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[bookmark: _Toc213700158]Identification of a Business Problem
In the fast-paced, fiercely competitive corporate world of today, businesses have previously unheard-of difficulties in preserving worker continuity. Economic uncertainty, rapid technological change, and shifts in labour market conditions have heightened employees’ perceptions of job insecurity. Job insecurity is defined as the subjective anticipation of involuntary job loss or deterioration of valued job features (Jung et al., 2023). Employees experiencing job insecurity may reduce their effort, withdraw from organisational activities, and actively seek alternative employment opportunities, which may culminate in higher turnover rates. High turnover, in turn, can significantly disrupt organisational operations, affecting productivity, knowledge continuity, team cohesion, and ultimately, financial performance (Adesubomi, 2018).
Despite widespread recognition of its significance, there remains a substantial gap in the literature regarding the quantitative relationships between perceived job insecurity, actual employee turnover, and organisational performance. While studies have demonstrated a correlation between job insecurity and turnover intentions, far fewer have examined actual turnover and its subsequent impact on organisational outcomes (Lastad et al., 2025). Additionally, it has not been thoroughly investigated how turnover mediates the relationship between job insecurity and a deterioration in organisational performance. Understanding these relationships is critical for managers, human resources professionals, and policymakers because it offers actionable insights into mitigating turnover and maintaining organisational efficiency in periods of uncertainty.
The potential for this research to produce empirical data is what makes it significant that can inform organisational strategies aimed at reducing job insecurity and associated turnover. By adopting a quantitative approach and using secondary data from multiple organisations, this study seeks to contribute both to theoretical development in organisational behaviour and to practical human resource management strategies. Recent studies have indicated that job insecurity can reduce employee engagement, motivation, and productivity, highlighting the need for evidence-based interventions (Anand et al., 2023). Given the continued prevalence of non-standard contracts, layoffs, and organisational restructuring in post-pandemic economies, exploring the pathways between job insecurity, turnover, and performance has never been more relevant.
[bookmark: _Toc213700159]Research Aim, Objectives, and Questions
Investigating the connection between perceived job insecurity, employee turnover, and organisational effectiveness in modern businesses is the main goal of this study. The purpose of this study is to determine whether turnover mediates the relationship between insecurity and performance outcomes as well as how insecurity affects turnover. The research attempts to produce statistically sound findings that are transferable to many industries and organisational settings by using a quantitative, positivist methodology.
Examining the direct correlation between employee turnover and perceived job instability is the first objective. This goal aims to quantify the relationship between job insecurity and turnover by determining whether workers who feel more job insecurity are more likely to quit the company. Evaluating the connection between employee turnover and organisational performance is the second goal. The study aims to ascertain whether turnover resulting from insecurity has a major impact on organisational outcomes by examining variables including productivity, efficiency, and profitability. The third goal is to find out if the relationship between perceived job insecurity and organisational performance is mediated by staff turnover. This investigation will improve knowledge of the causal pathways by elucidating whether the detrimental effects of insecurity on performance are predominantly conveyed through turnover.
The research questions derived from these objectives are:
1. What is the correlation between perceived job instability and employee turnover in modern organisations?
2. To what degree does employee turnover relate to organisational performance?
3. Does the relationship between perceived job insecurity and organisational performance get mediated by turnover, and if so, how much?
By addressing these questions, the study aims to provide both theoretical insights and practical recommendations for managing workforce stability in uncertain environments.
[bookmark: _Toc213700160]Preliminary Literature Review
Theoretical frameworks such as the Conservation of Resources (COR) theory and social exchange theory provide explanatory mechanisms for understanding the impact of job insecurity on employee behaviour. COR theory suggests that employees experiencing a threat to valued resources, such as job security, experience stress and may engage in withdrawal behaviours, including turnover (Hobfoll, 1989). Social exchange theory posits that when employees perceive their organisation as failing to meet implicit promises of job stability, their loyalty and commitment decline, increasing the likelihood of turnover (Blau, 1964).
Empirical evidence supports these theoretical propositions. Studies by Cheng and Chan (2008) and Human et al. (2020) have demonstrated significant associations between job insecurity and both turnover intentions and actual turnover. Lastad et al. (2025) confirmed a strong correlation between job insecurity and turnover intentions, although they noted the scarcity of longitudinal and organisational-level research that links insecurity to measurable performance outcomes. Similarly, Anand et al. (2023) highlighted that job insecurity can reduce engagement, increase absenteeism, and negatively impact productivity.
Regarding turnover and organisational performance, multiple studies indicate that turnover incurs both direct costs, including recruitment and training expenses, and indirect costs, such as the loss of institutional knowledge and disruption of team dynamics (Maertz & Campion, 2004; OnlineScientificResearch, 2022). Adesubomi (2018) demonstrated that turnover arising from job insecurity is associated with reduced organisational performance, but the study was limited to a specific geographic and organisational context. This suggests a need for research that employs larger, more diverse datasets to establish generalisable findings.
There are still gaps in our knowledge of the mechanisms underlying the correlations between job insecurity, turnover, and performance, despite the research demonstrating these connections. In particular, not much research has looked at turnover as a mediating factor between perceived job insecurity and organisational performance, especially when employing quantitative, secondary data methods. By providing empirical data on the mediating function of turnover, the effect of insecurity on organisational outcomes, and the useful ramifications for human resource strategies, this study aims to close this gap.
[bookmark: _Toc213700161]Research Methodology and Design
This research adopts a positivist philosophy and a quantitative approach, aiming to analyse objectively measurable relationships between perceived job insecurity, employee turnover, and organisational performance. The study relies exclusively on secondary data sources, allowing for large-scale, generalisable analysis without the need for primary data collection. By focusing on existing data, the research ensures methodological rigor, cost efficiency, and practical feasibility within the time frame of the project.
Data Sources:
Secondary data will come from reliable, open sources. National labour force surveys, such as the European Working Conditions Survey and the UK Labour Force Survey, offer comprehensive, anonymised information on workers' opinions of job security. Company annual reports, sectoral reports, and international databases such as the Bureau of Labour Statistics, the World Bank Enterprise Surveys, and the OECD Employment Statistics can provide information on organisational turnover and performance measures. 
These sources allow for reliable, structured, and comparable datasets suitable for quantitative analysis. Using these datasets ensures that the research captures actual turnover rates and organisational performance indicators rather than relying on self-reported intentions, which strengthens the validity of the study.
Variables and Operationalisation:
Perceived job insecurity will be operationalised using aggregate indicators from labour force surveys that capture employees’ assessments of job stability, fear of job loss, or uncertainty about future employment. Employee turnover will be measured using actual voluntary or total turnover rates reported at organisational, sectoral, or national levels. Organisational performance will be operationalised through measurable outcomes such as productivity indices, financial ratios (e.g., return on assets, revenue growth), or sector-level performance metrics, depending on data availability. Control variables, including organisation size, sector, and economic conditions, will also be included to account for external influences.
Data Analysis:
Descriptive statistics will be used in the study to summarise and comprehend the distribution of variables. The direct links between perceived job insecurity, turnover, and organisational performance will be evaluated using correlation and multiple regression analysis. Using bootstrapped indirect effect models, mediation analysis will be performed to determine whether turnover mediates the association between job insecurity and organisational performance. Statistical tools like SPSS, Stata, or R will be used for all analyses, and the results will be assessed with a 95% confidence level. This methodical methodology guarantees that conclusions are solid, broadly applicable, and supported by empirical data.
Ethical Considerations:
Since the study exclusively uses secondary, anonymised, and publicly available data, ethical concerns are minimal. Nonetheless, all data sources will be properly attributed, and usage will comply with any licensing or copyright requirements. This approach ensures that the research meets ethical standards while maintaining methodological integrity.
[bookmark: _Toc213700162]Business Relevance and Practical Implications
The findings of this study have substantial implications for organisational management, strategic decision-making, and broader labour market policy. Job insecurity is a growing concern in modern organisations, particularly as industries undergo digital transformation, automation, and post-pandemic restructuring (Kraemer et al., 2021). Understanding its relationship with turnover and performance will enable business leaders to develop strategies that balance organisational flexibility with employee stability. This research provides quantitative evidence that can guide managerial interventions to maintain workforce continuity, improve morale, and enhance long-term productivity.
From a business management perspective, employee turnover is a critical cost driver that affects operational efficiency, customer satisfaction, and overall profitability (Hom et al., 2017). When employees perceive high job insecurity, they may disengage from their work, reduce discretionary effort, or actively seek alternative employment, which ultimately increases turnover rates and decreases organisational performance (Jiang & Lavaysse, 2018). By analysing secondary data from large-scale sources such as the OECD Employment Database and Labour Force Surveys, this study will help organisations identify the extent to which perceived insecurity correlates with actual turnover patterns across industries. These insights will support HR departments in designing retention initiatives grounded in empirical data rather than intuition.
The research also carries vital implications for human resource development and leadership strategy. Transparent communication, participative decision-making, and fair performance appraisal systems are proven to mitigate the psychological effects of job insecurity (Cheng & Chan, 2008; De Witte et al., 2021). Organisations that actively promote employee voice and trust during periods of uncertainty can maintain commitment and performance even when structural changes are unavoidable (Vander Elst et al., 2016). Consequently, the study’s outcomes could guide HR professionals in implementing policies that address both the perception and reality of insecurity, ensuring that employees remain engaged and aligned with organisational goals.
At the macro level, the research can inform policymakers concerned with workforce resilience and economic stability. Governments and labour organisations may use the findings to design policies that reduce precarious employment conditions and promote secure, sustainable work arrangements (OECD, 2023). For instance, identifying industries with the highest correlation between insecurity and turnover can help target policy support or retraining programs effectively. This also contributes to national productivity by reducing skill loss and encouraging long-term career development (Eurofound, 2022).
Finally, the study has implications for investors and corporate governance frameworks. With the increasing integration of social sustainability metrics in ESG evaluations, workforce stability and retention are being recognised as key indicators of organisational health (Delery & Roumpi, 2017; Eccles & Klimenko, 2019). Demonstrating a clear link between job insecurity, turnover, and performance enables companies to justify investments in employee well-being and retention as strategic imperatives rather than discretionary costs. By providing robust, data-driven insights, this research supports the development of evidence-based business models that align profitability with social responsibility and employee satisfaction.
[bookmark: _Toc213700163]Plan of Work and Time Schedule
The study will be conducted over a five-month period. The first month will focus on finalising the research topic, completing the literature review, and refining the research methodology. Month two will involve acquiring, cleaning, and preparing secondary datasets for analysis. The third month will focus on conducting statistical analyses, including descriptive statistics, correlation, regression, and mediation tests. Month four will emphasise interpreting results, drafting discussion and analysis chapters, and assessing the practical implications of the findings. Month five will be allocated to reviewing, proofreading, formatting, verifying references, and preparing the final submission. The Gantt chart below summarises this timeline:
	Task
	Month 1
	Month 2
	Month 3
	Month 4
	Month 5

	Topic finalisation, literature review, methodology planning
	  ██████
	
	
	
	

	Data acquisition, cleaning, coding
	
	███████
	
	
	

	Statistical analysis (descriptives, regression, mediation)
	
	
	███████
	
	

	Interpretation of results, drafting discussion
	
	
	
	███████
	

	Proofreading, formatting, references, final submission
	
	
	
	
	███████




[bookmark: _Toc213700164]Conclusion
In summary, this research proposal outlines a comprehensive plan to investigate the complex relationship between perceived job insecurity, employee turnover, and organisational performance through a quantitative, secondary data-driven approach grounded in the positivist paradigm. By utilising data from credible international sources such as the OECD, Eurofound, and national labour force surveys, the study ensures methodological rigour, reliability, and generalisability.
The proposed research aims to quantify how employees’ perceptions of job insecurity influence turnover and how these dynamics subsequently affect organisational outcomes. Furthermore, it seeks to identify the mediating role of job satisfaction and commitment in this relationship. The findings will be crucial for organisational leaders, HR practitioners, and policymakers in developing evidence-based strategies that mitigate insecurity, retain key talent, and sustain productivity.
The study’s contribution extends beyond academic value by offering practical guidance for improving employee engagement and promoting stability during economic and organisational change. Its insights will inform workforce management policies that align with sustainable development and social responsibility frameworks, helping organisations balance efficiency with employee well-being. Ultimately, by providing empirical evidence linking job insecurity to tangible performance outcomes, this research aspires to influence both strategic decision-making and the broader discourse on employment stability in an increasingly volatile global labour market.
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