.0%) “communication and marketing” (11.6%), and 

“care and welfare” (11.6%). Other examples of reported sectors are human resource management, 

information technology, government, financial services, and some reported being active in 

multiple sectors. Sample sizes for the subsequent monthly surveys were: NT1 = 243; NT2 = 217 

(89.3%); NT3 = 197 (81.1%); NT4 = 182 (74.9%); NT5 = 176 (72.4%). The final dataset consisted 

of 988 monthly surveys. 

Measures 
  All study variables7 were measured monthly (i.e., T1-T5) except for trait self-compassion 

and demographics, which were only measured at T1. See Appendix 4A for the measure items. 

Baseline Variables 
 Trait self-compassion was measured with the 26-item scale from Neff and Vonk (2009). 

In the current study, the Cronbach’s alpha was .90. 

 
7 The T1 questionnaire also included measures for neuroticism, proactive personality, employability, and 
experienced threat from COVID-19, but these variables are not part of the present study. 
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Weekly Variables 
 Job insecurity was measured with the 13-item job insecurity scale from Langerak et al. 

(2022), adapted in such a way that statements regarded the prior month instead of the prior week. 

While this scale was developed to measure all components of the job insecurity experience for a 

broad range of workers, including self-employed, we slightly altered some questions to better fit 

the context of self-employed workers by replacing the expected continuance of work by the 

expected continuance of demand for a product or service. For example, we changed “I feel insecure 

about the future existence of my work” to “I feel insecure about whether the demand for my 

product or service will continue to exist.”. The Cronbach’s alpha’s for job insecurity ranged 

between .91 and .92.  

 Proactive coping was measured with fifteen items that covered five proactive coping 

activities: career planning, skill development, career consultation, networking, and scenario 

thinking. The measures from the first four activities originate from Strauss et al. (2012) and the 

scenario thinking measure originates from Bindl et al. (2012). Where necessary, we altered the 

wording to fit the work context of self-employed. For the total proactive coping activities scale, 

the Cronbach’s alpha’s ranged between .93 and .94. 

  Career resources were measured with fifteen self-developed items that targeted each item 

of the proactive coping activities scale. For example, the item “How often have you in the past 

month… made your network aware of your ambitions and career goals?” in the proactive coping 

activities scale, resulted in the item “My network knows about my ambitions and career goals” in 

the resources scale. Consequently, the scale measured five career resources: career plan, career 

skills, career knowledge, social network, and career insight. For the total resources scale, the 

Cronbach’s alpha’s ranged between .90 and .92.  

Recovery was measured with sixteen items from Sonnentag and Fritz (2007) measuring 

recovery experiences such as detachment, relaxation, mastery, and control. In the current study, 

the Cronbach’s alpha’s ranged between .87 and .90. 

 Psychological strain was measured with eight items from Kalliath et al. (2004). In the 

current study, Cronbach’s alpha’s ranged between .89 and .93. 

Analytic Strategy 
The data had a two-level structure with repeated monthly measures at the within-person 

level (i.e., Level 1; N = 988), nested within individuals at the between-person level (i.e., Level 2; 
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N = 241). To assess the presence of variance over time we first calculated the proportions of within 

person variance for all weekly variables. Next, we tested the hypotheses with multilevel path 

analysis in Mplus 8.8. Lastly, to address the exploratory questions, we complemented the model 

with moderator variables. We person-mean centered predictor variables (i.e., proactive coping T-

2, career resources T-1, psychological strain T-1) for the within-level analyses and grand-mean 

centered self-compassion for the cross-level moderation analysis (cf. Binnewies et al., 2010). 

Results 
  Table 4.1 displays descriptive statistics, proportions of within person variance, and within-

person and between-person correlations of the study variables. We found that 17 percent of the 

variance in job insecurity resides at the within-person level. It is important to explain this variance 

in order to discern means through which workers can influence their job insecurity experience. 

Yet, it also shows that a substantial proportion of variance in job insecurity among self-employed 

workers resides at the between-person level. For the purpose of this study, we focus on how the 

within-level factors of the proactive coping cycle (with within-person variances ranging between 

20% and 36%) may explain within level-variance of job insecurity.  

Main Findings 
  The results of the multi-level path analyses testing the cyclic model of proactive coping 

with job insecurity are reported in Figure 4.2. Because we were interested in changes over time, 

we controlled for prior amounts of proactive coping, career resources, job insecurity and strain for 

the within-level analyses. A summary of most important findings can be found in Figure 4.3. 

Hypotheses Testing 

 The results from the multi-level path analyses indicate a positive relationship between the 

amount of proactive coping during the past month and the current amount of career resources of 

self-employed workers (B = 0.11, 95% CI: [0.05; 0.17], p < .01) and a negative relationship 

between the current amount of career resources and the current experience of job insecurity (B = 

-0.31, 95% CI: [-0.44; -0.18], p < .01). Our results support Hypothesis 1, as the indirect relationship 

between proactive coping and job insecurity via career resources was significantly negative (B = -

0.03, 95% CI: [-0.05, -0.01], p < .01). We found no direct relationship between proactive coping 

and job insecurity (B = -0.01, 95% CI: [-0.08; 0.07], p = .89), which implies a full mediation by 

workers’ amount of career resources.
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  Next, the results show a positive relationship between the current experience of job 

insecurity and the current experience of psychological strain (B = 0.22, 95% CI: [0.10; 0.34],  

p < .01). Additionally, next to the relation of job insecurity, we found that the current amount of 

career resources (B = -0.20, 95% CI: [-0.33; -0.06], p < .01) and psychological strain experienced 

in the prior month (B = -0.13, 95% CI: [-0.24; -0.01], p < .01 ) are negatively related to the current 

experience of psychological strain. The results further show that the expected negative relationship 

between the current experience of psychological strain and proactive coping during the upcoming 

month was absent (B = 0.04, 95% CI: [-0.08; -0.16], p = .54). As such, the results do not support 

Hypothesis 2, which stated an indirect relationship between job insecurity and proactive coping 

via psychological strain. Concludingly, our results do not support the expected cycle depicted in 

Figure 4.1 among the self-employed workers in our sample. 

Exploratory Results 

  To explore how workers can break the hypothesized cycle of Figure 4.1, we investigated 

the moderating roles of self-compassion and recovery. We found a cross-level interaction between 

self-compassion and job insecurity on psychological strain (B = -0.08, 90% CI: [-0.15; -0.01], p = 

.05; see Figure 4.4). The positive relationship between job insecurity and psychological strain 

tended to be weaker for workers high in self-compassion (i.e., 1SD above the mean; B = 0.16, 95% 

CI: [0.03, 0.28], p = .02]) in comparison to workers low in self-compassion (i.e., 1SD below the 

mean; B = 0.28, 95% CI: [0.14, 0.42], p < 0.01], p = < .01). Recovery did not moderate the 

relationship between psychological strain and proactive coping (B = 0.11, 95% CI: [-0.24; 0.46], 

p = .53). However, we did find a positive direct relationship between recovery and proactive 

coping (B = 0.16, 95% CI: [0.02; 0.31], p = .03), indicating that spending time on recovery helps 

self-employed workers to engage in proactive coping.   

Discussion 
  To discover how non-standard workers can manage their job insecurity and subsequent 

well-being by their own means, the present study developed and tested a cyclic model of proactive 

coping with job insecurity based on proactive coping theory (Aspinwall & Taylor, 1997) and 

conservation of resources theory (Hobfoll, 1989). We tested this model in a 5-wave monthly 

survey study among self-employed workers during the COVID-19 pandemic. We hypothesized a 

reciprocal relationship in which monthly proactive coping could decrease future job insecurity  



4

A Cyclic Model of Proactive Coping with Job Insecurity   |   95 
 

 

 
 

Figure 4.3 

Identified Model for Proactive Coping with Job Insecurity 

 

Note. N = 739 observations (within clusters of 214 persons). Black arrows indicate found relationships, grey 
indented arrows indicate relationships that need further investigation.  
* p < .05, ** p < 0.01 (two-tailed). 

through the accumulation of career resources, while, in turn, the experience of job insecurity could 

decrease workers’ ability to engage in proactive coping during the month thereafter through 

increases in psychological strain. To explore how this cycle can be broken, we investigated the 

moderating roles of self-compassion (Neff & Vonk, 2009) and recovery (Sonnentag & Fritz, 

2007). The results from the multi-level path analyses support our cyclical model in that prior 

proactive coping was negatively related to current job insecurity via the accumulation of career 

resources. However, no support was found for the predicted negative relationship between current 

job insecurity and subsequent proactive coping. Additionally, we found a cross-level interaction 

of self-compassion and job insecurity on psychological strain and a direct relationship between 

recovery and proactive coping. Figure 4.3 provides an overview of the main findings and the 

relationships that are in need of further investigation.   
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Figure 4.4 

Cross-level Interaction at the 90% Confidence Level Between Self-compassion and Job 
Insecurity on Psychological Strain 
 

 

Note. N = 739 observations (within clusters of 214 persons). 

Theoretical Implications 

 Our results have four main theoretical implications. First, our findings uncover the within-

person process of how proactive coping may relate to decreased job insecurity through the pivotal 

role of accumulation of career resources. Not only do the results support the hypothesis that career 

resources mediate the relationship between proactive coping and subsequent job insecurity, they 

also indicate that career resources directly relate to subsequent amounts of psychological strain. 

This is in line with proactive coping theory, which states that resources can both mitigate potential 

stressors themselves and the impact of those potential stressors (Aspinwall & Taylor, 1997).  

Second, our results inform us about the possible time path of such resource accumulation. 

Whereas Langerak and colleagues (2022) did not find a relationship between proactive coping and 

later job insecurity within a week, both the current research and the research from El Khawli and 



4

A Cyclic Model of Proactive Coping with Job Insecurity   |   97 
 

 

 
 

colleagues (2022) indicate that proactive coping can mitigate later job insecurity over the course 

of a month. This echoes the idea that proactive coping creates positive outcomes only in the 

(relatively) long term, since proactive coping may first consume resources before it results in a 

gain of new resources (Cangiano et al., 2021; Giunchi et al., 2019; Stiglbauer & Batinic, 2015).   

 Third, our findings provide preliminary insight into the relationship between recovery and 

proactive coping. That is, we found that in months where self-employed workers had more 

recovery experiences (e.g., spending time not thinking about work or feeling in control of 

situations outside of work; Sonnentag & Fritz, 2007), they also engaged in more proactive coping. 

However, considering the relatively scarce knowledge of the relation between recovery and coping 

(Sawhney et al., 2018), these results may imply multiple things. A first interpretation is that 

recovery can, albeit not as a moderator, indeed function as a direct replacement of lost personal 

resources as we hypothesized (Hobfoll et al., 2018). As such, recovery may replenish resources 

and subsequently foster workers’ ability to engage proactive coping. However, since our results 

showed that psychological strain did not thwart the amount of proactive coping, recovery may not 

replace vitality as we expected, but other valuable resources that have yet to be investigated by 

future researchers (e.g., career optimism; Eva et al., 2020). It is also conceivable that recovery can 

function as an indirect investment: from this perspective, recovery would not replace lost 

resources, but may help to compensate for the loss of other resources.  

  A second possibility, as hypothesized by Sonnentag and Fritz (2007), can be that proactive 

coping − as a coping type that is aimed at solving (potential) problems − may result in more 

recovery, as our model included recovery data with proactive coping data from the same time wave 

(see Figure 4.2). For example, because it is easier to detach and relax after a problem has been 

solved. Thirdly, it may be that both proactive coping and recovery have a common predictor. For 

example, both may be predicted by the amount of work pressure or home demands. However, 

because recovery and proactive coping show a positive relationship at the within-person level 

while controlling for prior proactive coping, but do not show a relationship at the between-person 

level (see Table 4.1), we deem the first proposition most likely: Recovery can stimulate proactive 

coping through replacing personal resources or through offsetting the impact of resource loss. 

More longitudinal research is required to further uncover the relationships between recovery, 

resources, and proactive coping.  
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  A fourth implication of our findings points towards the situational dependency of loss 

cycles and calls for more research into the potentially paralyzing effect of psychological strain 

among workers low in resources. Following conservation of resources theory, we expected that 

job insecurity would indirectly obstruct workers’ ability to engage in proactive coping because of 

personal resource depletion, which we approximated with a measure of psychological strain. 

However, while job insecurity indeed heightened psychological strain, this psychological strain 

was unrelated to the amount of subsequent proactive coping. We see two viable explanations. First, 

our sample of self-employed workers may have routinized proactive behavior because of the nature 

of their work. Routinization occurs through the repetition of behaviors and makes behaviors go 

more automatically and less consuming of cognitive resources (Ohly et al., 2006). Self-employed 

generally need to be proactive for the acquisition and execution of work, which may have created 

proactive habits. As such, they may require fewer resources to engage in proactivity and are thus 

less inhibited by personal resource depletion. Second, since our sample possessed a relatively high 

amount of career resources (M = 5.27) and low amount of psychological strain (M = 2.07), they 

may have been better prepared to offset resource loss (Hobfoll et al., 2018). Indeed, prior research 

confirms conservation of resources theory’s assertion that workers who possess more resources 

are less vulnerable to resource loss in the form of job insecurity (e.g., De Cuyper et al., 2012; 

Langerak et al., 2022). As such, while we did not find a relationship between psychological strain 

and proactive coping in the current study, we cannot rule out the existence of such loss cycles for 

workers who have not routinized proactive behavior or possess fewer resources.  

Limitations and Future Research Directions 
 Our study has some limitations that should be taken into account. First, while our study 

sample involves self-employed workers with varying education levels and from various sectors 

and ages, the relatively high amount of career resources may raise questions about generalizability 

of the findings to other types of non-standard employees. Apparently, our sample had a fairly good 

idea of their career prospects, development opportunities, and how to engage their network (M = 

5.27). Non-standard work, in contrast, is often associated with precarity: possessing low 

employability combined with high financial difficulties (Urbanaviciute et al., 2020). However, in 

the Netherlands, there are at least seven types of non-standard work arrangements (e.g., payrolling, 

0-hour contracts, secondments, etc.) and none of these are inherently indicative of low 

employability combined with high financial difficulties. Whether workers experience precarity 
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depends on more than the work arrangement alone (e.g., debts, home situation, etc.). Therefore, 

we do not expect to find different results for self-employed workers than for other non-standard 

workers. However, we do expect different results for non-standard workers with relatively low 

career resources, as this may initiate the hypothesized loss cycle (Hobfoll et al., 2018). As such, 

repeated-measures research among precarious workers can reveal whether this is indeed the case 

and provide insight into how such loss cycles may be broken.  

Second, our results could not provide clear evidence regarding the role of self-compassion 

in the relationship between job insecurity and psychological strain, as it did not show a significant 

cross-level moderation effect at the 95% confidence level. However, if self-compassion does 

indeed mitigate the positive relationship between job insecurity and psychological strain, this may 

provide a new research direction that can promote well-being among workers, since adopting a 

self-compassionate mindset can be trained (e.g., Kreemers et al., 2018; Kreemers et al., 2020). Our 

expectation remains that self-compassion may function as an indirect investment of personal 

resources (Hobfoll et al., 2018), which implies that self-compassion may compensate for resource 

loss caused by job insecurity. Next to self-compassion, we deem it likely that other trainable 

constructs, such as psychological capital, can function as an indirect investment of resources 

(Darvishmotevalia & Ali, 2020). Therefore, we encourage future researchers to further investigate 

with longitudinal designs if and how self-compassion and other trainable constructs can be applied 

to soften the job insecurity experience. 

 Third, while our results show that non-standard workers can use proactive coping to 

increase their career resources and consequently decrease job insecurity, we ask readers to stay 

mindful of contextual factors and not place full responsibility of realizing job security at the level 

of individual. Despite the positive news that workers could still assert influence on their career 

experience during the extreme external influence of the pandemic, various studies point towards 

changes in the context that may be required to further minimize job insecurity (Akkermans et al., 

2018; Forrier et al., 2018). Relatedly, we concur with Bazzoli and Probst (2022b) in that we as a 

discipline should take caution to not reduce job insecurity to an entirely individual cognitive 

process and ignore power relations and structures that create the detrimental conditions job 

insecurity generally stems from.   
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Practical Implications 
Our research provides valuable insight into how non-standard workers can manage their 

experience of job insecurity. That is, our results show that career resources (e.g., having a career 

plan, having a network that is aware of your ambitions) help to decrease job insecurity and that 

non-standard workers are able to build these resources through engagement in proactive coping. 

Since initiating proactive coping costs personal resources (e.g., energy, mental capacity), 

prolonged proactive coping can be stimulated by making it a habit (routinization makes coping 

less resource consuming; Ohly et al., 2006) or by creating enough space to recover (recovery 

regenerates resources; Sonnentag et al., 2022). We recommend some proactive coping for 

prolonged periods of time, rather than sudden increases in proactive coping when faced with 

stressful events, because increases in proactive coping relate to increased burnout symptoms in the 

form of exhaustion (Zacher et al., 2019), while the career resources created with proactive coping 

may take months, rather than weeks, of proactive coping to establish themselves. While non-

standard workers already high in career resources appear to be able to initiate and sustain proactive 

coping by their own means, we suspect that more precarious workers may require additional 

resources provided by employers or public organizations to enable proactivity.  

Conclusion 
Our study showed that monthly proactive coping can minimize later job insecurity among 

non-standard workers through the accumulation of career resources, and signals that recovery may 

stimulate this process. We did not find the expected reversed relationship between current job 

insecurity and later proactive coping, but encourage researchers to further unpack this relationship 

among precarious workers to guard against potential loss cycles. 
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Appendix 4A 

Measure items 
 

Items of the Proactive Coping Measure (Strauss et al., 2012; Bindl et al., 2012) 
Item 
Please indicate below, how often have you in the past month… 

Coping type 

1. … been planning what you want to do in the next few years of your career? Career planning 
2. … been thinking ahead to the next few years to plan what you want to do for your career? Career planning 
3. … engaged in career path planning? Career planning 
4. … thought about different scenarios for your career? Scenario thinking 
5. … viewed your work situation from different angles? Scenario thinking 
6. … gone through different scenarios in your head about how to best obtain career-related 
information and feedback? 

Scenario thinking 

7. … asked your network for advice about additional training or experience you need in order 
to improve your future work prospects? 

Career consultation 

8. … spoken to someone in your network about what training or work assignments you need, 
to develop skills that will help your future work chances? 

Career consultation 

9. … made your network aware of your work aspirations and goals? Career consultation 
10. … been building and/or maintaining a social network, in order to obtain information 
about your work and what is expected of you? 

Networking 

11. … been building and/or maintaining a social network that can help or advise you with 
your career? 

Networking 

12. … been building and/or maintaining a network that you can ask for support in your 
career? 

Networking 

13. … developed skills which may not be needed so much now, but may be  helpful in the 
future? 

Skill development 

14. … gained experience in a variety of areas to increase your knowledge and skills? Skill development 
15. … developed knowledge and skills in tasks critical to your future work life? Skill development 

Note: Respondents answered on 7-point scales, ranging from “(almost) never” to “(almost) always”. 

 Self-developed items of the Resources Measure based on the Proactive Coping Measure 

 
Note: Respondents answered on 7-point scales, ranging from “strongly disagree” to “strongly agree”. 

Item Resource type 
1. I have a clear picture of how I want to organize my career the coming years. Career plan 
2. I know what steps I want to take for my career the coming years. Career plan 
3. I have career plan. Career plan 
4. I have a clear picture of possible scenarios in my career. Career insight 
5. I have a complete picture of my current work situation. Career insight 
6. I know the best ways to gain information that helps me with my career. Career insight 
7. I know which skills or work experience I need for a successful career. Career knowledge 
8. I know what training or assignments I can do to improve my career prospects Career knowledge 
9. My network knows about my ambitions and career goals. Career knowledge 
10. I have a network that can provide information about my work and what is asked of me. Social network 
11. I have a network that is able to help or advise me during my career. Social network 
12. I have a network I can ask for support during my career. Social network 
13. I possess skills that may help me in the future. Career skills  
14. I possess knowledge and skills in different areas. Career skills 
15. I possess essential knowledge and skills for work related tasks in the future. Career skills 
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Items of the Job Insecurity Measure 
Adapted from Langerak et al. (2022) 

Item 
1. Chances are, the demand for my product or service drops. 
2. I am sure my product or service will stay in demand. * 
3. I think the demand for my product or service may drop in the near future. 
4. I am worried that the demand for my product or service will drop before I would like to. 
5. I feel uneasy about a decreased demand for my product or service in the near future. 
6.  I feel insecure about whether the demand for my product or service will continue to exist. 
7. My future career possibilities are favorable. * 
8. My income development is promising * 
9. I am convinced that this work can provide me with stimulating job content (in the future). * 
10. I feel worried about my career development. 
11. I worry about my future income. 
12. I worry about getting less stimulating work tasks in the future. 
13. I feel insecure about what my work will look like in the future. 

Note: * signals the item was reverse-coded. Respondents answered on 7-point scales, ranging from “strongly 
disagree” to “strongly agree”. 

 

 

 
Items of the Psychological Strain Measure (Kalliath et al., 2004) 

 
Note: * signals the item was reverse-coded. Respondents answered on 7-point scales, ranging from “strongly 
disagree” to “strongly agree”. 

 
  

Item 
1. I feel capable of making decisions about things. * 
2. I enjoy my normal day-to-day activities. * 
3. I am able to face up to problems. * 
4. All things considered, I feel reasonably happy. * 
5. I feel I cannot overcome my difficulties 
6. I feel unhappy and depressed. 
7. I lost confidence in myself 
8. I think of myself as a worthless person. 
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Items of the Self-Compassion Scale (Neff & Vonk, 2009)  

 
Note: * signals the item was reverse-coded. Respondents answered on 7-point scales, ranging from “strongly 
disagree” to “strongly agree”. 

  

Item 
1. When something painful happens I tend to blow the incident out of proportion. * 
2. When I think about my inadequacies it tends to make me feel more separate and cut off from the rest of the 
world. * 
3. When I’m down and out, I remind myself that there are lots of other people in the world feeling like I am. 
4. When things are going badly for me, I see the difficulties as part of life that everyone goes through. 
5. I’m tolerant of my own flaws and inadequacies. 
6. When I fail at something important to me I become consumed by feelings of inadequacy. * 
7. I try to be understanding and patient towards those aspects of my personality I don’t like. 
8. When something painful happens I try to take a balanced view of the situation. 
9. When I’m feeling down I tend to feel like most other people are probably happier than I am.* 
10. When something upsets me I get carried away with my feelings. * 
11. When I’m going through a very hard time, I give myself the caring and tenderness I need. 
12. I try to see my failings as part of the human condition. 
13.  I’m kind to myself when I’m experiencing suffering. 
14. When something upsets me I try to keep my emotions in balance. 
15. When I’m really struggling I tend to feel like other people must be having an easier time of it. * 
16. When I see aspects of myself that I don’t like, I get down on myself. * 
17. When I fail at something that’s important to me I tend to feel alone in my failure. * 
18. When I’m feeling down I tend to obsess and fixate on everything that’s wrong. * 
19. When I feel inadequate in some way, I try to remind myself that feelings of inadequacy are shared by most 
people. 
20. When times are really difficult, I tend to be tough on myself. * 
21. I’m disapproving and judgmental about my own flaws and inadequacies. * 
22. When I’m feeling down I try to approach my feelings with curiosity and openness. 
23. I’m intolerant and impatient towards those aspects of my personality I don’t like. * 
24. When I fail at something important to me I try to keep things in perspective. 
25. I try to be loving towards myself when I’m feeling emotional pain. 
26. I can be a bit cold-hearted towards myself when I’m experiencing suffering. * 
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Items of the Recovery Experience Questionnaire (Sonnentag & Fritz, 2007) 

 
Note: Respondents answered on 7-point scales, ranging from “(almost) never” to “(almost) always”. 

Item 
Please indicate below, how often have you in the past month in your leisure time... 
1. ... not thought about your work or work situation at all?  
2. … forgotten about your work or work situation? 
3.  … distanced yourself from your work or work situation? 
4. … experienced a break from the demands of your work or work situation? 
5. … kicked back and relaxed? 
6. … done relaxing things? 
7. … used the time to relax? 
8. … taken the time for leisure? 
9. … learned new things? 
10. … sought out intellectual challenges? 
11. … done things that challenged you? 
12. … done something to broaden your horizons? 
13. … felt like you could decide for yourself what to do? 
14.  … decided your own schedule? 
15.  … determined for yourself how you spend your time? 
16. … taken care of things the way you wanted them done? 



       
 

  

 

Chapter 5 

 

Planning Against Qualitative Job Insecurity: 

Testing Two Online Interventions 

 
Abstract 
Many contemporary workers experience job insecurity, which has negative consequences for their 
well-being. Because societal, organizational, and technological changes do not always imply 
potential job loss, especially qualitative job insecurity (i.e., worries about maintaining valued job 
features) is prevalent among workers. Therefore, we investigate whether proactive coping in the 
form of career planning can lower workers’ qualitative job insecurity. Building upon the 
ambidexterity literature and career development literature, we develop and test a goal-oriented 
(exploitation) and option-oriented (exploration) career planning intervention in two online 
experiments with a control group (NS1 = 256, NS2 = 212). We test the hypotheses that the 
exploitation intervention results in less qualitative job insecurity through increased goal awareness, 
and that the exploration intervention results in less qualitative job insecurity through increased 
option awareness. We further expect that workers’ career path commitment and perceived labor 
market demand moderate these indirect relationships. The Study 1 findings indicate that both the 
exploitation intervention and the exploration intervention can lower qualitative job insecurity via 
increased goal/option awareness respectively, regardless of workers’ career path commitment or 
perceived labor market demand. For exploration, engaging with the intentions formulated during 
the intervention was a prerequisite for this effect. In Study 2, however, these results were not 
replicated. We expect that the timing of data collection (i.e., during COVID-19 induced lockdowns 
vs. during labor market shortage 2.5 years later) may explain these differing findings. We discuss 
possibilities to further improve career planning interventions, such as developing a hybrid career 
planning intervention which combines activities aimed at exploitation and exploration. 

 

This chapter is based on: Langerak, J. B., Koen, J., Van Hooft, E. A. J., & Parker, S. K. 
(manuscript in preparation). Planning against qualitative job insecurity: Testing two online 
interventions.   
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The past century has shown a shift in how careers unfold during the lifespan. Whereas 

careers used to form a linear trajectory in which progression was indicated by upward mobility 

within the same organization, careers are now often characterized by flexibility, more frequent job 

transitions, and a search for meaningful work (Hall & Rousseau, 2001; Hall, 2004). As a 

consequence, contemporary workers more often experience insecurity about their jobs for 

prolonged periods of time (Benz & Frey, 2008; Wu et al., 2020). In addition, digitalization, 

globalization, and artificial intelligence have changed the way we work. As such, workers do not 

only worry about potential job loss (i.e., quantitative job insecurity), but also about the potential 

of losing valued job features, such as stimulating job content and career opportunities (i.e., 

qualitative job insecurity; De Witte et al., 2010). Previous research showed that both quantitative 

job insecurity and qualitative job insecurity is problematic for workers’ well-being (Cheng & 

Chan, 2008; Jiang & Lavaysse, 2018; Langerak et al., 2022b; Sverke et al., 2002, 2019; Vander 

Elst et al., 2014). However, because qualitative job insecurity is more prevalent than quantitative 

job insecurity (Urbanaviciute et al., 2021), it is imperative to focus on how workers can lower their 

experience of qualitative job insecurity while navigating their careers (De Witte, 2005; Lee et al., 

2018; Shoss, 2017; Sverke et al., 2002). 

One promising way to minimize qualitative job insecurity among contemporary workers 

lies in proactive coping: efforts undertaken in advance to manage, modify, or prevent a potential 

stressor (Aspinwall & Taylor, 1997). Examples of such proactive coping in the context of careers 

are career self-management (Hirschi & Koen, 2021), job crafting (Tims et al., 2012), and proactive 

career behavior (Strauss et al., 2012). While prior research has shown that proactive coping can 

mitigate workers' future experience of quantitative job insecurity (Koen & Parker, 2020), empirical 

evidence on the relation between proactive coping and qualitative job insecurity is scarce. Yet, 

because qualitative job insecurity forms a stressor that poses a threat to workers’ valued job 

features, it may just as well be mitigated by proactive coping. For example, one may initiate a 

conversation with one’s supervisor about how to maintain valued job features despite ongoing 

technological advances. One important caveat, however, is that prior research on proactive coping 

and job insecurity has remained correlational, prohibiting causal conclusions (Bazzoli & Probst, 

2022). This implies that the associations between proactive coping and job insecurity − whether 

that be quantitative or qualitative − could be in the opposite direction (i.e., the experience of job 

insecurity may prohibit workers to engage in proactive coping; Koen & van Bezouw, 2022) or that 
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a third factor may cause both variables (e.g., trait neuroticism may hinder proactivity and foster 

job insecurity; Langerak et al., 2022a). Our first goal is therefore to advance previous research by 

examining the causal relationship between proactive coping and qualitative job insecurity. 

 In addition, our research serves the second goal of developing an evidence-based 

intervention that can stimulate proactive coping among contemporary workers. To achieve this, 

we integrate the career development literature (e.g., Bandura; 1991; Ibarra, 2004) with the 

ambidexterity literature (Almahendra & Ambos, 2015). The ambidexterity literature describes the 

importance of the extension of existing knowledge (i.e., exploitation) as well as the pursuit of new 

knowledge (i.e., exploration). Specifically, we develop and test two online proactive coping 

interventions aimed at career planning against a control group: one goal-oriented career planning 

intervention based on exploitation and one option-oriented career planning intervention based on 

exploration. Career planning is a vital part of proactive coping that is often considered a 

requirement to initiate any other forms of proactivity (Parker et al., 2010). We expect that both 

interventions can decrease qualitative job insecurity, but through different mechanisms: goal 

awareness and option awareness, respectively. Figure 5.1 presents an overview of our research 

models and hypotheses. 

Figure 5.1 

An Overview of our Research Models and Hypotheses 
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With its focus, this study makes four contributions. First, by using an experimental control-

group design, our study has the potential to unfold the causal relationship between proactive coping 

and qualitative job insecurity. This strengthens and extends prior studies with insight into how 

career planning can function as a proactive means against job insecurity. Second, through 

combining career development literature with ambidexterity literature, we broaden our 

understanding of the interplay of career planning and worker’s career situation. Rather than 

suggesting that career planning has no or adverse effects on job insecurity during “uncontrollable” 

contexts (El Khawli, 2022; Langerak, 2022), we investigate the possibility that it is the match 

between the type of career planning (goal-oriented vs. option-oriented) and the context (career 

path commitment and labor market demand) that determines the effect of proactive coping on job 

insecurity. Third, by investigating qualitative rather than quantitative job insecurity, we add to the 

relative scarcity of literature targeting coping with insecurity about valued job features. Lastly, by 

testing the two online career planning interventions among workers in a real-life setting, our 

research can provide easily accessible and dispersible trainings that can be applied in practice to 

reduce feelings of job insecurity.  

Career Planning as Proactive Coping 
 Proactive coping refers to all efforts undertaken in advance to manage, modify, or prevent 

a potential stressor (Aspinwall & Taylor, 1997). Proactive coping may increase various resources 

that can help at a later time during potential setbacks (El Khawli et al., 2022; Parker et al., 2010). 

Career planning can function as proactive coping through creating cognitive resources such as a 

plan and a focus on the future. For example, career planning can be used to anticipate technological 

advances that will affect one’s work, providing workers with a plan to maintain their desired job 

features. We consequently expect that an intervention that stimulates career planning – regardless 

of which type – has the potential to decrease qualitative job insecurity. 

Exploitation and Exploration in Careers 
While career planning is considered important for career success (e.g., Koen et al., 2012; 

Ng et al., 2005; Spurk et al., 2015), actual career trajectories may not always follow the steps 

delineated in a career plan. In fact, qualitative studies describe how careers often do not unfold 

according to a plan and how individuals often end up in positions they had not anticipated 

beforehand (Ibarra, 2004; Koen et al., 2016; Markus & Nurius, 1986). Especially since 
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contemporary careers have become more flexible and unpredictable, it may be important to not 

only focus on strengthening skills and knowledge needed to achieve the current career goal, but 

also to prepare for potentially unexpected events in one’s future career. In the ambidexterity 

literature, coping with such dynamic yet demanding environments is realized through engaging in 

exploitation activities (i.e., development of existing knowledge, improving existing features, low 

risk actions) and exploration activities (i.e., pursuit of new knowledge, experimenting, risk-taking) 

(see Almahendra & Ambos, 2015, for a review). Drawing the parallel with the dynamic and 

demanding career contexts that contemporary workers find themselves in, workers may benefit 

from using exploitation and exploration activities to plan their careers in a similar way. As such, 

we have developed a career planning intervention based on exploitation that draws upon traditional 

goal-setting theories (e.g., self-regulation theory, Bandura, 1991; goal-setting theory, Locke & 

Latham, 1990; expectancy theory, Vroom, 1964) and a career planning intervention based on 

exploration that draws upon possible selves theories (Markus & Nurius, 1986; Ibarra, 2004).  

To develop the two career planning interventions and examine their effects on individuals’ 

qualitative job insecurity, we have reviewed the career development literature to determine which 

processes align with the constructs of exploitation and exploration. We found that career planning 

generally consists of behaviors that resemble exploitation activities. That is, the majority of the 

career development literature is grounded in theories that suggest that careers are shaped through 

a goal-directed process (self-regulation theory, Bandura, 1991; goal-setting theory, Locke & 

Latham, 1990; expectancy theory, Vroom, 1964). Within this stream of literature, the goals that 

workers pursue are based mostly on one’s current environment and self-image and are relatively 

low-risk (Jiang et al., 2019). Workers may formulate desired career goals and devise strategies to 

reach these career goals (goal generation), after which they take corresponding actions to move 

towards these desired career goals (goal striving). In doing so, workers attempt to decrease 

discrepancies between the current reality and the desired state. 

While less prevalent within the career development literature, there are also studies on 

career planning behaviors that resemble exploration activities, most notably found in possible 

selves theories. Within this stream of literature, career planning towards a set goal based on the 

current environment and self-image is undesirable. It is assumed that workers discover their best 

career options through back-and-forth learning processes (Ibarra, 2004). In fact, rather than 

working towards a goal, possible selves theories assert that individuals create various images about 
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their working selves (identity narratives), including images about the future (future selves). These 

future selves can be identities one hopes to become, thinks to become, or even fears to become 

(Markus & Nurius, 1986). The more vivid the images of desired future selves are, the stronger 

such motivation towards or away from those selves becomes. As such, workers should not thrive 

to achieve one goal or desired self, but will rather be guided into a certain direction through the 

existence of multiple possibilities and the process of trying out different roles. Below we explain 

the exploitation planning intervention and the exploration intervention that we have developed 

based on the described career planning theories above, and the mechanisms through which we 

expect that these interventions may affect qualitative job insecurity. 

Exploitation Intervention 
  The exploitation intervention involves making a career plan and formulating actions to 

realize this plan (based on Koen et al.’s career adaptability intervention, 2012), which is in line 

with traditional career development literature based on goal-oriented motivation theories (e.g., 

goal-setting theory, Locke & Latham, 1990). Specifically, participants are asked to formulate one 

attainable, positive, and specific career goal that they want to achieve in the next ten years. Next, 

they are presented an example of a career plan following an arrow structure that involves the main 

goal and six sub-goals, and are instructed to make their own career plan following the arrow 

structure. After making this career plan, participants are asked to write down six actions they plan 

to initiate in the next two weeks to work towards their sub-goals. The intervention takes 

approximately ten to fifteen minutes and participants receive an overview of their answers for 

future reference. The complete intervention can be found in Appendix 5A.  

  We expect that this intervention increases workers’ awareness of career goals, which 

consequently lowers their qualitative job insecurity. Having a main goal to work towards provides 

workers with an image of what their future desired job may look like (i.e., what job features they 

value and wish to attain) and having sub-goals provides workers a clear path towards realizing this 

main goal. As such, workers may worry less about potentially losing valued job features such as 

salary, career opportunities, and stimulating job content because they feel they are actively 

working on creating their desired work situation (Locke & Latham, 1990).  

Hypothesis 1a: Workers in the exploitation intervention group experience less qualitative 

job insecurity than workers in the control group through increased goal awareness. 
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Exploration Intervention 
  The exploration intervention involves writing about multiple future selves and formulating 

actions to gather information about these future selves, which is in line with possible selves 

theories (Markus & Nurius, 1986; Ibarra, 2004). Participants receive an explanation of what a 

future work self is by means of an example, after which they are asked to imagine and write down 

three possible and positive future work selves of their own (cf. Strauss et al., 2012; yet we ask for 

multiple selves instead of one). Next, for each possible future work self, participants are instructed 

to write down what they may need, in terms of materials, skills, or abilities, to become these 

possible selves. After writing down the three possible future work selves and associated needs, 

participants are asked to write down six actions they plan to initiate in the next two weeks that 

would help discover these possible selves. The intervention takes approximately ten to fifteen 

minutes and participants receive an overview of their answers for future reference. The complete 

intervention can be found in Appendix 5B. 

We expect that this exploration intervention increases workers’ awareness of career 

options, which consequently lowers their qualitative job insecurity. Writing about positive future 

selves shows workers there are multiple ways through which they can achieve the job features they 

desire. As such, workers may be less worried about losing such features: If one option becomes 

threatened, they may choose to pursue another option in line with their values and interests (Ibarra, 

2004). 

Hypothesis 2a: Workers in the exploration intervention group experience less qualitative 

job insecurity than workers in the control group through increased option awareness.  

Matching Interventions with Individual Careers 
  While career planning generally consists of behaviors that resemble exploitation, prior 

research points towards the possibility that this one type of career planning may not be suited for 

all career situations. That is, exploitation-based career planning is generally related to positive 

career outcomes such as higher career satisfaction and lower career insecurity (Alisic & Wiese, 

2020; Ng et al., 2005), but research conducted during the COVID-19 pandemic showed opposite 

effects: exploitation-based career planning related to increased, rather than decreased, feelings of 

job insecurity (Langerak et al., 2022b). Possibly, exploration rather than exploitation is warranted 

in challenging situations. Put differently, exploring options may be a better choice when goals 
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become fragile due to obstacles that are encountered in achieving those goals (Lent, 2013). We 

propose that both exploitation-based career planning and exploration-based career planning can be 

beneficial for workers, as long as they are used under the right conditions. To further examine 

what these conditions exactly entail, we investigate two career conditions that may influence the 

effectiveness of the career planning interventions: career path commitment (Study 1) and 

perceived labor market demand (Study 2).  

Career Path Commitment. Individuals who have found a job that fits their preferences 

and want to pursue that line of work may particularly benefit from the exploitation intervention, 

to further strengthen their goal awareness and subsequently lower qualitative job security. Through 

the outlined exploitation activities (i.e., formulating goals and sub-goals), we expect workers high 

in career path commitment to become more aware of the career goals they aim to pursue. However, 

we expect that early career workers or workers with a less outlined career path may not be ready 

to limit oneself to such goals because they first want to consider their options. The same may be 

the case for individuals who already have a longer work record, but are unhappy with their current 

workplace (Ibarra & Otilia, 2016). As such, we expect that workers low in career path commitment 

will not experience an increase in goal awareness by doing the exploitation intervention. As they 

are less committed to a career path, they may have trouble identifying what their goals are. Such 

workers who are less committed to a career path, may particularly benefit from the exploration 

intervention, to further strengthen their option awareness and subsequently lower qualitative job 

insecurity. These workers are not limited by pursuing a singular career goal and are thus possibly 

more open to experiment and consider new possibilities. As such, whereas workers high in career 

path commitment may have trouble imagining more than one future work self, workers low in 

career path commitment may more easily imagine these and consequently become more aware of 

their career opportunities.  

Hypothesis 1b: The negative indirect relationship between the exploitation intervention  

and qualitative job insecurity via goal awareness, is stronger (weaker) for workers high 

(low) in career path commitment, because of a relatively large (small) increase of goal 

awareness. 
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Hypothesis 2b: The negative indirect relationship between exploration intervention and  

qualitative job insecurity via option awareness, is stronger (weaker) for workers low 

(high) in career path commitment, because of a relatively large (small) increase of option 

awareness. 

Perceived Labor Market Demand. We expect that the increased goal awareness, stemming from 

the exploitation intervention, can only lower qualitative job insecurity when there is sufficient 

demand for one’s work in order to realize such goals. When this is not the case, the combination 

of increased goal awareness and low perceived labor market demand may exacerbate the 

experience of qualitative job insecurity. In contrast, we expect that the increased option awareness 

stemming from the exploration intervention can lower qualitative job insecurity when there is 

insufficient demand for one’s current line of work. That is, workers may benefit the most from 

increased option awareness when scarcity of work in the current field pushes workers to consider 

pursuing such options. When such scarcity is absent, workers may know options but not really 

engage with them, which subsequently may not influence levels of job insecurity.  

Hypothesis 1c: The negative indirect relationship between the exploitation intervention 

and qualitative job insecurity via goal awareness, is stronger (weaker) for workers high 

(low) in perceived labor market demand, because this strengthens (weakens) the negative 

relationship between goal awareness and qualitative job insecurity. 

Hypothesis 2c: The negative indirect relationship between the exploration intervention 

and qualitative job insecurity via option awareness, is stronger (weaker) for workers low 

(high) in perceived labor market demand, because this strengthens (weakens) the negative 

relationship between option awareness and qualitative job insecurity. 

Study 1 
  The purpose of Study 1 was to examine if and how exploitation-based career planning and 

exploration-based career planning can lower qualitative job insecurity and whether this effect 

depends upon one’s career path commitment. To this end, we conducted an online intervention 

study in which we tested the indirect relationships between the exploitation and exploration 

interventions and qualitative job insecurity via goal/option awareness, and the potential 

moderating effect of career path commitment. As exploratory analyses, we investigated the role of 
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engaging with the intentions formulated during the interventions and whether found effects were 

still visible two and six weeks after the interventions took place. 

Procedure and Participants 
 As we were interested in assessing whether hypothesized effects sustained over time, the 

research design involved three measurement points. At Time 1, participants received an online 

questionnaire to assess demographics and career path commitment. Next, participants were 

randomly assigned into three groups to do the exploitation intervention, the exploration 

intervention, or no intervention (control group). Following the intervention, participants completed 

measures for goal awareness, option awareness, and qualitative job insecurity. At Time 2, two 

weeks after the intervention, respondents again completed measures for goal awareness, option 

awareness, and qualitative job insecurity. In addition, respondents from the intervention groups 

were asked about their engagement with the intentions they had written down as part of the 

intervention. At Time 3, six weeks after the intervention, participants again completed measures 

for goal awareness, option awareness, and qualitative job insecurity. 

  We used Gpower version 3.1.9.7 to conduct a power analysis for our research models 

(including two groups and one moderator) in which we aimed for 90% power to detect a medium 

effect size (f2 = 0.15) with an alpha level of 5%. The power analyses indicated we required 50 

participants per intervention group (critical F = 2.70), which implied we needed a total sample size 

of 150 participants. We anticipated a drop-out rate of 50% for completing all surveys (Time 1 – 

Time 3) and wanted to be on the safe side, so we aimed to recruit 250 respondents. To be eligible 

to participate, workers had to be fluent in Dutch and work at least 20 hours per week. We recruited 

participants8 in November and December 2021 in the Netherlands. We recruited 121 participants 

via the social networks of six research assistants and recruited 135 more via Prolific to amply reach 

our target amount. The Prolific sample was paid for participating and the other sample had a chance 

to win a museum pass. 

Out of the 352 participants who started the first survey, 289 participants completed it 

(82.2%). Of these, 33 participants were excluded, because they worked less than 20 hours per week 

in the past month or did not do the intervention correctly (i.e., skipped questions or did not finish 

 
8 The study was approved by the Ethics Review Board of the authors’ university (2021-WOP-13063). Participants 
were informed about the anonymity and confidentiality of the data and the voluntary nature of their participation, 
and provided their informed consent. 



5

 Testing Two Career Planning Interventions   |   115   
 

 
 

it), resulting in 256 usable responses (72.7%) at Time 1. Of these responses, 78 (30.5%) were from 

the exploitation group, 73 (28.5%) were from the exploration group, and 105 were from the control 

group (41.0%). The mean age was 35.2 years (SD = 11.7) and 50.8% was female. Regarding 

highest level of education, 8.6% finished high school, 13.7% finished vocational education, 44.9% 

had a bachelor’s degree, 31.3% had a master’s degree, and 1.6% had a doctorate degree. Regarding 

contract type, 62.5% had a permanent contract, 24.6% had a temporary contract, 5.1% had a 

flexible contract, and 7.8% were self-employed. The response rates for the follow-up surveys were 

as follows: Nexploitation T2 = 57 (73.1%), Nexploitation T3 = 53 (67.9%), N exploration T2 = 63 (86.3%), N 

exploration T3 = 50 (68.5%), Ncontrol T2 = 85 (81.0%), Ncontrol T3 = 71 (67.6%).    

Measures 
  The measures used a 7-point Likert scale ranging from “Strongly disagree” to “Strongly 

agree”, unless stated otherwise. All measures9 were administered at Time 1, Time 2 (two weeks 

later) and Time 3 (six weeks later), except for career path commitment, which was only measured 

pre-intervention. Full measurement scales can be found in Appendix 5C. 

  Career path commitment was measured with the four career identity items from the Career 

Commitment Measure (Carson & Bedeian, 1994). An example item is: “My line of work is an 

important part of who I am”. The Cronbach’s alpha was .92. 

  Awareness of career goals was measured with six items from Gould's (1979) career 

planning scale, which were translated to Dutch by Koen et al. (2010). An example item is: “My 

career objectives are clear”. The Cronbach’s alpha’s for Time 1, 2, and 3 were .86, .85, and .84. 

  Awareness of career options   was measured with five items from Germeijs and De 

Boeck’s (2003) career indecision scale, which were translated to Dutch by Van der Horst et al. 

(2017). We reverse-scored the responses to calculate awareness of career options instead of career 

indecision. An example item is: “I can list the alternatives for my career”. The Cronbach’s alpha’s 

for Time 1, 2, and 3 were .86, .84, and .84.

 
9 We also measured self-efficacy regarding the realization of goals and options, to explore whether this moderated 
the relationship between awareness of career goals/options and job insecurity. Self-efficacy did not have any 
influence. For clarity and because we did not hypothesize specific effects, we decided not to include self-efficacy in 
the current paper. 
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Figure 5.3 

Overview of the Study 1 and 2 Main Results Regarding the Exploitation Intervention  

 

Note. Solid lines represent hypothesized relationships.  
** p < 0.01, * p < 0.05, +  p < 0.10.   

 

Figure 5.4 

Overview of the Study 1 and 2 Main Results Regarding the Exploration Intervention  

 

Note. Solid lines represent hypothesized relationships.  
** p < 0.01, * p < 0.05, +  p < 0.10.    
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 Qualitative job insecurity was measured with four items from Langerak et al. (2022) that 

we rephrased from questions into statements (e.g., “I worry about getting less stimulating work 

tasks in the future”). These items reflect the affective component of qualitative job insecurity,  

i.e. the emotional reactions about the perceived threat to valued job features (Huang et al., 2010; 

Jiang & Lavayesse, 2018). The Cronbach’s alpha’s for Time 1, 2, and 3 were .88, .89, and .89.  

 Engaging with intentions was measured two weeks after the intervention, by asking 

respondents from the intervention groups to what extent they fulfilled the actions they had written 

down as part of the intervention (1 = no, 2 = a little, 3 = somewhat, 4 = mostly, 5 = yes). 

Results 
 Table 5.1 presents an overview of the means, standard deviations, and correlations of all 

Study 1 variables. Overviews of the results are presented in Figure 5.3 (regarding the exploitation 

intervention) and Figure 5.4 (regarding the exploration intervention). 

Prior to our main analyses, we conducted a Box’s M test that indicated that the relationships 

between the study variables of the two different datasets were not significantly different (Box’s M 

= 63.36, p = .28), supporting the decision to merge the datasets. We tested the expected indirect 

effects (Hypotheses 1a and 2a) and moderation effects (Hypotheses 1b and 2b) with Model 7 from 

PROCESS version 3.3 in SPSS (Hayes, 2017). To this purpose, we created dummy variables to 

compare the intervention groups with the control group and mean-centered all independent 

variables.  

Hypotheses Testing Exploitation Intervention (H1a, H1b, H1c) 

  Hypothesis 1a stated that workers in the exploitation group experience less qualitative job 

insecurity than workers in the control group through increased goal awareness. Our results 

indicated that workers from the exploitation group indeed showed higher goal awareness than 

workers in the control group (b = 0.55, SE = 0.16, p < .01, 95% CI: [0.24, 0.85]), and that workers 

with higher goal awareness experienced less qualitative job insecurity (b = -0.56, SE = 0.08, p < 

.01, 95% CI: [-0.72, -0.39]). In addition, supporting Hypothesis 1a, we found a negative indirect 

relationship from exploitation to job insecurity via goal awareness (b = -0.31, SE = 0.09, p < .01, 

95% CI: [-0.50, -0.14]). Hypothesis 1b stated that the negative indirect relationship between 

exploitation and qualitative job insecurity via goal awareness would be stronger (weaker) for  
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Figure 5.5 
Interaction Between the Exploitation Intervention and Career Path Commitment (p = 0.06)  

 
Note. Ncontrol = 105, Nexploitation =  78. 

workers high (low) in career path commitment. We found no support for this hypothesis, as the 

results displayed a moderation effect of career path commitment in the opposite direction at the 

90% confidence level (see Figure 5.5; b = -0.22, SE = 0.12, p = .06, 90% CI: [-0.41, -0.02]): The 

exploitation intervention increased the goal awareness for workers with an average (b = 0.56, SE 

= 0.16, p < .01, 95% CI: [0.25, 0.86]) or low career path commitment (i.e., 1 SD below average; b 

= 0.85, SE = 0.22, p < .01, 95% CI: [0.41, 1.28]), but did not show a significant effect on goal 

awareness for participants highly committed to their career path (i.e., 1 SD above average; b = 

0.27, SE = 0.22, p = .22, 95% CI: [-0.17, 0.70]). Additionally, career path commitment had a 

positive direct relationship with goal awareness (b = 0.45, SE = 0.09, p < .01, 95% CI: [0.28, 

0.62]).  
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Hypotheses Testing Exploration Intervention (H2a, H2b, H2c) 

  Hypothesis 2a stated that workers in the exploration group experience less qualitative job 

insecurity than workers in the control group through increased option awareness. Contrary to our 

expectations, results showed no significant relationship between exploration and option awareness 

(b = 0.14, SE = 0.17, p = 0.41, 95% CI: [-0.19, 0.47]), although we did find a negative relationship 

between option awareness and qualitative job insecurity (b = -0.64, SE = 0.09, p < 0.01, 95% CI: 

[-0.81, -0.47]). Hypothesis 2b stated that the negative indirect relationship between exploration 

and qualitative job insecurity via option awareness would be stronger  

(weaker) for workers low (high) in career path commitment. The results indicated no such 

moderation effect of career path commitment (b = -0.00, SE = 0.14, p = 0.98, 95% CI: [-0.27,0.27]). 

We did find a positive direct relationship between career path commitment and option awareness 

(b = 0.25, SE = 0.09, p < .01, 95% CI: [0.07, 0.43]).  

Exploratory Analyses 

 The Role of Engaging with Intentions. To further investigate the lack of support for the 

exploration intervention, we explored whether engaging with the intentions formulated during the 

intervention, may be a prerequisite for the exploration intervention to have an effect. Since 

engaging with intentions could not be analyzed as a moderator between the intervention and option 

awareness, because the control group did not formulate intentions, we conducted our analyses 

using data from the exploration group only. Subsequently, we applied PROCESS Model 7 to test 

an adaptation of our research model in which we used engaging with intentions after the 

intervention as the independent variable and subsequent (T2) option awareness and job insecurity 

as dependent variables, while controlling for prior (T1) option awareness. We found that engaging 

with intentions resulted in more option awareness (b = 0.34, SE = 0.12, p < .01, 95% CI: [0.10, 

0.58]), regardless of career path commitment (b = -0.07, SE = 0.09, p = .46, 95% CI: [-0.24, 0.11]. 

We found no direct relationship between career path commitment and option awareness (b = 0.12, 

SE = 0.08, p = .16, 95% CI: [-0.05, 0.28]). Option awareness was negatively related to job 

insecurity (b = -0.50, SE = 0.18, p < .01, 95% CI: [-0.85, -0.14]). Overall, we found an indirect 

effect of engaging with intentions on job insecurity via option awareness, regardless of career path 

commitment strength (b = -0.17, SE = 0.10, p < .01, 95% CI: [-0.39, -0.01]). We found no direct 

effect of engaging with intentions on job insecurity (b = -0.09, SE = 0.16, p = .54, 95% CI: [-0.42, 

0.22]), which indicates the effect was fully mediated by option awareness. 
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For comprehensiveness, we also explored the role of engaging with intentions for the 

exploitation intervention. The results showed that engaging with intentions did not result in more 

goal awareness when controlling for prior goal awareness (b = 0.17, SE = 0.10, p = .09, 95% CI: 

[-0.02, 0.36]), regardless of career path commitment (b = 0.05, SE = 0.06, p = .41, 95% CI: [-0.07, 

0.17]). We did find a direct relationship between career path commitment and goal awareness (b 

= 0.14, SE = 0.06, p = .03, 95% CI: [0.01, 0.27]). In addition, goal awareness was unrelated to job 

insecurity when controlling for prior goal awareness (b = -0.38, SE = 0.23, p = .10, 95% CI: [-

0.83, 0.08]). Overall, we found no indirect relationship from engaging with intentions and job 

insecurity via goal awareness (b = -0.06, SE = 0.05, 95% CI: [-0.18, 0.03]). We also found no 

direct effect of engaging with intentions on job insecurity (b = 0.19, SE = 0.17, p = .26, 95% CI: 

[-0.15, 0.53]). These results indicate that participants’ goal awareness directly after the 

intervention was not altered by engaging with their formulated intentions, and that workers goal 

awareness at Time 2 did not add predictive value beyond the goal awareness measured directly 

after the intervention at Time 1.  

 Effects over Time. We explored whether the found effects of the interventions remained 

visible over time by using job insecurity measures at Time 2 and 3 as outcome variables instead 

of job insecurity measured at Time 1. Regarding the exploitation intervention, the results indicated 

that effects remained visible up till two and six weeks later, as we found indirect relationships 

between the intervention and later job insecurity via goal awareness (for T2 job insecurity: b = -

0.20, SE = 0.09, p < .01, 95% CI: [-0.38, -0.05]; for T3 job insecurity: b = -0.18, SE = 0.10, p < 

.01, 95% CI: [-0.40, -0.03]). As we only found an effect of the exploration intervention when 

participants actively engaged with their formulated intention, we tested the research model with 

active engagement with intentions measured at T2 as predictor, and found a significant indirect 

effect on T3 job insecurity via T2 option awareness (b = -0.24, SE = 0.13, p < .01, 95% CI: [-0.52, 

-0.02]). 

Discussion  
  Results showed that the exploitation intervention decreased qualitative job insecurity 

through increasing goal awareness, with effects still visible two and six weeks later. While we 

expected that this effect would be stronger for workers with a strong career path commitment, we 

found that the effect may be somewhat stronger for workers with a weak rather than strong career 

path commitment. Perhaps that workers with stronger career path commitment are already 
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relatively aware of their career goals without an intervention. Results further showed that the 

exploration intervention in itself was not sufficient to decrease qualitative job insecurity via 

increased option awareness. Rather, only workers who actively pursued the exploration intentions 

that they had formulated as part of the intervention experienced lower qualitative job insecurity. 

This effect was still visible six weeks after the intervention. Workers’ amount of career path 

commitment did not moderate this relationship.  

Study 2 
  The purpose of Study 2 was to examine whether and how exploitation-based career 

planning and exploration-based career planning can decrease qualitative job insecurity and 

whether this effect depends upon worker’s perceived labor market demand. To this end, we 

conducted another online intervention study in which we tested whether there were indirect 

relationships between the interventions and qualitative job insecurity via goal/option awareness 

and whether these were moderated by perceived labor market demand. As exploratory analyses, 

we investigated the role of engaging with the intentions formulated during the interventions and 

whether found effects were still visible two and six weeks after the interventions took place. 

Procedure and Participants 
  Based on the power analysis, we set the same target amount for participants as in Study 1 

(i.e., 250 participants) as we tested a similar research design. We recruited and paid participants 

via Prolific in May and June 2023 in the Netherlands and Flanders10. To be eligible to participate, 

workers had to be fluent in Dutch, work at least 20 hours per week and could not have participated 

in Study 1. The procedure of the online questionnaires, random assignment, and interventions was 

similar to the procedure of Study 1, with one exception: At Time 1 we also measured perceived 

labor market demand.  

Out of the 276 participants who started the first survey, 237 participants completed it 

(85.9%). Of these, 25 participants were excluded, because they worked less than 20 hours per week 

in the past month or did not do the intervention correctly (i.e., skipped questions or did not finish 

it), resulting in 212 usable responses (76.8%) at Time 1. Of these responses, 70 (33.0%) were from 

 
10 The study was approved by the Ethics Review Board of the authors’ university (FMG-3260_2023). Participants 
were informed about the anonymity and confidentiality of the data and the voluntary nature of their participation, 
and provided their informed consent. 
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the exploitation group, 62 (29.2%) from the exploration group, and 80 from the control group 

(37.7%). The mean age was 31.4 years (SD = 7.9) and 36.8% was female. Regarding highest level 

of education, 6.1% finished high school, 10.8% finished vocational education, 46.2% had a 

bachelor’s degree, 34.9% had a master’s degree, and 1.9% had a doctorate degree. Regarding 

contract type, 60.4% had a permanent contract, 24.1% had a temporary contract, 6.1% had a 

flexible contract, and 9.4% were self-employed. The response on the follow-up surveys was: 

Nexploitation T2 = 56 (80.0%), Nexploitation T3 = 52 (74.3%), Nexploration T2 = 51 (82.3%), Nexploration T3 = 46 

(74.2%), Ncontrol T2 = 70 (87.5%), Ncontrol T3 = 63 (78.8%). 

Measures 
 The measures used a 7-point Likert scale ranging from “Strongly disagree” to “Strongly 

agree”, unless stated otherwise. All measures were administered at Time 1, Time 2 (two weeks 

later) and Time 3 (six weeks later), except for perceived labor market demand, which was only 

measured pre-intervention. Full measurement scales can be found in Appendix 5C.   

 Perceived labor market demand was measured with four items from Wanberg et al. (2002). 

An example item is: “There are plenty of jobs open in my field or type of work”. The Cronbach’s 

alpha was .90. 

  Awareness of career goals was measured with the same measure as in Study 1.  

The Cronbach’s alpha’s for Time 1, 2, and 3 were .83, .84, and .81. 

  Awareness of career options was measured with the same measure as in Study 1.  

The Cronbach’s alpha’s for Time 1, 2, and 3 were .87, .86, and .88. 

  Qualitative job insecurity was measured with the same measure as in Study 1.  

The Cronbach’s alpha’s for Time 1, 2, and 3 were .84, .88, and .89. 

  Engaging with intentions was measured in the same manner as in Study 1.  

Results 
Table 5.2 presents an overview of the means, standard deviations, and correlations of all 

study variables. Overviews of the results are presented in Figure 5.3 (regarding the exploitation 

intervention) and Figure 5.4 (regarding the exploration intervention). We tested the expected 

indirect effects (Hypotheses 1a and 2a) and moderation effect (Hypotheses 1c and 2c) with Model 

14 from PROCESS version 3.3 in SPSS (Hayes, 2017). We created dummy variables to compare 

the intervention groups with the control group and mean-centered all independent variables. 
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Hypotheses Testing Exploitation Intervention (H1a, H1b, H1c) 

  Hypothesis 1a stated that workers in the exploitation group experience less qualitative job 

insecurity than workers in the control group, through increased goal awareness. Results indicated 

no difference in the amount of goal awareness between the exploitation group and control group 

(b = 0.03, SE = 0.18, p = .89, 95% CI: [-0.33, 0.38]), although we did find a negative relationship 

between goal awareness and qualitative job insecurity (b = -0.41, SE = 0.09, p < .01, 95% CI: 

[ -0.59, -0.23]. Hypothesis 1c stated that the negative indirect relationship between exploitation 

and qualitative job insecurity via goal awareness, would be stronger (weaker) for workers high 

(low) in perceived labor market demand. Results indicated no moderating effect of perceived labor 

market demand (b = 0.03, SE = 0.07, p = 0.17, 95% CI: [-0.11, 0.17]). We did, however, find a 

direct negative relationship between perceived labor market demand and qualitative job insecurity 

(b = -0.31, SE = 0.08, p < 0.01, 95% CI: [-0.47, -0.15]).  

Hypotheses Testing Exploration Intervention (H2a, H2b, H2c) 
  Hypothesis 2a stated that workers in the exploration group would experience less 

qualitative job insecurity than workers in the control group through increased option awareness. 

We found no differences in option awareness between the exploration and control group (b =  

-0.06, SE = 0.17, p = .74, 95% CI: [-0.40, 0.29]), although we did find a negative relationship 

between option awareness and qualitative job insecurity (b = -0.54, SE = 0.10, p < .01, 95% CI: 

[-0.75, -0.34]). Hypothesis 2c stated that the negative indirect relationship between exploration 

and qualitative job insecurity via option awareness, is stronger (weaker) for workers low (high) in 

perceived labor market demand. Results showed no moderating effect of perceived labor market 

demand (b = 0.08, SE = 0.07, p = .30, 95% CI: [-0.07, 0.22]). Notably, while we found a negative 

direct relationship between perceived labor market demand and qualitative job insecurity in the 

exploitation group, we did not find this relationship in the exploration group (b = 0.01, SE = 0.08, 

p = .93, 95% CI: [-0.15, 0.17]). 
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Exploratory Analyses 

The Role of Engaging with Intentions. Following the unexpected finding that 

exploitation did not increase goal awareness and exploration did not increase option awareness, 

we explored whether engaging with the intentions formulated during the interventions may be a 

prerequisite for such effects. Since engaging with intentions could not be analyzed as a moderator 

between the intervention and goal/option awareness, because the control group did not formulate 

intentions, we conducted a multiple regression using data from the intervention groups only. 

Subsequently, we applied PROCESS Model 14 to test an adaptation of our research model in which 

we used engaging with intentions after the intervention as the predictor and subsequent (T2) 

goal/option awareness as dependent variable, while controlling for prior (T1) goal/option 

awareness. We found no relationship between engagement with intentions and goal awareness (b 

= 0.06, SE = 0.08, p = .51, 95% CI: [-0.11, 0.23]) and no relationship between goal awareness and 

qualitative job insecurity (b = -0.30, SE = 0.20, p = .14, 95% CI: [-0.70, -0.22]), when controlling 

for prior goal awareness. We did find a direct relationship between engagement with intentions 

and qualitative job insecurity (b = -0.39, SE = 0.12, p < .01, 95% CI: [-0.64, -0.14]). The results 

indicated no moderation effect of perceived labor market demand (b = 0.14, SE = 0.09, p = .13, 

95% CI: [-0.04, 0.32]). We did find a direct negative relationship between perceived labor market 

demand and qualitative job insecurity (b = -0.46, SE = 0.10, p < .01, 95% CI: [-0.67, -0.25]). 

  For the exploration group, the results showed no relationship between engagement with 

intentions and option awareness (b = -0.09, SE = 0.14, p = 0.51, 95% CI: [-0.38, 0.19]), when 

controlling for prior option awareness. We also found no direct effect of engaging with intentions 

on job insecurity (b = -0.33, SE = 0.26, p = .20, 95% CI: [-0.85, 0.18]). We did find a negative 

relationship between option awareness and qualitative job insecurity (b = -0.58, SE = 0.26, p = .03, 

95% CI: [-1.10, -0.07]). The results indicated no moderation effect of perceived labor market 

demand (b = 0.07, SE = 0.12, p = .55, 95% CI: [-0.16, 0.31]). 

 Effects over Time. Because we found no effects of the interventions, we repeated our 

analyses with job insecurity measured at Time 2 and 3 to assess whether the relationship between 

goal/option awareness and job insecurity remained visible over time. Regarding the exploitation 

intervention, results showed a negative relation between goal awareness and job insecurity 

measured at Time 2 (b = -0.45, SE = 0.09 p < .01, 95% CI: [-0.64, -0.27]) and job insecurity 

measured at Time 3 (b = -0.21, SE = 0.11 p = .06, 90% CI: [-0.39, -0.03]). Regarding the 
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exploration intervention, results showed a negative relation between option awareness and job 

insecurity measured at Time 2 (b = -0.50, SE = 0.12 p < .01, 95% CI: [-0.73, -0.27]) and job 

insecurity measured at Time 3 (b = -0.37, SE = 0.12 p < .01, 95% CI: [-0.62, -0.12]). 

Potential Unintended Manipulation Effect. Because we found a negative relationship 

between perceived labor market demand and qualitative job insecurity in the exploitation 

intervention group, but not in the exploration intervention group, we explored whether doing the 

interventions may moderate the relationship between perceived labor market demand and job 

insecurity. This would be important information as it would imply that the positive relation of 

labor market demand on job insecurity can be broken through interventions. We found that doing 

the exploration intervention moderated the negative relationship (b = -0.34, SE = 0.13, p < .01, 

95% CI: [-0.58, 0.09]) between perceived labor market demand and job insecurity (b = 0.43, SE = 

0.17, p < .05, 95% CI: [0.10, 0.77]). That is, the control group showed a negative relationship 

between perceived labor market demand and job insecurity (b = -0.34, SE = 0.13, p < .01, 95% CI: 

[-0.58, -0.09]), whereas the exploration group showed no relationship (b = 0.10, SE = 0.11, p = 

0.39, 95% CI: [-0.13, 0.32]). We did not find such a moderating effect for the exploitation 

intervention.  

Discussion 
  The Study 2 results showed that both the exploitation intervention and exploration 

intervention had no significant effect on workers’ experience of qualitative job insecurity. Not the 

interventions itself, nor engaging with exploitation and exploration intentions affected goal and 

option awareness. Interestingly, we found no moderating effect of perceived labor market demand, 

but instead discovered a negative direct relationship between perceived labor market demand and 

qualitative job insecurity which was no longer present when workers did the exploration 

intervention. 

General Discussion 
Societal, organizational, and technological changes have made qualitative job insecurity 

(i.e., worries about maintaining valued job features) an increasingly prevalent work stressor among 

contemporary workers. In the current research, we developed two online career planning 

interventions – the exploitation intervention and exploration intervention – and tested whether 

these can minimize qualitative job insecurity among workers. The results from Study 1 indicated 
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that the exploitation intervention was effective in decreasing qualitative job insecurity through 

increasing workers’ goal awareness and that the exploration intervention was effective in 

decreasing job insecurity via increased option awareness, but, in the latter case, only when workers 

actively pursued the exploration intentions that they had formulated as part of the intervention. 

However, these results were not replicated in Study 2. We also did not find evidence for the 

expected moderating role of career path commitment and perceived labor market demand.  

Theoretical Implications 
A first theoretical implication comes from interpretating the inconsistent findings of Study 

1 and Study 2. Both studies support the idea that increased awareness of one’s career goal and/or 

increased awareness of one’s potential career options are negatively related to the experience of 

qualitative job insecurity. Yet, the interventions developed for the current study did not 

consistently stimulate such awareness. This indicates that the effects of the interventions may 

depend upon the characteristics and conditions of workers participating in the intervention. These 

conditions, however, were not the conditions we investigated as potential moderators (i.e., career 

path commitment and perceived labor market demand). An important question then is what these 

characteristics and conditions may be. Although both studies used the same methods, offered the 

same online interventions, and tested the same indirect effects, there are three differences that may 

help to answer that question. 

First, Study 1 consisted of a sample of workers recruited by research assistants combined 

with workers recruited via Prolific, whereas Study 2 consisted solely of workers recruited via 

Prolific. As such, one may conclude that using a Prolific sample is the cause for our null findings. 

However, this does not seem to be the case: Upon further analysis of Study 1 data, we found that 

the intervention effects based on the Prolific subsample were larger than the effects based on the 

other subsample. Second, there were differences in the sample compositions: t-tests indicated that 

the participants from Study 1 were, on average, slightly older and more often female than the 

participants from Study 2. Third, Study 1 was conducted in a different time period than Study 2. 

Study 1 took place in November and December 2021, when the COVID-19 pandemic had a large 

influence on daily work life. During this period, the Netherlands went through increasingly strict 

lockdowns. Study 2 was conducted in May and June 2023 without such pandemic-related 

restrictions, but during high labor market shortages and, hence, plenty of work opportunities. 

While we found similar mean levels of qualitative job insecurity (t(527)= -0.18, p = .85) among 
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the sample of Study 1 (M = 3.38, SD = 1.39) and the sample of Study 2 (M = 3.41, SD = 1.35), it 

is conceivable that the COVID-19 restrictions created a sense of necessity to prepare for the future 

which made engaging in career planning more effective. As of yet, proactive coping theory 

(Aspinwall & Taylor, 1997) does not delineate boundary conditions for proactive coping in order 

to be effective. Our results point towards the possibility that a sense of necessity to prepare for the 

future may be one such boundary condition. We therefore recommend future research to 

investigate the boundary conditions for effective proactive coping in general, and a sense of 

necessity as a boundary condition in particular.  

  A second theoretical implication stems from the exploratory results from Study 2. These 

results indicate that perceived labor market demand had a direct negative relation with qualitative 

job insecurity in both the control group and exploitation group, yet not in the exploration group. 

As such, exploration-based career planning may have the potential to make workers’ experience 

of qualitative job insecurity less dependent upon labor market conditions. 

This is a valuable contribution considering that the relationship between the labor market and job 

insecurity is often considered an unchangeable given: The less work opportunities there are, the 

more reason to worry about maintaining a pleasant job (cf. Shoss, 2017). Apparently, even though 

the exploration intervention did not make workers consciously more aware of their career options, 

it did make their perception of labor market demand less influential in their experience of job 

insecurity. More research is needed to replicate this finding and unpack the underlying mechanism. 

Possibly, thinking about several positive future career possibilities made workers more optimistic 

about their career potential, which in turn lowered the experience of job insecurity (Eva et al., 

2020). If future research can confirm this hypothesis, it would imply that possible selves theories 

(Markus & Nurius, 1986; Ibarra, 2004) form an additional theoretical perspective from which the 

development of career optimism can be explained and investigated further. 

Limitations and Future Research Recommendations 
Our research has some limitations and points towards future research opportunities. The 

first two limitations lay in our chosen research design. Although brief online interventions have 

their benefits (e.g., easily accessible and dispersible), the absence of synchronous feedback and 

limited time invested in career planning may have negatively affected the effectiveness of the 

interventions. Synchronous feedback, for example from a career counsellor, may help participants 



130   |   Chapter 5  
 

with solving obstacles in their planning and staying motivated. In addition, the short duration of 

the interventions may be a limiting factor: Proactive coping is not only about the immediate effect 

of detecting threats and preparing for them, but also about increasing persons’ resources 

(Aspinwall & Taylor, 1997). In the current research, we expected an immediate development in 

resources in the form of goal and option awareness. However, resource development does 

theoretically not to occur immediately but after continuous proactive coping over a longer period 

over time (Cangiano et al., 2021; Langerak et al., 2022). The finding that the exploration 

intervention from Study 1 was only effective after engaging with the formulated intentions 

supports this theory.  

A recent study from Zammitti and colleagues (2023) provides empirical evidence in line 

with these suggestions, by illustrating that an online career counselling intervention lasting 45 

days, with 3 synchronous career counselling meetings, can increase resources such as career 

adaptability, optimism, and hope. Because our interventions of ten to fifteen minutes may not be 

enough time to build resources, we recommend future research to investigate whether repeating 

career planning activities, for example quarterly or yearly (e.g., comparing, adjusting or 

complementing plans) and guided by a career counsellor, may be a more effective means to 

generate resources that can minimize job insecurity. It may also be worthwhile to investigate 

whether interventions given in person together with peers – rather than online – may be more 

effective because of a more motivating and inspiring environment. Contact with peers provides 

opportunities for engaging with exploration activities during the time of the intervention. 

As a third limitation we surmise that a perceived lack of necessity of participants may have 

negatively affected our research findings, as our results pointed to the possibility that such a sense 

of necessity may be a boundary condition for effective proactive coping. This sense of necessity 

should not be confused with a sense of urgency. Proactive coping is aimed at mitigating potential 

stressors or preparing for them and should hence be initiated before a situation is urgent – otherwise 

there is not enough time to accumulate resources (Aspinwall & Taylor, 1997). However, with 

necessity, we mean that participants should feel that they need to engage in proactive coping to 

create a more positive future for themselves. This sense of necessity may be similar to the “reason 

to” motivational state that Parker and colleagues (2010) describe as being potentially more 

important in proactive goal generation and goal striving than “can do” states. As most of our 

participants were paid for participation, they may not have felt such a necessity or reason to. 
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Therefore, we recommend to recruit participants who subjectively perceive they may be helped 

with career planning. For example, by specifically targeting these participants in the recruitment 

text, providing the exercise without financial compensation, and including sectors with low labor 

market demand or high automatization risk.  

Fourth, our interventions were limited in that they did not combine exploitation and 

exploration activities. Most research based on the ambidexterity literature has built on the 

assumption that exploration and exploitation are inherently contradictory activities, yet it may be 

possible to combine the two with so-called paradoxical practices such as hybrid tasks (cf. 

Papachroni, & Heracleous, 2020). We thus encourage future researchers to investigate the 

proposition that exploitation and exploration do not need to be addressed with different tasks at 

different timepoints, but that paradoxical practices can combine the two without such a division. 

An example of a hybrid career planning task can be creating a planning based on current experience 

and knowledge (exploitation) which also includes alternative scenario’s (e.g., a plan B) that 

consider the possibility that certain obstacles may occur in the future (exploration). Because we 

did not find that one type of career planning works better at certain times than others (i.e., results 

were not different depending on workers’ levels of career path commitment and perceived labor 

market demand), combining the exploitation and exploration in one intervention may be the most 

beneficial course of action since it may subsequently combine the benefits of both.  

Lastly, while our research provides directions to investigate how career planning may 

lower qualitative job insecurity, the question remains whether such career planning may also be 

effective to lower other forms of insecurity (e.g., quantitative job insecurity or career insecurity). 

However, it may be hard to draw hard lines between different types of insecurity because their 

measures often are confounded. The measurement from Spurk and colleagues (2022), which 

includes eight sub-scales that each targets a different fragment of insecurity that workers 

experience in contemporary careers, may offer a solution in this regard.  

Practical Implications 
 Our results underline that being aware of one’s career goals and career options relates to 

decreased qualitative job insecurity. Yet, how such awareness can be stimulated likely depends 

upon individual boundary conditions that were not examined in the current research. As the Study 

1 results indicated that the exploitation and exploration intervention can be effective under the 
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circumstances presented by the COVID-19 pandemic, we surmise a sense of necessity or “reason 

to” motivational state (cf. Parker et al., 2010) may be a boundary condition for the effectiveness 

of career planning interventions. As such, we advise that organizations do not only offer workers 

the possibility to participate in career planning interventions, but also take time to explain how 

participating in such interventions may positively affect workers’ future. Preferably, participation 

will be an individual decision and not obligatory or standard-procedure. The content of such career 

planning interventions consist ideally of exercises that combine the acknowledgement of current 

skills, experiences, and career trajectory (i.e., based on exploitation) and the investigation of new, 

relatively unexplored, career possibilities (i.e., based on exploration). During conditions where 

labor market demand is perceived to be low by workers it is advisable to put the emphasis on 

exploration. To further increase workers motivation to engage in career planning, it may be 

worthwhile to arrange an on-site training where workers meet a training facilitator and other 

workers. As such, workers can receive professional feedback and start exploration activities by 

sharing experiences with fellow workers.  

Conclusion 
  Combining the career development literature with the ambidexterity literature, we 

conducted two online experiments to investigate whether and how exploitation-based career 

planning and exploration-based career planning could decrease qualitative job insecurity. Despite 

the similar methods and research models, we found inconsistent results across the two studies: The 

intervention effects from Study 1 were not replicated in Study 2. This may be due to the different 

timing of data collection (i.e., during COVID-induced lockdowns vs. during labor market 

shortages). We argue that both types of career planning may only be effective when workers feel 

a sense of necessity or “reason to” motivation to engage with their career future (Parker at al., 

2010), and recommend future research to investigate the potential of hybrid trainings that combine 

exploitation and exploration. 
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Appendix 5A: the Exploitation Intervention 

We all sometimes think about the future and what we want and can become with our work. What 
people want to achieve with their work is also called a career goal . Some people already have a 
clear idea of their career goal, while other people have rarely thought about their career goal. In 
the following assignments, we will ask you to formulate a career goal and then create actions to 
take steps toward achieving this goal. 
 
Assignment 1  
Think about the further course of your career. What career goal would you like to have achieved 
in 10 years?  
 
Make sure your goal is positive, achievable, and specific. For example, a career goal may relate 
to a particular job or position (e.g., “being a business owner of have a permanent position"). A 
goal can also include a combination of factors (e.g. “work at Ikea as a department manager”). 
  
Please provide a brief description of your career goal here: 
………………………………………………………………………………………………………
……………………………………………………………………………………………………… 
 
Assignment 2  
To get a more concrete picture of how you can achieve your career goal, we ask you to draw up a 
goal tree. A goal tree contains sub-goals that can help achieve the larger career goal. 
 
On the back of this A4 is an example of a completed goal tree. The goal tree shows two paths 
that contribute to achieving the main goal.  
Now try to think of 6 sub-goals for your own career goal (described in assignment 1). The 
intention is that the sub-goals will help you achieve your career goal. You can draw the goal tree 
or write your own goals in the example. 
  
Assignment 3  
Now that you have a more concrete picture of your career goal and sub-goals, we would like to 
ask you to plan actions to achieve your 5th and 6th sub-goals (3 per goal). You are supposed to 
plan these actions for the next 2 weeks. An action does not necessarily have to directly realize a 
sub-goal, but it should be a step towards realizing the sub-goal. 
  
Please note that the actions are possible and feasible for you in the next 2 weeks. The actions 
must also be specific. A specific action names a time indication, specific person, or specific 
means. Instead of “viewing vacancies”, a better action would be: “look for 2 suitable vacancies 
on Tuesday evening after dinner”. 
 
Other examples of actions are: “Look up on Sunday afternoon where I want to take a course X”, 
“Inquire with my aunt on Thursday evening about her experiences in position X”. 
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When formulating an action, consider: What can you already do and what do you still want to 
learn to achieve a sub-goal? What are you missing to achieve your sub-goal, and how can you 
get it? 
Example goal tree: 

Space for notes (e.g. actions for assignment 3): 

………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………………………………………………… 
 
Note: The interventions tested in Chapter 5 were administered online via Qualtrics and subsequently the above 
assignments were optimized for that specific online environment. The interventions were administered in Dutch, and 
for the purpose of this dissertation translated to English by Google Translate (https://translate.google.com/).  



5

Testing Two Career Planning Interventions   |   135 
  

 

 
 

Appendix 5B: the Exploration Intervention 
 
We all sometimes think about the future and what we want and can become. People create 
mental images of different possible work futures.  
 
Some people have one clear vision of their work future (“I'm going to be a dentist”), but many 
people have multiple possible futures in mind. For example, someone can imagine three different 
work futures, in which he or she is a visual artist, art teacher, or policy officer. Work futures may 
also be more distant. For example, someone can envision possible work futures as an IT 
consultant, polar expedition leader, and childcare worker. 
  
We would like to ask you to imagine 3 possible (positive) work futures for you. Try to look as 
far into the future as possible, but in such a way that you can still see a somewhat clear picture of 
that future.  
 
It can be difficult to imagine more than one work future. To get inspiration, you can think of, for 
example: What did you want to be when you were a child? What hobbies would you perhaps like 
to take up further or more seriously? What kind of work do your role models (if any) do? Have 
you done tasks in the past that you particularly enjoyed? What kind of work would you like to do 
if everything were possible?  
 
Try to imagine 3 different work futures and not multiple variants of the same future (“department 
leader of department A in company X” is too close to “department leader of department B in 
company 
 
What do your 3 work futures look like? In any case, describe below what your tasks/activities are 
per work future and what a normal working day might look like. Also consider things such as 
environment, atmosphere, commuting, transport, colleagues, building/office, etc. 
 
Example:  
Work future 1: In this work future I have my own clothing store. It is only a small shop, but we 
sell enough and there is a nice atmosphere. As an owner, I am involved in the purchasing of 
clothing (traveling to manufacturers, assessing quality, negotiations), financial administration, 
and managing the staff. There is no such thing as a normal working day, but I enjoy the days 
most when I am in my store and can see customers enjoying what I have purchased. 
  
Again, to get inspiration you can think of, for example: What did you want to be when you were 
a child? What hobbies would you perhaps like to take a step further? What do any role models of 
yours do for work? Have you done tasks in the past that you particularly enjoyed? What would 
you like to do if everything were possible? 
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Assignment 1a  
Describe your Work Future 1 in approximately 50 words: 
………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………………………………………………… 
 
Assignment 1b  
Describe your Work Future 2 in approximately 50 words:  
………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………………………………………………… 
 
Assignment 1c  
Describe your Work Future 3 in approximately 50 words:  
………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………………………………………………… 
 
Assignment 2  
Great that we managed to come up with 3 work futures! For this follow-up assignment, we 
would like to ask you to consider these 3 work futures one by one. What do you think you need 
to make these work futures a reality? Think of skills and characteristics. But also resources such 
as information, money and space, or people in/outside your network. 
  
Example:  
Work Future 1: To make this reality a reality, I still have to learn many skills, such as 
accounting, negotiating and leadership. But I think what would especially help me for this future 
is more self-confidence. I would also like to have more information, to know whether I have a 
realistic idea of what it means to have a clothing store. And of course I will need money and 
space to make my shop physically possible. 
  

a. What do you think you need to make this Future of Work 1 a reality? 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 

b. What do you think you need to make this Future of Work 2 a reality? 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 

c. What do you think you need to make this Future of Work 3 a reality? 
………………………………………………………………………………………………
………………………………………………………………………………………………
…………………………………………………………………………………………….... 
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Assignment 3 
Now that you have a more concrete picture of possible work futures and what is required for 
them, we would like to ask you to plan actions aimed at these work futures. The intention is that 
you plan 2 actions per work future that you will carry out in the next two weeks . An action 
should be a step towards realizing a work future. To come up with actions, it helps to look back 
at the skills, attributes, and resources you described in the previous assignment. 
  
Example:  
Actions for the future of work 1:1. My friends and family WhatsApp and call to ask if they know 
a clothing store owner I can get in touch with.2. Search online for online training courses that 
focus on entrepreneurship (and ideally self-confidence). 
  

a. In assignment 2, you described skills, characteristics, and resources that you need for 
Work Future 1. What actions are you planning for the next two weeks to get closer to 
Work Future 1? 
1. …………………………………………………………………………………………

………………………………………………………………………………………… 
2. …………………………………………………………………………………………

………………………………………………………………………………………… 
 

b. In assignment 2, you described skills, characteristics, and resources that you need for 
Work Future 2. What actions are you planning for the next two weeks to get closer to 
Work Future 2? 
1. …………………………………………………………………………………………

………………………………………………………………………………………… 
2. …………………………………………………………………………………………

………………………………………………………………………………………… 
 

c. In assignment 2, you described skills, characteristics, and resources that you need for 
Work Future 3. What actions are you planning for the next two weeks to get closer to 
Work Future 3? 
1. …………………………………………………………………………………………

………………………………………………………………………………………… 
2. …………………………………………………………………………………………

………………………………………………………………………………………… 
 

 
 
 

 

 
Note: The interventions tested in Chapter 5 were administered online via Qualtrics and subsequently the above 
assignments were optimized for that specific online environment. The interventions were administered in Dutch, and 
for the purpose of this dissertation translated to English by Google Translate (https://translate.google.com/). 
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Appendix 5C: Measurement Scales 

Career Path Commitment 
Reference: Carson, K. D., & Bedeian, A. G. (1994). Career commitment: Construction of a 
measure and examination of its psychometric properties. Journal of Vocational Behavior, 44(3), 
237-262. https://doi.org/10.1006/jvbe.1994.1017 

Items: 
1. My line of work/career field an important part of who I am. 
2. This line of work/career field has a great deal of personal  meaning to me. 
3. I do feel "emotionally attached" to this line of work/career field11. 
 4. I strongly identify with my chosen line of work/career field.  

Awareness of Career Goals 
Reference: Gould, S. (1979). Characteristics of career planners in upwardly mobile occupations. 
Academy of Management Journal, 22(3), 539-550. https://doi.org/10.2307/255743 

Items: 
1. I have not really decided what my career objectives should be yet. (reverse-scored) 
2. I have a plan for my career. 
3. I have a strategy for achieving my career goals. 
4. I know what I need to do to reach my career goals. 
5. My career objectives are clear.12 
6. I change my career objectives frequently. (reverse-scored) 

Awareness of Career Options 
Reference: Germeijs, V., & De Boeck, P. (2003). Career indecision: Three factors from decision 
theory. Journal of Vocational Behavior, 62(1), 11–25. https://doi.org/10.1016/S0001-
8791(02)00055-6  

Items: 
1. I don’t have an overview of the different alternatives on the labor market yet. (reverse-scored) 
2. I can list the alternatives for my career. 
3. I have an idea of the differences between the career options. 
4. I know whether the characteristics of the alternatives correspond to the things I want to 
achieve.  
5. I don’t know if I am prepared for all career options. (reverse-scored) 
Note. Italics denote edits made to constructs items that are more explicitly about career options. 

 
11 Originally, the scale includes “I do not feel "emotionally attached" to this line of work/career field”. 
Adjustment was made to avoid reading errors among participants.  
12 Originally, the scale includes “My career objectives are not clear”. Adjustment was made to avoid 
reading errors among participants. 
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Perceived Labor Market Demand 

Reference: Wanberg, C. R., Hough, L. M., & Song, Z. (2002). Predictive validity of a 
multidisciplinary model of reemployment success. Journal of Applied Psychology, 87(6), 1100–
1120. https://doi.org/10.1037/0021-9010.87.6.1100 

Items: 

1. There are plenty of jobs open in my field or type of work. 
2. There is little demand for the type of skills I have. (reverse-scored) 
3. There are many job openings in my area of work. 
4. There are few jobs in my field. (reverse-scored) 

Qualitative Job Insecurity 
Reference: Langerak, J. B., Koen, J., & van Hooft, E. A. J. (2022). How to minimize job 
insecurity: The role of proactive and reactive coping over time. Journal of Vocational Behavior, 
136, Article 103729. https://doi.org/10.1016/j.jvb.2022.103729 

Items: 
1. I worry about my career development. 
2. I worry about my future pay development. 
3. I worry about getting less stimulating work tasks in the future. 
4. I feel insecure about what my work will look like in the future. 

Note. All items were adapted so that they measure current job insecurity instead of job insecurity experienced during 
the past week. The original format started with: “Could you please indicate, how often you, in the last week…”. 
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  Ongoing flexibilization of the labor market, technological advancements, and the enduring 

effects of the COVID-19 pandemic have led to an increasing prevalence of job insecurity among 

workers. This is a troubling development, because job insecurity is harmful to both individual 

well-being and organizational prosperity. Negative consequences include, inter alia, lower 

physical and psychological health, lower life satisfaction, and poorer organizational performance 

(Cheng & Chan, 2008; Jiang & Lavaysse, 2018; Sverke et al., 2002). To avert these negative 

outcomes, it is crucial to implement measures that reduce job insecurity. While ongoing initiatives 

at the policy and organizational levels (e.g., better employment protection) play a role in achieving 

this goal, it is equally important to acknowledge the agency of individual workers and explore how 

such workers can mitigate the experience of job insecurity by their own means. Therefore, 

throughout four empirical chapters (i.e., Chapters 2-5), this dissertation set out to uncover whether 

and how workers can minimize job insecurity through proactive coping. Specifically, I addressed 

three research questions aimed at uncovering how proactive coping manifests itself in the context 

of job insecurity (Research Question 1), whether such proactive coping can alleviate contemporary 

workers’ experience of different types of job insecurity (Research Question 2a and 2b), and how 

resources play a role in this process (Research Question 3a, 3b, and 3c). Below, I shortly present 

the main findings of the four empirical chapters and then discuss these findings more elaborately 

in alignment with the research questions.  

Main Findings 
  Chapter 2 described a 5-wave weekly survey study among 266 workers to assess whether 

proactive career behaviors (specifically: career planning, scenario thinking, career consultation, 

networking, and reflecting) could lower the experience of job insecurity (representing proactive 

coping, aimed at preventing or managing the stressor itself) and/or the psychological strain 

resulting from job insecurity (representing reactive coping, aimed at reducing the consequences of 

the stressor). The multilevel results showed that these behaviors were ineffective for both proactive 

and reactive coping purposes on a weekly basis. I concluded that the key difference between 

proactive and reactive coping may lie in the proposed function of coping efforts, rather than in the 

type of behavior or its effectiveness.  

Chapter 3 described a meta-analytic review that synthesized data from 324 independent 

samples comprising over 300,000 workers to chart the relationships between various proactive 

coping efforts and job insecurity. The results showed that proactive coping of the engaged type 
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(e.g., voice behavior, positive reinterpretation) and of the adaptive disengaged type (e.g., recovery, 

mindfulness) related to lower levels of job insecurity, while proactive coping of the maladaptive 

disengaged type (e.g., avoidance, substance use) related to higher levels of job insecurity.  

Chapter 4 described a 5-wave monthly survey study among 243 self-employed workers in 

which I developed and tested a cyclic model with proactive career behaviors, resources, and job 

insecurity. The within-level results indicated that monthly proactive coping minimized later job 

insecurity through the accumulation of career resources.  

Chapter 5 described two online intervention studies among workers (NS1 = 256, NS2 = 212) 

with the aim to lower job insecurity through exploitation-based and exploration-based career 

planning. Although job insecurity was successfully decreased in Study 1, these intervention effects 

were not replicated in Study 2. I proposed that both career planning interventions may only be 

effective when workers feel a sense of necessity or “reason to” motivation to engage with their 

career future. 

Discussion of Research Questions 

How does Proactive Coping Manifest itself in the Context of Job Insecurity? 
Proactive coping refers to the actions taken by individuals to avoid or confine potential 

stressful events or situations before they occur. The content of proactive coping is context-

dependent, can consist of different kinds of behaviors, and the target stressor is not necessarily 

already identified (Aspinwall & Taylor, 1997). In Chapter 2 and Chapter 3, I applied two 

approaches to discern what proactive coping can entail among contemporary workers within the 

context of job insecurity.  

First, in Chapter 2, I applied Aspinwall and Taylor’s (1997) model of proactive coping to 

translate theoretical descriptions of proactive coping into specific behaviors and cognitions. 

Aspinwall and Taylor’s (1997) model depicts five stages of proactive coping: resource 

accumulation, recognition, initial appraisal, preliminary coping, and the elicitation and use of 

feedback. Based on these stages I examined the proactive potential of career planning, scenario 

thinking, career consultation, networking, and reflecting. Following the finding that these 

behaviors did not lower later job insecurity in a matter of weeks, while not dismissing their 

proactive potential as illustrated by extant research (e.g., Koen & Parker, 2020; Koen & van 

Bezouw, 2021), I concluded that behavior can be considered proactive if the goal is to contain or 
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minimize potential stressors. However, behaviors do not need to be effective in containing or 

minimizing stressors in order to “count” as proactive coping: such effectiveness is an empirical 

matter. Therefore, Chapter 2 asserted that the distinction between proactive and reactive coping 

lies in the intended purpose rather than the nature of behaviors. This suggest that, theoretically, 

identical behaviors can serve both reactive and proactive purposes. In essence, if behaviors have 

the intention to impact job insecurity, they can be regarded proactive coping, regardless of their 

demonstrated (in)effectiveness or potential for a reactive purpose.  

In Chapter 3, I further built on the above notion that any behavior with the goal to impact 

job insecurity can be considered proactive coping. Based on Aspinwall and Taylor's (1997) 

assertion that proactive coping functions through influencing situations or one's position within 

them, I expanded the concept of proactive coping to encompass not only efforts that target job 

insecurity directly but also indirectly. As such, I defined proactive coping in the context of job 

insecurity as ‘any behavior or thought that may change (one’s position in) the work situation and 

may consequently influence future job insecurity’. Using this definition as a foundation, I 

conducted a systematic review that yielded a proactive coping framework (see Table 6.1 for a 

summary). This framework categorizes both behavioral and cognitive efforts based on their level 

of engagement with the work situation (engaged or disengaged). Additionally, for cognitive 

efforts, it distinguishes between a generally adaptive and maladaptive form. According to this 

framework, proactive coping in the context of job insecurity manifests itself in various efforts, of 

which proactive career behaviors form only a part of all possible proactive coping efforts in the 

context of job insecurity. In addition, while proactivity has often been considered as exclusively 

engaged13, the framework suggests that proactive coping – in the same way as reactive coping – 

can also be disengaged. For example, recovery and avoidance can function the goal of lowering 

job insecurity by not thinking about the potential future work situation. At the same time, while 

serving the same purpose, these proactive coping efforts likely influence (one’s position in) the 

future work situation in different ways (i.e. adaptive and maladaptive correspondingly).  
 

 

 
13 The Oxford English Dictionary defines proactivity as: “creating or controlling a situation by taking the 

initiative and anticipating events or problems, rather than just reacting to them after they have occurred”. 
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Table 6.1 

Framework of Proactive Coping in the Context of Job Insecurity 

Category Examples 

Behavioral engagement 
All behavioral efforts that may 
influence levels of job insecurity, that 
are aimed at changing the work 
situation or one’s position in it.  
  

Job performance, increased work efforts, 
organizational citizen behaviors, proactive career 
behaviors, innovative work behaviors, voice 
behaviors. 

Mental engagement 
All cognitive efforts that may 
influence levels of job insecurity, that 
are aimed at changing the work 
situation or one’s position in it. 

Cognitive restructuring, e.g., positive 
reinterpretation, accommodation, self-enhancing 
humor. Adaptive thoughts that go with adaptive 
performance, compliance, cooperation, and 
championing.  

Behavioral disengagement  
All behavioral efforts that may 
influence levels of job insecurity, that 
are not aimed at changing the potential 
work situation or one's position in it. 

Adaptive: General recovery and self-care; all 
behaviors aimed at healthy recovery and relaxation, 
such as sleep and exercise. 

Maladaptive: Counterproductive work behaviors, 
giving up, being absent from work, substance use. 

Mental disengagement 
All cognitive efforts that may 
influence levels of job insecurity, that 
are not aimed at changing the potential 
work situation or one's position in it. 

Adaptive: Detachment from work after working 
hours, mindful behavior  

Maladaptive: Avoidance; trying not to think about 
the current or future situation. Rumination and self-
blame. 

So, to answer the first overall research question how proactive coping manifests itself in the context 

of job insecurity among contemporary workers, I conclude that proactive coping can involve any 

behavioral or cognitive effort that may change the future work situation or one’s position in it. 

This effort does not have to specifically target job insecurity and can be part of a broader approach 

influencing a range of unknown or unfolding future stressors. By discerning what proactive coping 

entails in the context of job insecurity among contemporary workers, this dissertation expands the 

scientific narrative on proactive coping, by proposing that proactive coping is not necessarily 

engaged or effective, and can involve the same behaviors and cognitions as reactive coping. As 

such, I have created a starting point for future research to further investigate how workers can cope 

with job insecurity and other stressors in a proactive – rather than the traditional reactive – manner. 
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In addition, I have opened up the conversation about what types of proactive coping can be 

discerned and subsequently point towards potential disengaged forms of proactive coping that may 

be either adaptive and improve (one’s position in) potential stressful situations, or maladaptive and 

deteriorate (one’s position in) potential stressful situations.  

Can Proactive Coping Alleviate Contemporary Workers’ Experience of Job Insecurity? 
The previous section explained that proactive coping with job insecurity can entail any 

behavioral or cognitive effort that may change the work situation or one’s position in it and 

subsequently job insecurity – yet, these efforts do not need to be inherently effective. To advance 

our understanding about the effectiveness of proactive coping in relation to containing job 

insecurity, the current dissertation utilized a variety of research designs, methods, samples, and 

time horizons throughout the four empirical chapters. Below, I will first outline the findings 

regarding which forms of proactive coping may help to manage or mitigate job insecurity 

(Research Question 2a), after which I will address whether such proactive coping efforts should 

be aligned with the type of job insecurity one aims to manage (Research Question 2b).  

Relationships Between Proactive Coping and Job Insecurity 

The meta-analytic results from Chapter 3 indicated that, generally speaking, engaged 

proactive coping efforts, such as voice behavior (𝑟𝑟�  = -0.26) and cognitive restructuring (𝑟𝑟� = -0.15), 

can help to contain job insecurity, as well as adaptive disengaged proactive coping efforts such as 

mindfulness (𝑟𝑟� = -0.31) and recovery (𝑟𝑟� = -0.21). Maladaptive disengaged proactive coping, such 

as counterproductive work behaviors (𝑟𝑟� = 0.26) and avoidance (𝑟𝑟� = 0.15), showed opposite 

relations. Such disengaged proactive coping is not only ineffective but even relates to aggravated 

feelings of job insecurity.    

Somewhat unexpectedly in light of previous findings (e.g., Koen & Parker, 2020; Koen & 

Van Bezouw, 2021), proactive career behaviors seemed to form an exception to other engaged 

proactive coping efforts, as we found no significant relationship between these engaged coping 

behaviors and job insecurity (𝑟𝑟� = -0.03). Yet, moderation analyses revealed that proactive career 

behaviors can be effective depending on the circumstances: when there was no announced or 

ongoing reorganization proactive career behavior helped to minimize job insecurity (𝑟𝑟� = -0.07), 

but when there were announced or ongoing reorganizations, proactive career behavior was 

associated with higher levels of job insecurity (𝑟𝑟� = 0.19). This may imply that proactive coping 
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needs to be initiated timely – i.e., before (organizational) changes are announced rather than during 

or after. Proactive career behavior may then prevent the further deterioration of situations or help 

to better prepare for them. However, as the meta-analytic synthesis included mostly cross-sectional 

studies, this result on its own leaves room for a potential reversed causality: workers who face a 

reorganization and feel more insecure about retaining their jobs may be more likely to engage in 

proactive career behavior.  

 The findings from Chapter 2 and 4 offer more insight into the direction and potential 

boundary conditions of the relationship between proactive career behavior and job insecurity by 

using longitudinal designs. The results from Chapter 2 showed that workers who used more 

proactive career behavior throughout the 5-week research period, experienced more – rather than 

less – job insecurity than other workers. In contrast, the results from Chapter 4 show that the 

amount of proactive career behavior was related to lower levels of job insecurity in subsequent 

months, and that workers who used more proactive career behaviors throughout the 5-month 

research period experienced less job insecurity than other workers. Similar results were reported 

by El Khawli and colleagues (2022), who found that planning can mitigate later job insecurity over 

the course of a month.  

 Together, these three studies imply that the potential effects of proactive career behavior 

may not be immediate or visible in a matter of weeks. Instead, it may take months before proactive 

career behavior can initiate change in (one’s position in) the work situation and consequently 

influence future job insecurity. However, it remains a possibility that proactive career behavior 

has more immediate effects when it is initiated more timely, before potential stressors are identified 

(cf. Aspinwall & Taylor, 1997). The research from El Khawli and colleagues (2022) and Chapters 

2 and 4 from this dissertation all involved studies that were conducted during the COVID-19 

pandemic, a period characterized by changes and reorganizations to adapt to a changed work 

environment. To address the question whether proactive career behavior has more immediate 

positive effects when initiated before stressors are identified, future research can further investigate 

proactive coping with job insecurity with repeated-measures designs applied among samples with 

and without already identified work stressors.  

 In addition to the longitudinal studies presented in Chapter 2 and 4, Chapter 5 presented 

two experimental studies that offer information regarding the potential direction and boundary 

conditions of the relationship between proactive career behaviors and job insecurity. While Study 
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1 supported the idea that proactive career behavior in the form of career planning lowers job 

insecurity, this finding was not replicated in Study 2. These inconsistent results indicate, again, 

that there may be boundary conditions for proactive coping that have yet to be identified. 

Considering that Study 1 was conducted during the COVID-19 pandemic and Study 2 was 

conducted during labor market shortages, proactive career behavior may only be effective when 

workers feel a sense of necessity or “reason to” motivation to engage with their career future 

(Parker at al., 2010). That is, if workers perceive they may find or sustain a job with desirable job 

features regardless of their efforts, proactive career behavior may be less or ineffective. As of yet, 

this remains speculation and further research addressing the influence of contextual factors on the 

effectiveness of proactive career behavior and other forms of proactive coping is required. 

Proactive Coping with Different Types of Job Insecurity 

While the joint results of this dissertation show that proactive coping may alleviate 

workers’ experience of job insecurity in the long run (i.e., in a matter of months) and when certain 

boundary conditions are met, the question remains which type of job insecurity can (best) be 

targeted with proactive coping. The findings from Chapter 2 and 3 help to answer this question. 

Chapter 2 showed similar between- and within-level results for all four types of job insecurity, 

with one exception: at the between-level, proactive coping did not relate to cognitive qualitative 

job insecurity. This may imply that proactive coping is less effective in managing cognitive 

qualitative job insecurity than other forms of job insecurity. Yet, in line with the within-level 

results from Chapter 2, the meta-analytic results from Chapter 3 showed no meaningful differences 

in the relationship between proactive coping and different types of job insecurity. Despite these 

findings, we cannot yet conclude that proactive coping minimizes all types of job insecurity to an 

equal extent, because the included primary studies mostly concerned quantitative (rather than 

qualitative) and cognitive (rather than affective) job insecurity. Such a conclusion would require 

meta-analytic moderator analyses with more statistical power. To achieve this, more primary 

studies that include measures of qualitative and affective job insecurity are required. 

In conclusion, can proactive coping alleviate workers’ experience of job insecurity? The 

findings from this dissertation suggest it can. In general, proactive coping in the form of 

engagement and adaptive disengagement (e.g., voice behavior, job performance, mindfulness) 

relate to less job insecurity. Specifically, engaged proactive coping in the form of proactive career 

behavior (e.g., career planning, skill development, career consultation) relate to less job insecurity 
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over the course of (at least) one month. Yet, the effectiveness of proactive coping may also depend 

on boundary conditions such as a sense of necessity to engage with one’s future career. The 

findings further suggest that proactive coping relates similarly to different job insecurity types, 

although the available research on qualitative and affective job insecurity is still relatively scarce.  

As such, this dissertation extends prior research by indicating which proactive coping 

efforts may help workers to manage and minimize their experience of job insecurity by their own 

means. In addition, it open ups our thinking of Aspinwall and Taylor’s (1997) concept of proactive 

coping by unpacking which forms of proactive coping may negatively affect the future. For 

example, maladaptive disengaged coping such as counterproductive work behaviors and avoidance 

go together with increased job insecurity, perhaps because these proactive behaviors inadvertently 

influence one’s position in the work situation in a negative way. Altogether, the findings of this 

dissertation illustrate what behaviors and cognitions workers should use and avoid in order to 

manage and minimize their experience of job insecurity. 

What is the Role of Resources in the Relation Between Proactive Coping and Job Insecurity? 
In the general introduction I proposed three ways in which resources may play a role in the 

relationship between proactive coping and job insecurity: as a mediator between proactive coping 

and job insecurity (Research Question 3a), as a moderator between proactive coping and job 

insecurity (Research Question 3b), or as a antecedent of proactive coping (Research Question 3c). 

Below I will first address our findings with regard to each question separately, after which I 

integrate these findings to formulate a comprehensive answer.  

The Mediating Role of Resources 

 In Chapter 2, the expectation was that (engaged) proactive coping such as career planning 

or career consultation would directly affect workers’ level of job insecurity within a matter of days 

or weeks. Because we found no empirical support for this hypothesis, we surmised that proactive 

coping may need more time to establish effects. That is, it may take a while before proactive coping 

results in the resources necessary to manage feelings of job insecurity. This aligned with 

suggestions from previous research that proactive coping may only be beneficial in the long term, 

because new resources have to be gained first (Bolino et al., 2010; Cangiano et al., 2021; Giunchi 

et al., 2019). For example, networking may cost time and resources, but days or weeks of 

networking may not immediately result in a large and reliable network. Chapter 4 tested this 
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expected mediation of resources. The findings indicated that monthly proactive coping efforts 

related to higher career resources in subsequent months, and that these career resources were, in 

turn, related to decreased feelings of job insecurity. Chapter 5 also provided some support for the 

idea that resources (this time in the form of goal awareness and option awareness) can minimize 

feelings of job insecurity, as a negative relation was found between goal/option awareness and 

later qualitative job insecurity.  

The Moderating Role of Resources  

This dissertation also investigated whether the availability of resources can act as a 

moderator in the relationship between proactive coping and job insecurity. This was based on 

Aspinwall and Taylor’s (1997) proposition that the more resources one has, the more likely it is 

that one’s proactive coping efforts will be effective in containing or minimizing potential stressors. 

For example, it may be easier to recognize a situation that may develop into a future stressor for 

those who can draw upon an extensive social network to receive information from. The results 

from Chapter 2 somewhat support this premise. That is, the between-level findings showed that 

the positive (rather than negative) relationship between proactive coping and job insecurity was 

weaker for workers high in career and financial resources. As such, I concluded that proactive 

coping is more harmful in the short term for workers with relatively few resources.  

Resources as Antecedent of Proactive Coping 

 Lastly, this dissertation investigated whether the availability of resources could function 

as an antecedent of proactive coping. Specifically, Chapter 4 investigated whether resource loss 

would impede proactive coping in the same manner that reactive coping is impeded by resource 

loss, as both types of coping require an investment of resources (Aspinwall & Taylor, 1997; 

Hobfoll, 1989). Contrary to the expectations, the findings showed no support for a paralyzing 

effect of resource loss, although the overall findings did point towards the benefit of resource gain: 

recovery experiences were found to be a significant antecedent of more proactive coping.  

All in all, regarding the role of resources in the relation between proactive coping and job 

insecurity, this dissertation shows that resources can have multiple roles. First, the findings from 

Chapter 4 show that the accumulation of resources can function as a mediating mechanism in the 

relationship between proactive coping and job insecurity. This is in line with the theory that 

proactive coping creates positive outcomes only in the (relatively) long term, because 
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accumulating the resources that foster effective proactive coping takes time. Second, the findings 

from Chapter 2 show that the availability of resources may change the relationship between 

proactive coping and job insecurity: workers with fewer resources, experience more initial job 

insecurity from proactive coping than workers with larger amounts of resources. Lastly, the 

findings of Chapter 4 suggest that the availability of resources (in the form of recovery 

experiences) can foster the use of proactive coping.  

Practical Recommendations 
 The joint findings of this dissertation have at least three implications for practice. First, 

proactive coping is more difficult for workers who need the beneficial outcomes of proactive 

coping the most (i.e., workers with relatively little resources). It is therefore of utmost importance 

that employers protect workers from potential loss spirals, and that (semi-)public organizations 

support workers who are already experiencing such a downward spiral. Second, effective proactive 

coping is not a one-time effort; both employers and workers themselves should keep in mind that 

the needed accumulation of resources requires prolonged use of proactive coping efforts. Third, 

because proactive coping requires the investment of resources, individuals are advised to 

counteract the short-term resource loss by creating new resources, for example through recovery 

and mindfulness activities. Below, I discuss each implication in further detail. 

Protect Vulnerable Workers from Loss Spirals 
 The findings from this dissertation show that, in the short term, proactive coping can 

disproportionately burden workers with fewer career resources with additional job insecurity and 

psychological strain. At the same time, the findings indicate that the positive effects of proactive 

coping may only become visible after several months of proactive coping efforts, because 

accumulating new (career) resources takes time. As such, we must be vigilant that workers low in 

resources, who subsequently need the benefits of proactive coping the most, are not hindered in 

their continued proactive coping efforts due to the initial increase in job insecurity they may 

experience. Otherwise, they may be at risk of a so-called Matthew effect, in which individuals who 

lack resources are less able to acquire new resources, eventually leading to loss spirals in which 

individuals who lack resources are more at risk for additional resource loss (Hobfoll, 1989). We 

are not the first to uncover potential loss spirals among workers who experience job insecurity: 

Vander Elst and colleagues (2018) showed that job insecurity is not only related to later depressive 
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symptoms, but that such depressive symptoms aggravate later job insecurity as well. In addition, 

De Cuyper and colleagues (2012) showed that job insecurity is not only related to lower 

employability, but that lower employability created more job insecurity as well. These findings are 

reflected in Hirschi and Koen’s (2021) review, where the authors urge future research to further 

examine loss spirals associated with the role of resources in career self-regulation. 

The potential risk of loss spirals for workers low in career resources may impair them to 

such an extent that proactive coping becomes impossible due to an unavailability of resources. On 

a larger scale, these processes may exacerbate existing inequality in our society. It is therefore 

important that workers in such positions of resource scarcity are supported to find their way back 

up. For example, organizations can take measures to contain the negative impact of job insecurity 

among workers by good communication and participation strategies (Jiang & Probst, 2014; Vander 

Elst et al., 2010). Public and semi-public organizations can take measures to provide workers with 

relatively few resources with some sort of “start-up resources”, from which they can further grow 

their resources independently. For example, these individuals may benefit from financial support, 

education (e.g., education sponsored by the government; STAP budget, 2023), career guidance 

(e.g., professional career guidance sponsored by the government; Rijksoverheid, 2020), or a 

combination of such measures. This way, workers are enabled to manage their job insecurity 

through proactive coping despite their scarcity of resources.  

Prolonged Proactive Coping: Apply Routinization and Modest Effort 
 The finding that proactive coping may only help to minimize job insecurity after several 

months, after a successful accumulation of resources has taken place, points towards the 

importance of helping workers to sustain their proactive coping efforts over time. One possible 

way to ease proactive coping lies in routinization: developing habits which make corresponding 

behaviors less resource consuming (Ohly et al., 2006). Proactive coping requires the investment 

of personal resources (e.g., energy, mental capacity). Routinizing proactive coping (e.g., asking 

one’s supervisor about organizational developments out of habit) may make it less resource 

consuming, and hence, easier to sustain. Organizations or career counselors can help such 

routinization processes by making opportunities for proactive coping reoccurring. For example, 

through reserving biweekly or monthly moments to reflect on one’s goals and progress towards 

them. Stimulating proactive coping only when there is an imminent threat of job loss is strongly 
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discouraged, as workers may then lack both the mental capacity and time to be able to benefit from 

this proactive coping  (Shin et al., 2019).  

  A related, but somewhat different means to make proactive coping less resource consuming 

lies in spreading proactive coping efforts out over time, rather than using a lot of proactive coping 

at once (e.g., in a sudden rush). Sudden increases in proactive coping are shown to relate to 

increased burnout symptoms in the form of exhaustion (Zacher et al., 2019). Using a moderate 

amount of proactive coping for prolonged periods of time will render information and may help 

manage stressors, without it being overly resource depleting. Additionally, it may prevent the 

potential downside of using too much proactive coping: proactive career behavior such as scenario-

thinking, reflecting, and career planning may result in rumination, absorption in the past, or 

anxieties about the future when applied too extensively (Cangiano et al., 2019; Pingel et al., 2019; 

Richter et al., 2020). 

Prolonged Proactive Coping: Counteract Short-term Resource Loss 
 While making proactive coping less resource consuming is one way to help sustain 

proactive coping for prolonged periods of time, another promising strategy lies in pursuing 

activities that are aimed at replacing lost resources. The findings of this dissertation indicate that 

recovery experiences, such as detachment, relaxation, mastery, and control (Sonnentag & Fritz, 

2007), foster workers’ ability to engage proactive coping. This may imply that such recovery 

experiences can replenish or compensate lost personal resources (Hobfoll et al., 2018). Recovery 

can be fostered through training (cf. Hahn et al., 2011), but the organizational context also plays a 

role: time pressure and role ambiguity prohibit employee recovery (Chawla et al., 2020). In 

addition, based on the proactive coping framework I have proposed (see Table 6.1), any adaptive 

form of disengaged proactive coping (e.g., mindfulness) may help compensate for resource loss as 

they are – in theory – expected to improve worker’s position in the work situation (which generally 

implies a larger availability of resources). This underlines the importance of incorporating a certain 

amount of non-work activities in worker’s lives to enable the accumulation of resources that help 

offset setbacks and contribute to building a sustainable career. This can be outside of working 

hours, but organizations are also increasingly creating room for mindfulness training inside the 

workplace considering its positive effects on employee health and productivity (cf. Johnson et al., 

2020).  
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Future Research Directions 
  In investigating whether and how workers can manage or minimize job insecurity through 

their own proactive coping efforts, this dissertation also brought forward important questions that 

still need to be answered. More specifically, how can we know if behaviors included in research 

are truly proactive when individuals are not asked about their underlying intentions? How does 

proactive coping relate to other forms of career proactivity concepts such as job crafting and 

employability? And lastly, while we recommend individual workers to use proactive coping, to 

what extent can and should organizations and institutions cope more proactively with potential 

setbacks? I have outlined my thoughts on these questions below.  

A Measure for Proactive Coping 
 In the discussion of this dissertation’s research questions, I concluded that proactive coping 

among contemporary workers may involve any behavioral or cognitive effort that may change the 

future work situation or one’s position in it. While such efforts should have the goal to contain or 

minimize potential stressors, this goal does not have to involve one particular stressor and pursuing 

this goal may not always be a rational decision. The latter may particularly apply to maladaptive 

disengaged proactive coping: avoiding thoughts about the future development of the situation may 

be more an automatic “pre-sponse” to circumvent thoughts that would induce negative feelings 

such as job insecurity, rather than a conscious decision aimed at minimizing job insecurity. While 

it may appear difficult to measure the underlying goal of behaviors when these are not always 

consciously decided upon, a similar challenge has been brought forward decades ago when 

formulating the traditional theory of coping with stress and designing corresponding measures 

(e.g., Carver et al., 1989; Folkman et al., 1986; Lazarus, 1966). These scales include items to assess 

both conscious and unconscious responses to existing stressors. As such, I recommend future 

research to construct and investigate the potential of similar scales pertaining to potential future 

stressors. 

 A proactive coping scale that includes the future focus inherent to proactive coping, would 

help advance our understanding of proactive coping. While I investigated behavioral and cognitive 

efforts that can theoretically function as proactive coping, a proactive coping scale can more 

objectively assess whether individuals’ efforts have proactive purposes. Based on this dissertation, 

I suggest that such a scale consists of sub-scales depicting the categories of the proposed proactive 

coping framework (see Table 6.1), so that not only adaptive but also maladaptive proactive coping 
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strategies and their impact can be further investigated. Ideally, this proactive coping scale would 

be focused on undefined future stressors (e.g., “a potential setback” or “future threats”) and can be 

adjusted to target specific (career) threats. As such, the concept of proactive coping may not only 

be a valuable contribution within the context of careers, but also in other contexts in which 

individuals’ are subjected to potential future threats such as climate change and its consequences.    

Proactive Coping and Other Forms of Career Proactivity 
 Not too long ago, Jiang and colleagues (2023) published a literature review on career 

proactivity. In their review they presented an overview of key concepts pertaining to career 

proactivity (e.g., proactive career behavior, career self-management, career adaptivity), which they 

define as “an individual's self-initiated and future-oriented actions aiming to influence, change, 

and improve career circumstances including the situation and the self”. In response to their review, 

Akkermans and Hirschi (2023) note that – while endorsing their proposed definition – several of 

the presented key concepts in the review are not behavioral, but instead represent individual 

characteristics, attitudes, competencies, and resources (e.g., employability, career optimism, 

protean career orientation). This discrepancy may coincide with Jiang and colleagues’ (2023) 

notion that the careers literature does not offer one overall theory that can guide proactivity 

research in all career-related contexts. Their review contains research stemming from multiple 

theoretical subdomains and synthesizing all these concepts into one definition would be very 

difficult, if not impossible.  

  In this dissertation, however, I have focused specifically on proactive coping within 

careers, which I defined and investigated as cognitive and behavioral efforts that may change the 

work situation or one’s position in it. More importantly, this specific form of proactivity does have 

its foundation in one overall theory that can guide research within, and even beyond, career-related 

contexts: proactive coping theory (Aspinwall & Taylor, 1997). In addition, throughout this 

dissertation, I have revealed how proactive coping may relate to resources and outcome variables. 

This provides preliminary answers regarding the questions posed by Akkermans and Hirschi 

(2023), pertaining to whether proactivity enhances career outcomes directly or indirectly 

(indirectly, via the accumulation of career resources, cf. Chapter 4), potential downsides of 

proactivity due to resource loss (proactive coping results in increased job insecurity and strain in 

the short term, cf. Chapter 2), and whether other life domains such as leisure influence proactive 

coping (they do, recovery experiences stimulate proactive coping, cf. Chapter 4). However, the 
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findings of this dissertation are limited to proactive coping, and additional research is required to 

assess to what forms of proactivity these findings can and cannot be generalized.  

  While Jiang and colleagues (2023) mention in their review that overlapping proactivity 

concepts may reflect a jangle fallacy, an unjustified belief that things are different from each other 

because they are called by different names, I suspect that the overlap in concepts may be a correct 

representation of reality in which certain phenomena do, in fact, overlap. For example, in the 

current dissertation I established that proactive career behavior is a form of engaged proactive 

coping, which in turn is a subtype of proactive coping (see Figure 6.1). I concur with Jiang and 

colleagues’ (2023) suggestion that a comprehensive meso-level theory of career proactivity, in 

which individual and contextual influences and characteristics are integrated, may bring clarity 

that can help the field forward. However, I advise, firstly, that such future research efforts aimed 

at integrating and “cleaning up” the career proactivity literature make sure that they do not 

overlook the existence and potential value of overlapping concepts. Secondly, I ask future 

researchers not to neglect cognitive efforts, as proactivity may not be solely behavioral.  

Figure 6.1  

Overlapping Concepts Regarding Proactive Coping in the Careers Context 

 

Proactive Coping at Organizational Levels 
Throughout this dissertation I have positioned proactive coping as efforts initiated by 

individuals. However, both the original definition of proactive coping (“efforts undertaken in 

advance of a potentially stressful event to prevent it or to modify its form before it occurs”, 

Aspinwall & Taylor, 1997) and the definition I proposed for the career context (“efforts that may 

change the future work situation or one’s position in it”) do not exclude the possibility that 

proactive coping can be initiated by higher-level agents such as organizations and institutions. 
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Proactive coping at the organizational level can be found in literature on crisis management, but 

our understanding and application of organizational-level proactive coping remains scarce. While 

Pearson and Mitroff (1993) put forward the question “Is it enough to be reactive or does one need 

to be proactive?” as a major issue to consider for crisis management, later literature on crisis 

management seems to attach less importance to proactivity (Wu et al., 2021).  

Rightfully, Bundy and colleagues (2017) note the opportunity for future research to 

recognize that crisis management “best practices” may go unnoticed when scholars only focus on 

examining crises that have occurred, as organizations who have proactively averted crises may 

subsequently fall out of the picture. Notably, this is exactly what Aspinwall and Taylor (1997) 

warned for in their seminal article, applied to the organizational level: proactive coping may often 

go unstudied because stressors are generally the starting point of coping research. I suspect that a 

better understanding of organizational proactive coping, both in engaged and disengaged forms, 

can help prevent crises and other negative (organizational) events. Organizational proactive 

coping, such as scenario planning (Hillman et al., 2018), is likely to have a much larger impact 

than individual proactive coping can realize. Pearson and Mitroff (1993) wrote that “With very 

few exceptions, crises leave a trail of early warning signals. Unfortunately, we have found that in 

many cases, organizations not only ignore such signals, but may actually exert considerable efforts 

to block them” (p. 52). If we can uncover how organizations can act more proactively, many 

stressors can be averted which are beyond the grasp of individuals. However, as it is impossible to 

prevent all stressors, workers’ proactive coping efforts remain a valuable means to manage or 

contain potential stressors and their corresponding negative consequences.    

Conclusion 
Job insecurity is on the rise among contemporary workers. While policy and organizational 

initiatives play a role, this dissertations shows that individual workers, can mitigate job insecurity 

through proactive coping. I argued that proactive coping is not inherently effective, but is more 

likely to be effective when manifested as engagement and adaptive disengagement – a proposition 

supported by the meta-analytic results in Chapter 3. Longitudinal findings from Chapters 2 and 4 

illustrate the efficacy of engagement in the form of proactive career behaviors. Although these 

behaviors may not immediately alleviate job insecurity, over a period of months they can 

accumulate the resources that help contain or minimize later job insecurity. However, the findings 

also suggest the need for further exploration of the conditions that foster the effectiveness of 
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proactive coping in the context of job insecurity. Simply instructing workers to engage in proactive 

coping, as demonstrated in Chapter 5 with different career planning interventions, appears 

insufficient to prompt a change in their experience of job insecurity. 

In summary, this dissertation underlines that, even amid significant external factors like 

ongoing flexibilization processes and COVID-19-related restrictions, individual workers can 

assert influence on their future experience of job insecurity through their own proactive measures. 

Although proactive coping may initially result in a stronger experience of job insecurity, months 

of continued proactive coping can provide the resources that help contain or minimize the 

experience of job insecurity in the long term. As such, I conclude with the opening quote of my 

dissertation: 

 

“It may seem difficult at first, but all things are difficult at first” 

 

– Miyamoto Musashi14 

 

 

 
14 Japanese master swordsman (1584 – 1645), who believed that the True Warrior masters many art forms 
away from that of the sword, such as drinking tea, philosophizing, writing, and painting. 
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  The share of workers engaged in non-standard work has risen to a quarter of the European 

and American workforce (CBS, 2020; Karpman et al., 2022), nearly a third of the workforce has 

a job with a high risk of being automated (OECD, 2023), and the COVID-19 pandemic initiated a 

global career shock that severely influenced the working lives of many (Akkermans et al., 2020). 

In light of such developments, it may not be surprising that job insecurity has become an 

increasingly prevalent and chronic work stressor within contemporary careers (Wu et al., 2020). 

That is, for many workers, the perception of threat to the continuity and stability of their 

employment forms no longer a temporary experience (e.g., as it used to be for new labor market 

entrants), but instead a constant and enduring experience that varies in intensity throughout the 

working life. This is troubling, because job insecurity harms both individual well-being as well as 

organizational prosperity. Workers who endure high levels of job insecurity experience both 

damaging effects at work (i.e., lower job satisfaction, decreased career success, poorer job 

performance) and in other facets of life (i.e., lower physical and psychological health, lower life 

satisfaction, increased work-family conflicts). For organizations in which employees endure high 

levels of job insecurity, negative consequences include increased absenteeism, increased turnover, 

decreased work engagement, and poorer organizational performance (Cheng & Chan, 2008; Jiang 

& Lavaysse, 2018; Sverke et al., 2002).  

  To prevent such consequences, it is imperative to take measures aimed at minimizing job 

insecurity among workers. This can partly be achieved by ongoing policy- and organizational-

level initiatives aimed at minimizing job insecurity (e.g., better employment protection), yet it 

remains crucial to recognize individual agency as well. In this dissertation, I therefore investigated 

whether and how workers can manage and minimize the experience of job insecurity by their own 

means. Specifically, I examined the potential of proactive coping in this regard. Proactive coping 

refers to efforts undertaken in advance of potentially stressful events or situations to prevent them 

or to modify their form before they occur (Aspinwall & Taylor, 1997). Throughout this 

dissertation, I addressed three research questions aimed at uncovering how proactive coping 

manifests itself in the context of job insecurity (Research Question 1), whether such proactive 

coping can alleviate contemporary workers’ experience of different types of job insecurity 

(Research Questions 2a and 2b), and how resources play a role in this process (Research Questions 

3a, 3b, and 3c). I sought answers to these questions with longitudinal, meta-analytical, and 

experimental methods in four empirical chapters (Chapters 2 – 5). Together, these answers helped 
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realizing the primary aim of this dissertation: uncovering whether and how proactive coping can 

minimize the experience of job insecurity among contemporary workers. 

Empirical Findings 
In Chapter 2, I first translated the five theoretical stages of proactive coping (Aspinwall & 

Taylor, 1997) into specific career behaviors: career planning, scenario thinking, career 

consultation, networking, and reflecting. Next, I tested whether these behaviors could lower the 

experience of job insecurity (i.e., proactive coping, aimed at preventing or managing the stressor 

itself) and the psychological strain resulting from job insecurity (i.e., reactive coping, aimed at 

reducing the consequences of the stressor) in a 5-wave weekly survey study among 266 workers. 

The results showed that these career behaviors were ineffective for both proactive and reactive 

coping purposes on a weekly basis, for generally all types of job insecurity. Furthermore, the 

results showed that workers who engaged in more proactive coping, experienced more (rather than 

less) job insecurity – but this relation was less pronounced for workers high in career and financial 

resources. These findings indicate that: 1) the difference between proactive and reactive coping 

may lie in the proposed function of efforts (i.e., influencing a potential stressor), rather than in the 

type of behavior or its effectiveness, 2) the beneficial effects of proactive coping may need more 

than several weeks of time to establish, and 3) proactive coping may be harmful in the short term 

– and even more so for workers with relatively few resources. 

Building upon the conclusion of Chapter 2 that proactive coping may include any effort 

with the potential to influence a potential stressor, Chapter 3 reviewed the literature on the various 

forms of efforts that may influence job insecurity in a proactive manner, and meta-analytically 

examined their relationships with job insecurity. To this purpose, I combined traditional coping 

theories (Tobin et al., 1989; Kraaij & Garnefski, 2019) and proactive coping theory (Aspinwall & 

Taylor, 1997) into a proactive coping framework that categorizes behavioral and cognitive efforts 

within their level of engagement with the work situation (engaged or disengaged). For disengaged 

coping we further distinguish between adaptive and maladaptive forms. Based on 324 independent 

samples comprising data from over 300,000 workers, the meta-analytic results indicated that – 

regardless of job insecurity type – behavioral and mental engagement (e.g., performing well, 

cognitive restructuring) and adaptive behavioral and mental disengagement (e.g., recovery 

activities, mindfulness) are associated with lower amounts of job insecurity. Maladaptive 

behavioral and mental disengagement (e.g., counterproductive work behaviors, avoidance) were 
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associated with higher amounts of job insecurity. These findings indicate that: 1) workers who use 

more engaged and adaptive disengaged forms of proactive coping experience less job insecurity 

than others, and 2) proactive coping may, as with traditional reactive coping models, include 

maladaptive forms of coping, which were shown to relate to a stronger experience of job insecurity.  

While Chapter 3 provided support for the idea that proactive coping can lower job 

insecurity, it remained unclear how such proactive coping could establish these changes. In 

Chapter 4, I therefore investigated whether proactive coping (specifically: career planning, 

scenario thinking, career consultation, networking, and skill development) relates to less job 

insecurity through the accumulation of career resources. In addition, building upon the finding 

from Chapter 2 that proactive coping may be harmful in the short term, I tested whether job 

insecurity may hinder future proactive coping through increased psychological strain. The results 

from the 5-wave monthly survey study among 243 self-employed workers support the hypothesis 

that monthly proactive coping can decrease subsequent job insecurity via career resources, but 

indicated no relationship between job insecurity and subsequent proactive coping. Moreover, I 

found a cross-level interaction of self-compassion and job insecurity on psychological strain and 

a direct relationship between recovery and proactive coping. These findings indicate that: 1) the 

beneficial effects of proactive coping on job insecurity can show after a month of effort, 2) 

proactive coping has an indirect effect on job insecurity through the accumulation of career 

resources, and 3) proactive coping may be stimulated through indirect and direct resource 

replacement in the form of self-compassion and recovery (Hobfoll et al., 2018).  

Lastly, Chapter 5 presented two studies that experimentally tested the effects of proactive 

coping on (qualitative) job insecurity in the form of two career planning interventions. While Study 

1 (NS1 = 256) indicated that both the exploitation (goal-oriented) intervention and the exploration 

(option-oriented) intervention could lower feelings of job insecurity, these findings were not 

replicated in Study 2 (NS2 = 212). Combined, these studies suggest that more research is needed to 

establish boundary conditions for effective proactive coping. We propose that a sense of necessity 

or “reason to” motivation to engage with their career future (Parker at al., 2010) may form such a 

boundary condition, considering that Study 1 was conducted during COVID-19 induced 

lockdowns and Study 2 was conducted during a period of labor market shortages.  
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Conclusion 
  The findings from this dissertation reveal that not only policy- and organizational-level 

initiatives, but also individual action in the form of proactive coping can help to reduce the 

experience of job insecurity among contemporary workers. I proposed that proactive coping is not 

effective by definition, but that proactive coping in the form of engagement and adaptive 

disengagement is more likely to be – which was supported by the meta-analytic findings of Chapter 

3. The longitudinal findings from Chapters 2 and 4 indicate the importance of prolonged effort for 

effective engaged proactive coping in the form of proactive career behavior: Although proactive 

career behavior could not lower job insecurity in a matter of weeks, it could lower job insecurity 

in a matter of months through the accumulation of resources. However, the findings also suggest 

the need for further exploration of the conditions that foster effective proactive coping in the 

context of job insecurity. Simply instructing workers to engage in proactive coping appears 

insufficient to prompt a change in their experience of job insecurity, as demonstrated in Chapter 5 

with different career planning interventions. In summary, this dissertation underlines that, even 

amid significant external factors like ongoing flexibilization processes and pandemic-related 

restrictions, workers retain the ability to contain their job insecurity with proactive coping.  

Practical Implications 
  The research in this dissertation has several implications for practice. First, because 

proactive coping is harder for workers who need the beneficial outcomes of proactive coping the 

most (i.e. workers low in resources), it is important that employers take care not to initiate loss 

spirals and that (semi-)public organizations support workers who have already begun to spiral 

downwards. Second, effective proactive coping is not a one-time effort and both employers and 

workers themselves should therefore keep in mind that the needed accumulation of resources 

requires prolonged use of proactive coping, which can be fostered through routinization and 

preventing excessive amounts of sudden effort. Third, because proactive coping requires the 

investment of resources, individuals are advised to counteract the short-term resource loss by 

creating new resources, for example through recovery and practicing mindfulness.  
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Future Research Directions 
  This dissertation points to three future research directions. First, to more objectively assess 

whether individuals’ efforts have proactive purposes I recommend the construction of a proactive 

coping scale that consists of sub-scales depicting the categories of the proposed proactive coping 

framework. That way, not only engaged, but also disengaged adaptive and disengaged maladaptive 

proactive coping and their impact can be further investigated. Ideally, this proactive coping scale 

is focused on undefined future stressors (e.g., “a potential setback” or “future threats”) and can be 

adjusted to target specific (career) threats. As such, the concept of proactive coping may not only 

be a valuable contribution within the context of careers, but also in other contexts in which 

individuals are subjected to potential future threats. Second, I recommend that the construction of 

a comprehensive meso-level theory of career proactivity (cf. Jiang et al., 2023) does not 

misinterpret the existence of overlapping concepts as a jangle fallacy (i.e., unjustified belief that 

things are different from each other because they are called by different names), but instead 

recognizes such overlapping concepts as a potentially valuable representation of reality (e.g., 

proactive career behavior is a form of engaged proactive coping, which in turn is a form of 

proactive coping). Third, I urge future researchers to investigate proactive coping that is initiated 

by organizations and institutions rather than individuals. If we can uncover how organizations can 

act more proactively, this has the potential to avert stressors that are beyond the grasp of 

individuals.
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  Het aandeel werknemers met niet-standaardwerk is gestegen tot een kwart van de Europese 

en Amerikaanse beroepsbevolking (CBS, 2020; Karpman et al., 2022), bijna een derde van de 

beroepsbevolking heeft een baan met een hoog risico op automatisering (OESO, 2023), en de 

coronapandemie heeft een wereldwijde carrièreshock veroorzaakt die het werkende leven van 

velen ernstig heeft beïnvloed (Akkermans et al., 2020). In het licht van dergelijke ontwikkelingen 

is het wellicht niet verrassend dat baanonzekerheid een steeds meer voorkomende en chronische 

werkstressor is geworden binnen hedendaagse loopbanen (Wu et al., 2020). Dat wil zeggen, voor 

veel werkenden is een waargenomen dreiging betreffende de continuïteit en stabiliteit van hun 

baan niet langer een tijdelijke ervaring (zoals het bijvoorbeeld vroeger was voor nieuwkomers op 

de arbeidsmarkt), maar in plaats daarvan een meer chronische ervaring die varieert in intensiteit 

gedurende het hele werkende leven. Dit is verontrustend, want baanonzekerheid schaadt zowel het 

individuele welzijn als de welvaart van organisaties. Werkenden die te maken hebben met een 

hoge mate van baanonzekerheid ervaren zowel schadelijke effecten op het werk (d.w.z. een lagere 

werktevredenheid, minder loopbaansucces, slechtere werkprestaties) als in andere facetten van het 

leven (d.w.z. een lagere fysieke en psychologische gezondheid, minder levenstevredenheid, meer 

conflicten tussen werk en gezin). Voor organisaties waarin werknemers te maken hebben met een 

hoge mate van baanonzekerheid, zijn de negatieve gevolgen onder meer een hoger verzuim, een 

hoger verloop, een verminderde werkbetrokkenheid en slechtere organisatieprestaties (Cheng & 

Chan, 2008; Jiang & Lavaysse, 2018; Sverke et al., 2002).  

   Om dergelijke gevolgen te voorkomen, is het noodzakelijk om maatregelen te nemen die 

de baanonzekerheid onder werkenden kunnen minimaliseren. Dit kan deels worden bereikt met 

lopende initiatieven op beleids- en organisatieniveau die gericht zijn op het inperken van 

baanonzekerheid (bijv. betere arbeidsbescherming), maar het blijft cruciaal om ook de invloed van 

individuen te erkennen. In dit proefschrift onderzoek ik daarom of en hoe werkenden zelf 

baanonzekerheid kunnen managen en inperken. Specifiek onderzoek ik het potentieel van proactief 

coping in dit opzicht. Proactief coping verwijst naar inspanningen die worden ondernomen 

voorafgaand aan potentieel stressvolle gebeurtenissen of situaties, om deze te voorkomen of 

veranderen voordat ze zich voordoen (Aspinwall & Taylor, 1997). In dit proefschrift behandel ik 

drie onderzoeksvragen gericht op hoe proactief coping zich manifesteert in de context van 

baanonzekerheid (Onderzoeksvraag 1), of zulk proactief coping de verschillende soorten 

baanonzekerheid onder hedendaagse werkenden kan verlichten (Onderzoeksvragen 2a en 2b), en 
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hoe hulpbronnen (resources) een rol spelen in dit proces (Onderzoeksvragen 3a, 3b, en 3c). Ik zoek 

antwoorden op deze vragen met longitudinale, meta-analytische en experimentele methoden in 

vier empirische hoofdstukken (Hoofdstukken 2 - 5). Samen helpen deze antwoorden bij het 

realiseren van het hoofddoel van dit proefschrift: ontdekken of en hoe proactief coping de ervaring 

van baanonzekerheid onder hedendaagse werkenden kan inperken. 

Empirische Bevindingen 
In Hoofdstuk 2 heb ik eerst de vijf theoretische stadia van proactief coping (Aspinwall & 

Taylor, 1997) vertaald naar specifieke loopbaangedragingen: loopbaanplanning, scenario-denken, 

loopbaanoverleg, netwerken en reflecteren. Vervolgens heb ik getest of deze gedragingen de 

ervaring van baanonzekerheid (als proactief coping, gericht op het voorkomen of inperken van de 

stressor zelf) en de psychologische belasting als gevolg van baanonzekerheid (als reactief coping, 

gericht op het verminderen van de gevolgen van de stressor) konden verminderen in een wekelijkse 

survey studie met 5 meetmomenten onder 266 werkenden. Uit de resultaten bleek dat deze 

gedragingen voor zowel proactieve als reactieve coping doeleinden niet effectief waren op 

wekelijkse basis. Dit gold voor vrijwel alle soorten baanonzekerheid. Bovendien toonden de 

resultaten aan dat werkenden die meer proactief coping vertoonden, meer (in plaats van minder) 

baanonzekerheid ervoeren – maar deze relatie was minder uitgesproken voor werkenden met veel 

loopbaangerichte en financiële hulpbronnen. Deze bevindingen geven aan dat: 1) het verschil 

tussen proactief en reactief coping mogelijk ligt in het voorgestelde doel van de inspanningen 

(d.w.z. het beïnvloeden van een potentiële stressor), in plaats van in het type gedrag of de 

effectiviteit ervan, 2) de gunstige effecten van proactief coping mogelijk meer dan enkele weken 

nodig hebben om tot stand te komen, en 3) proactief coping op korte termijn schadelijk kan zijn – 

en nog schadelijker voor werkenden met relatief weinig hulpbronnen. 

Voortbouwend op de conclusie uit Hoofdstuk 2 dat proactief coping elke inspanning kan 

omvatten met de potentie om een potentiële stressor te beïnvloeden, heb ik in Hoofdstuk 3 

literatuur verzameld over de verschillende soorten inspanningen die baanonzekerheid op een 

proactieve manier kunnen beïnvloeden. Vervolgens, heb ik de relaties tussen deze inspanningen 

en baanonzekerheid meta-analytisch onderzocht. Hiertoe combineerde ik traditionele coping 

theorieën (Tobin et al., 1989; Kraaij & Garnefski, 2019) en proactief coping theorie (Aspinwall & 

Taylor, 1997) tot een proactief coping raamwerk dat gedragsmatige en cognitieve inspanningen 

categoriseert binnen hun mate van betrokkenheid bij de werksituatie (betrokken of onbetrokken). 
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Voor onbetrokken coping maak ik verder onderscheid tussen adaptieve en maladaptieve vormen. 

Gebaseerd op 324 onafhankelijke steekproeven met gegevens van meer dan 300.000 werkenden, 

gaven de meta-analytische resultaten aan dat – ongeacht het type baanonzekerheid – gedragsmatige 

en cognitieve betrokkenheid (bijv. goed presteren, omdenken) en adaptieve gedragsmatige en 

cognitieve onbetrokkenheid (bijv. herstelactiviteiten, mindfulness) geassocieerd zijn met minder 

baanonzekerheid. Maladaptieve gedragsmatige en cognitieve onbetrokkenheid (bijvoorbeeld 

contraproductief werkgedrag, vermijding) waren geassocieerd met een hogere mate van 

baanonzekerheid. Deze bevindingen geven aan dat: 1) werkenden die meer betrokken en adaptieve 

onbetrokken vormen van proactief coping gebruiken, minder baanonzekerheid ervaren dan 

anderen, en 2) proactief coping, net als bij traditionele reactieve coping modellen, maladaptieve 

vormen van coping kan omvatten. Deze maladaptieve vormen bleken inderdaad samen te hangen 

met meer ervaren baanonzekerheid.  

Hoewel Hoofdstuk 3 ondersteuning bood voor het idee dat proactief coping 

baanonzekerheid kan inperken, bleef het onduidelijk hoe proactief coping deze veranderingen tot 

stand zou kunnen brengen. In Hoofdstuk 4 onderzocht ik daarom of proactief coping (specifiek: 

carrièreplanning, scenario-denken, loopbaanoverleg, netwerken en ontwikkelen van 

vaardigheden) verband houdt met minder baanonzekerheid middels de opbouw van hulpbronnen. 

Daarnaast heb ik, voortbouwend op de bevinding uit Hoofdstuk 2 dat proactief coping op korte 

termijn schadelijk kan zijn, getest of baanonzekerheid toekomstig proactief coping kan 

belemmeren door een verhoogde psychologische belasting. De resultaten van de maandelijkse 

survey studie met 5 metingen onder 243 zelfstandigen ondersteunen de hypothese dat maandelijks 

proactief coping latere baanonzekerheid kan verminderen via hulpbronnen, maar gaven geen 

relatie aan tussen baanonzekerheid en latere proactief coping. Verder vond ik een cross-level 

interactie van zelfcompassie en baanonzekerheid op psychologische belasting en een directe relatie 

tussen herstel en proactief coping. Deze bevindingen geven aan dat: 1) de gunstige effecten van 

proactief coping op baanonzekerheid zichtbaar worden na een maand van inspanning, 2) proactief 

coping een indirect effect heeft op baanonzekerheid door de opbouw van hulpbronnen, en 3) 

proactief coping gestimuleerd kan worden door indirecte en directe vervanging van hulpbronnen 

in de vorm van zelfcompassie en herstel (Hobfoll et al., 2018).  

Tot slot werden in Hoofdstuk 5 twee studies gepresenteerd waarin de effecten van proactief 

coping op (kwalitatieve) baanonzekerheid experimenteel werden getest in de vorm van twee 



One Step Ahead: Proactive Coping to Minimize Job Insecurity   |   209 
 

 
 

loopbaanplanning interventies. Terwijl Studie 1 (NS1 = 256) aangaf dat zowel de exploitatie 

(doelgerichte) interventie als de exploratie (optiegerichte) interventie gevoelens van 

baanonzekerheid konden verlagen, werden deze bevindingen niet gerepliceerd in Studie 2 (NS2 = 

212). Samen suggereren deze studies dat er meer onderzoek nodig is om de randvoorwaarden voor 

effectief proactief coping vast te stellen. Wij verwachten dat een gevoel van noodzaak om bezig 

te zijn met de eigen loopbaantoekomst een randvoorwaarde vormt, aangezien Studie 1 werd 

uitgevoerd ten tijde van lockdowns en Studie 2 werd uitgevoerd tijdens een periode van krapte op 

de arbeidsmarkt.  

Conclusie 
  De bevindingen van dit proefschrift laten zien dat niet alleen initiatieven op beleids- en 

organisatieniveau, maar ook individuele actie in de vorm van proactief coping kan helpen om 

baanonzekerheid onder werkenden te verminderen. Ik heb geopperd dat proactief coping niet per 

definitie effectief is, maar dat proactief coping in de vorm van betrokkenheid en adaptieve 

onbetrokkenheid meer kans heeft om effectief te zijn – wat ondersteund werd door de meta-

analytische bevindingen van Hoofdstuk 3. De longitudinale bevindingen uit Hoofdstuk 2 en 4 

wijzen naar het belang van langdurige inspanning voor effectieve betrokkenheid in de vorm van 

proactief loopbaangedrag: Hoewel proactief loopbaangedrag baanonzekerheid niet kon verlagen 

in een kwestie van weken, kon het wel baanonzekerheid wel verlagen in een kwestie van maanden 

middels het opbouwen van hulpbronnen. De bevindingen wijzen er echter ook op dat verder 

onderzoek naar de voorwaarden voor effectief proactief coping in de context van baanonzekerheid 

nodig is. Het simpelweg instrueren van werkenden om aan proactief coping te doen, lijkt 

onvoldoende om een verandering teweeg te brengen in baanonzekerheid, zoals Hoofdstuk 5 laat 

zien met verschillende loopbaanplanning interventies. Samenvattend benadrukt dit proefschrift 

dat, zelfs in de context van externe factoren zoals flexibiliseringsprocessen en (dreigende) 

lockdowns, individuen in staat zijn om hun baanonzekerheid te managen door middel van proactief 

coping.  

Praktische Implicaties 
   Het onderzoek in dit proefschrift heeft verschillende implicaties voor de praktijk. Ten 

eerste, omdat proactief coping moeilijker is voor werkenden die de gunstige uitkomsten van 

proactief coping het hardst nodig hebben (d.w.z. werkenden met weinig hulpbronnen), is het 
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belangrijk dat werkgevers ervoor waken dat zij geen “loss spirals” initiëren en dat (semi-)publieke 

organisaties werkenden ondersteunen die al in een neerwaartse spiraal terecht zijn gekomen. Ten 

tweede is effectief proactief coping geen eenmalige inspanning en zowel werkgevers als 

werkenden zelf moeten er daarom rekening mee houden dat de nodige opbouw van hulpbronnen 

een langdurig gebruik van proactief coping vereist, wat kan worden bevorderd door routines te 

creëren en buitensporige hoeveelheden plotselinge inspanning te voorkomen. Ten derde, omdat 

proactief coping de investering van hulpbronnen vereist, adviseer ik dat mensen het korte termijn 

verlies van hulpbronnen tegengaan door nieuwe hulpbronnen te creëren, bijvoorbeeld door 

activiteiten gericht op herstel en het beoefenen van mindfulness.  

Suggesties voor Toekomstig Onderzoek 
  Dit proefschrift wijst op drie kansen voor toekomstig onderzoek. Ten eerste, om 

objectiever te kunnen beoordelen of de inspanningen van mensen proactieve doeleinden hebben, 

raad ik aan om een schaal voor proactief coping te construeren met sub-schalen bestaande uit de 

categorieën van het proactief coping raamwerk. Op die manier kunnen niet alleen betrokken, maar 

ook adaptieve en maladaptieve onbetrokken vormen van proactief coping en hun impact verder 

onderzocht worden. Idealiter is deze schaal voor proactief coping gericht op ongedefinieerde 

toekomstige stressoren (bv. “een potentiële tegenslag” of “toekomstige bedreigingen”) en kan de 

schaal worden aangepast voor specifieke (loopbaan)dreigingen. Op deze manier kan het concept 

proactief coping niet alleen een waardevolle bijdrage leveren binnen de context van loopbanen, 

maar ook in andere contexten waarin mensen worden blootgesteld aan potentiële toekomstige 

dreigingen. Ten tweede raad ik aan om bij de constructie van een allesomvattende mesoniveau 

theorie van loopbaan proactiviteit (cf. Jiang et al., 2023) het bestaan van overlappende concepten 

niet onjuist te interpreteren als een “jangle fallacy” (d.w.z., ongerechtvaardigd geloof dat dingen 

van elkaar verschillen omdat ze verschillende namen hebben), maar in plaats daarvan 

overlappende concepten te erkennen als een potentieel waardevolle representatie van de 

werkelijkheid (bijv. proactief loopbaangedrag is een vorm van betrokken proactief coping, wat op 

zijn beurt weer een vorm van proactief coping is). Ten derde vraag ik toekomstige onderzoekers 

om proactief coping dat geïnitieerd wordt door organisaties en instituties te onderzoeken. Als we 

kunnen ontdekken hoe organisaties meer proactief kunnen handelen, heeft dit de potentie om 

stressoren die buiten het bereik van individuen liggen af te wenden of in te perken. 
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Many contemporary workers experience job insecurity. This can be caused 
by various factors, such as an expiring work contract or technological 
advancements. Can workers do something to minimize such feelings of job 
insecurity, despite their existing circumstances? This dissertation 
investigates the potential of proactive coping in this regard: actions to avoid 
or confine potential stressful events or situations before they occur. In other 
words: actions that can help workers with staying one step ahead.
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