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Abstract

Job insecurity and innovative work behavior are critical areas of research because of their
substantial impact on both individual and organizational performance. However, the effect of job
insecurity on innovative work behavior remains unclear, potentially due to differences in how job
insecurity is conceptualized and measured (quantitative, qualitative, and aggregated). This systematic
review aims to map these effects and explore the roles of mediators and moderators. Using the PRISMA
guidelines, 19 studies with a total of 8,685 participants were analyzed. The findings reveal that
guantitative job insecurity predominantly has a negative effect on innovative work behavior, while
gualitative job insecurity shows more nuanced outcomes. Key mediators identified include organizational
commitment, job satisfaction, intrinsic motivation, and work engagement. Notably, the role of moderators
in this relationship has not been thoroughly examined, highlighting a significant area for future research.

Keywords: Innovative Work Behavior; Quantitative Job Insecurity; Qualitative Job Insecurity;
Systematic Literature Review

Introduction

In today’s rapidly-changing market landscape, innovation stands as a critical element for
remaining competitive and viable for organizations (Golrizgashti et al., 2019; Olexova & Gogolova,
2021; Toli¢ et al., 2022). This underscores the significance of exploring innovative work behavior, which
involves employees generating, introducing, and implementing new and useful ideas within their work
environment—individually, in teams, or across organizations—to enhance both individual and
organizational performance (De Jong & Den Hartog, 2007; Farr & Ford, 1990; Janssen, 2000; Thurlings
et al., 2015). Innovative work behavior has been widely studied across various sectors, including private
companies, public institutions, and small-to-medium-sized enterprises (SMEs).

Innovative work behavior has been reported to influence individuals within organizations,
affecting aspects such as employee performance (Harlianto et. al., 2018; Siregar & Suma, 2024; Yousaf et
al., 2024), and subjective career success (Bandar et al., 2019). Within organizational contexts, innovative
work behavior is a pivotal element as it affects organizational performance (Firdaus et al., 2021; Shanker
et al., 2017; Utomo et al., 2023), stimulates business model innovation (Hock-Doepgen et al., 2024),
improves business performance (Jankelova et al., 2021), and contributes to a competitive advantage
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(Elidemir et al., 2020). This is further aligned with meta-analysis by AlEssa & Durugbo (2021) which
shows that innovative work behavior has a positive impact on organizational performance by fostering
value creation, enhancing adaptability and learning, and influencing the work environment's effectiveness
in terms of innovation.

Innovative work behavior can be influenced by several factors, including personal,
organizational, and external factors (Srirahayu et al., 2023). This study emphasizes job insecurity at the
individual level, which is regarded as one of the most prominent stressors in the workplace (De Witte,
1999). Job insecurity has become a widespread concern (Randstad, 2023). This situation is driven by
various factors, including technological advancements, increased global competition, and organizational
efforts to improve efficiency and cut costs (Lee et al., 2018; Sverke et al., 2019). Additionally, factors
such as mergers, downsizing, and organizational restructuring further amplify fears of job loss or
significant changes to job aspects (Huang et al., 2012).

Job insecurity is a subjective perception and undesirable risk of possible future loss of one's
current job, along with fears and concerns related to potential job loss or quantitative job insecurity and
job features or qualitative job insecurity (De Witte, 2005; Sverke et al., 2004; Van Hootegem et al., 2023;
Vander Elst et al., 2014). Greenhalgh & Rosenblatt (1984) introduced the term 'disinvolvement syndrome'
to describe how employees experiencing job insecurity often feel less motivated to engage with work-
related issues beyond their immediate responsibilities. Job insecurity can lead to emotional exhaustion,
which in turn diminishes proactive behavior at work (Sverke & Hellgren, 2002). Consistent with this
concept, Wang et al. (2019) found that higher levels of job insecurity led to decreased innovative work
behavior, as it depleted psychological resources and lowered the inclination to engage in innovative
activities.

Several previous studies have shown negative effects of job insecurity on innovative work
behavior (Aliane et al., 2023; Gayatri & Supartha, 2023; Ma et al., 2023; Nguyen & Petchsawang, 2024).
However, due to the presence of different types of job insecurity in the literature, such as quantitative and
gualitative job insecurity, the effect of job insecurity on innovative work behavior remains unclear. It is
important to distinguish between these types, as they may produce different outcomes and contribute to a
more accurate understanding of this relationship. Fischmann et al. (2015, 2023) highlighted the
importance of measuring different types of job insecurity (quantitative vs. qualitative) separately, as they
produce distinct outcomes. This distinction allows for a more accurate understanding and analysis of the
impact of job insecurity on various outcomes.

This aligns with Edwards & Bagozzi’s (2000) study, which indicates that differences in
conceptualization and measurement can lead to varied outcomes. They emphasize the importance of a
robust theoretical framework to properly align constructs with their respective measures, noting that
misalignment can result in inconsistent research findings. Such an approach is crucial in understanding
the relationship between job insecurity and innovaitve work behavior, as varying conceptualizations and
measures can Yyield different conclusions about their interaction. Additionally, differences in research
findings may also be influenced by the types of companies studied (e.g. public sector, private sector,
SMEs).

This study aims to map the effects of job insecurity by examining how it has been conceptualized
in previous research, along with the mediator and moderator interactions involved. In doing so, this study
will offer a theoretical contribution to the literature on job insecurity and innovative work behavior,
helping to clarify the complexities of these interactions and laying a foundation for future studies.
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Method

The protocol for this study was established following the guidelines of the Preferred Reporting
Items for Systematic Review and Meta-Analysis Protocol (PRISMA-P) (Page et al., 2021). The eligibility
criteria for this review were defined as follows: (1) The study participants were required to be individuals
actively working, (2) The comparators were the types of organizational structures within which job
insecurity might manifest and be perceived by employees, (3) Only studies that employed quantitative
research methods and provided measurable data on the effects of job insecurity on innovative work
behavior were included, (4) These studies were also required to provide conceptualizations for job
insecurity and innovative work behaviors and to detail the metrics used for their assessment, (5) The
outcome for inclusion was the measurement and examination of innovative work behavior, (6) Acceptable
reports were original research articles that had undergone peer review and were published in English from
reputable international or national journals.

To comprehensively capture the literature exploring the effect of job insecurity on innovative
work behavior, systematic searches were conducted across multiple databases, including Scopus, Google
Scholar, Semantic Scholar, and PubMed. This study targeted the inclusion of scholarly articles
disseminated from March 2014 up to the latest publication date covered by this review, March 2024, to
capture a comprehensive and up-to-date corpus of research reflecting the current dynamics of the field.

The search strategy employed combinations of two key blocks of terms to ensure a
comprehensive retrieval of relevant studies: "job insecurity,” "employment insecurity,” "workplace
insecurity, "innovative work behavior," "IWB," "innovation at work," "employee innovation," "workplace
innovation" “Innovation”. To expand the search and capture a wider array of relevant literature, the
following additional keywords were used in conjunction: "job insecurity" AND "innovation". This
combination was chosen to include studies that might use a broader definition of innovation beyond the
specific behaviors typically associated with innovative work behavior. The process of identifying relevant
journals is shown in Figure 1. The summary of the articles used in this study, detailing the researchers,
methods, and results is shown in Table 1.
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Figure 1. Flowchart of Study Selection
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Table 1. Included Studies
Reference Participants & Country ;I'ype O.f Job Jl Measure  IWB Measure  Results
nsecurity
1099 faculty members I
from 21 top research Quantitative Scott and Bruce (1) _Quantltatlve I has
Yang et al. L . - Hellgren et negative effect on IWB, (2)
universities in  China and (1994) & o
(2024) - L I al. (1999) Qualitative JI does not
(science and engineering Qualitative Zhang (2010)
have an effect on IWB
departments)
352 Gen Z employees
from Various, including
marketing, business,
administration,
information  technology, 1) Negative effect of jl on
Nguyen & human resources, I qug & IWB, (2) Mediated by
Petchsawang ducti . Quantitative Elizur Janssen (2000) izational .
(2024) production,  accounting, (1992) organizational commitment
logistics, and other and job satisfaction
occupations such as sales
staff in retail stores or
customer service staff in
hospitality in Vietnam
457 employees from five- (1) Negative effe(;t ofdJI gn
Aliane et al. star hotels and category . Karatepe IWB, (2) Mediated by
(2023) ' (A) travel agencies in Quantitative (2022) Janssen (2000)  knowledge-hiding behavior
Eqvot 9 and team anti-citizenship
gypt. behavior
(1) Qualitative job
insecurity negatively
affects proactive innovative
behavior and positively
affects reactive innovative
behavior, 2 Low
quantitative  JI  profile
st and L ovative
?mces (1999) " bohavior and the lowest
or  proactive oo .
innovative level of reactive innovative
Quantitative behavior behavior, ©) High
Ma et al. 503 employees from and Hellgren et quntitative  JI profile
(2023) various industries in China I al. (1999) exhibited intermediate
Qualitative Yang et al .
levels of both proactive and
(2020) for - . .
reactive reactive innovative
. . behavior, (4) Quantitative
innovative - .
behavior jl affects proactive and
reactive  IWB  through
impression ~ management
behavior, (5) Qualitative JI
affects  proactive  and
reactivce IWB through
intrinsic motivation and
impression  management
motivation
Gayatri & 91 empoyees from a hotel Ashford et De Jong and (1) Negative effect of JI on
Supartha in Indonesia with min. Mixed al. (1989) Den Hartog IWB, (2) Mediated by
(2023) working tenure of 2 years ' (2010) work engagement
Adrian et al. 180 employees from 4-star Mixed Hellgren et. g ieelacre De Positive effect of JI on
(2022) hotels in Indonesia al. (2010) (mei) IWB
(1) Positive effect of JI on
665  emplotees  from Hellgren et IWB through proactive
Li & Li (2022) production and service Mixed al. (1999) Huang (2004) work behavior )
enterprises in China Negative effect of JI on
IWB through working
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withdrawal behavior, (3)
Both mediated models are
moderated by
organizational commitment

Maulidina et 120 employees from one Mixed Ashford et De Jong and Negative effect of JI on
al. (2022) company in Indonesia al. (1989) Kemp (2003) IWB
Ham & 739 participants  from (1) No significant effect of
various companies I Brondino et JI on IWB, (2) Grit was
Salendu . . Qualitative Janssen (2000) L
(2022) |mp|(=:ment|ng new al. (2020) found to be the mediating
policies due to COVID-19 role
295  employees  from (1) Negative effect of JI on
Various industries IWB, (2) Mediated by
including architecture and instrinsic motivation, (3)
Montani et al design, co_mmunic_ation o vander Elst Trait_ ) mindfulness was
(2021) " and marketing, leisure, Quantitative etal. (2014) Janssen (2000) identified as a moderator in
technology, education, ' the relationship between
finance,  manufacturing, job insecurity, intrinsic
wholesale, and retail in motivation, and innovative
Canada and US work behavior.
41 employees at a .
Fauziawati et furniture and electronic Mixed Hellgren et Kleysen & E\ll\)/é\l egzzg)v € ﬁ;];e(;;gdjlgg
al. (2021) {etall ~ company in al. (1999) Street (2001) organizational commitment
ndonesia
(1) Qualitative JI has
negative effect of IWP, (2)
Khan et al. 282 IT professionals IN Qualitative De Witte et Scott & Bruce Mediated sequentially by
(2021) Pakistan al. (2010) (1994) psychological contract
breach and subjective well-
being
. (1) No direct effect of jl on
E:r:?r:i\;vrfg & 109 employees from a Quantitative Pienaar et al. Bgn Jon%_'ara;gg IWB, (2) Indirect effect
(2019) corporate in Indonesia (2013) (2010) was found through work
engagement
Belgium, 394 e_mployees (1) No significant direct
from _|ndustr|al or effect of JI on idea
constructions sectors, generation or idea
Van Hootegem private  services sectors, o Vander Elst De Jong and implementation,  (2) JI
and public services sector Quantitative etal. (2014) Den Hartog . P
et al. (2019) (healthcare o social- (2010) affects idea generation and
cultural  sector semi- idea implementation via
Lo irritation and concentration
governmental institution, sequentially
education)
- Negative effect of JI on
Wang et al 64t1 partlapantts tfrom fogr titati Elqrg & Kleysen & IW?B, (2) JI acts as
(2019) ?:ce;]pi)gases (state-owned)  Quantitative (1£|:)29u2r) Street (2001) mediator between abusive
' supervision and IWB
(1) No direct effect of JI
190 employees  from f’md ifjea generat_ion and
. industrial organization in ideaimplementation was
Niesen, Van the region of Brussels that o Vander Elst De Jong and found, (2) Psychological
Hootegem, et had recently undergone Quantitative etal. (2014) Den Hartog contract  breach  was
al. (2018b) . - ' (2010) identified as a mediator in
multiple restructurings and the relationship between JI
layoffs. and idea generation and
idea implementation
Quantitative: (1) Negative effect of
_ 1420 supervisor from a o Vander Elst quantitative and qualitative
Niesen, large  Belgian  postal Quantitative etal. (2014) De Jong and Jl on  IWB, (2)
Hootegem, et operator and  universal and Den Hartog  psychological contract
al. (2018a) service provider Qualitative Qualitative:  (2010) breach  mediated  the
P ' De Witte et relationship between
al. (2010) quantitative and qualitative
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JI and IWB

Negative effect of JI on

. 180 employees  from Hellgren et -
Choi et al. Manufacturing firms in  Mixed al. (1999) Kleysen & IWB'. (2.) Mednatgd by
(2018) Street (2001) organizational commitment
south korea - - .
and job satisfaction
927 respondents,
Respondents were from
De Spieqelaere five industries in Belgium: De Witte, De Jong and (1) Negative effect of JI on
etal 32(?14) banking, retail, hotels & Quantitative 1999; Mohr, Den Hartog IWB, (2) Mediated by
' restaurants, the chemical 2000 (2010) work engagement
industry, and the social
work sector.
Results

This study aims to explore the effect of job insecurity on innovative work behavior in the existing
literature. Based on the data analysis, the following results were obtained.

Study Samples

The sample size across nineteen studies amounts to approximately 8,685 participants from
diverse age groups and genders, ranging from employees in industrial organizations to those in public
sectors, and academic institutions. The studies encompassed a diverse range of sectors, including banking,
retail, hotels, restaurants, the chemical industry, the social work sector, industrial organizations, postal
services, state-owned enterprises, healthcare, the social-cultural sector, semi-governmental institutions,
education, architecture, design, communication, marketing, leisure, technology, finance, manufacturing,
wholesale, and retail, furniture and electronic retail, the IT sector, the hotel industry, production and
service enterprises, hospitality, academic institutions, corporate sectors, and manufacturing. These studies
were conducted in various countries, including Belgium, China, Indonesia, Canada, the United States,
Pakistan, Egypt, South Korea, and Vietnam.

Different Conceptions of Job Insecurity

Job insecurity was measured within different concept across 19 studies. Several studies measure
only quantitative job insecurity (N = 8), only qualitative job insecurity (N = 3), mixed or agregated the
score of both quantitative and qualitative job insecurity (N = 6), and measured both quantitative and
gualitative job insecurity separately (N = 3). Qualitative job insecurity is a perceived threat to the quality
of the employment relationship, including uncertainty about the future of valued aspects of work such as
deteriorating working conditions, lack of career opportunities, and decreased salary increases (De Witte et
al., 2015; Hellgren et al., 1999). Meanwhile, quantitative job insecurity refers to the uncertainty of
maintaining current employment, which focuses on concerns about the existence and continuity of future
employment (De Witte et al., 2015; Hellgren et al., 1999).

The Effect of Job Insecurity on Innovative Work Behavior

Each form of job insecurity impacts outcomes differently (Hellgren et al., 1999). Therefore, it is
essential to focus on the specific type of job insecurity being measured (Fischmann et al., 2015, 2023).
The interpretation of findings should be aligned with the particular conceptualization of job insecurity
utilized in each study.

Quantitative job insecurity, which refers to the perceived threat of losing one’s job entirely,
consistently shows a predominantly negative impact on innovative work behaviors (Aliane et al., 2023;
De Spiegelaere et al., 2014; Montani et al., 2021; Nguyen & Petchsawang, 2024; Niesen, Hootegem, et
al., 2018a; Wang et al., 2019; Yang et al., 2024). However, Niesen, Van Hootegem, et al. (2018b) and
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Kurniawan & Ranihusna (2019) found no direct effect but identified mediating factors that influenced the
degree to which job insecurity impacts innovation work behavior. This suggests that in certain contexts,
other workplace factors could either exacerbate or mitigate the impact of job insecurity on IWB.

The effect of qualitative job insecurity, which refers to concerns about job quality, on innovative
work behavior shows more varied outcomes. Niesen, Hootegem, et al. (2018a) and Khan et al. (2021)
found negative effects of qualitative job insecurity on innovative work behavior among employees from
postal and universal service provider and IT industry. However, Ma et al. (2023) demonstrated a more
complex picture of employees from various industries as their study reported that qualitative job
insecurity negatively impacts proactive innovative behavior (initiating new ideas), while positively
affecting reactive innovative behavior (responding to changes or challenges with innovative solutions).
This finding implies that while employees may feel demoralized from initiating innovation under
gualitative job insecurity, they might still respond creatively when external pressures require adaptation.
On the contrary, both Ham & Salendu (2022) and Yang et al. (2024) found no effect of qualitative job
insecurity on innovative work behavior, suggesting that certain job quality concerns do not always
influence employee innovative work behavior, or that the relationship might be more nuanced depending
on the organizational context or employee resilience.

Several studies explored the aggregated or mixed effects of job insecurity, combining both
guantitative and qualitative dimensions, and also yielded a diverse range of outcomes. Some studies found
that aggregated job insecurity has a predominantly negative effect on innovative work behavior among
employees from different backgrounds such as manufacturing, furniture & electronic retail, and hotel
industries (Choi et al., 2018; Fauziawati et al., 2021; Gayatri & Supartha, 2023). This shows that that
when employees experience a combination of job loss anxiety and deterioration in job quality, their
ability to innovate is hindered. This dual threat can create an environment of heightened stress and
uncertainty, reducing creative and proactive behavior. In contrast, Adrian et al. (2022) identified a
positive effect of job insecurity on innovative work behavior among hotel workers, suggesting that under
certain conditions, job insecurity may motivate employees to engage in innovative activities as a way to
secure their position. Similarly, Li & Li (2022) proposed a more complex "dual-channel effect" model,
where job insecurity can impact knowledge workers' innovative behavior either positively through
proactive work behavior or negatively through working withdrawal behavior. This model suggests that
job insecurity can both motivate and discourage innovation, depending on how employees react to the
perceived threat.

Mediators and Moderators

The presence of inconsistent findings can be elucidated by considering the mediating and
moderating role. Mediators play a crucial role in how job insecurity affects innovation. Work engagement
(Choi et al., 2018; De Spiegelaere et al., 2014; Gayatri & Supartha, 2023) is negatively impacted by job
insecurity, reducing innovative work behavior. Intrinsic motivation (Khan et al., 2021; Montani et al.,
2021) also mediates this relationship, with job insecurity lowering intrinsic motivation and consequently
innovation. Organizational commitment (Fauziawati et al., 2021; Gayatri & Supartha, 2023) is another
key mediator, as job insecurity decreases commitment and innovation.

Sequential mediators such as organizational commitment and subjective well-being (Khan et al.,
2021) further explain the impact of job insecurity on innovation. Psychological contract breach (Niesen,
Van Hootegem, et al., 2018b) negatively affect idea generation and implementation, mediating the
relationship between job insecurity and innovative work behavior. Grit (Ham & Salendu, 2022) mediates
negative effects of job insecurity on innovation, with higher grit levels buffering these adverse effects.
Employee irritation and decreased concentration (Van Hootegem et al., 2019) due to job insecurity also
hinder innovation. Additionally, knowledge hiding and team anti-citizenship (Aliane et al., 2023) mediate
the negative impact of job insecurity on innovative work behavior. Finally, job satisfaction (Nguyen &
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Petchsawang, 2024) is reduced by job insecurity, leading to lower innovative behavior.

Sixteen studies have focused on investigating mediators, while only a study by Montani et al.
(2021) explored the moderating role of trait mindfulness relationship between job insecurity, intrinsic
motivation, and innovative work behavior. High levels of trait mindfulness can mitigate the negative
impact of job insecurity on intrinsic motivation, thereby preserving innovative work behavior.

Discussion

The primary aim of this study is to map the effects of job insecurity on innovative work behavior
by providing a comprehensive theoretical contribution to understanding the various outcomes associated
with different forms of job insecurity. Job insecurity is typically conceptualized in two distinct
forms: qualitative and quantitative (Ashford et al., 1989; De Witte, 2005; De Witte et al., 2015; Hellgren
et al., 1999). The key distinction lies in the nature of the uncertainty (Hartley et al., 1990). Qualitative job
insecurity refers to concerns about the quality and conditions of one’s job, while quantitative job
insecurity pertains to the uncertainty of job continuity (De Witte et al., 2015; Hellgren et al., 1999).

The findings of this study emphasize the significant impact of both forms of job insecurity on
innovative work behavior. Understanding this distinction is crucial, as each type affects employees'
innovative behaviors in distinct ways. As Hellgren et al. (1999) noted, qualitative and quantitative job
insecurity lead to different outcomes, thus influencing the extent and nature of innovation differently.
Consequently, the measurement of job insecurity in future research must clearly differentiate between
these forms to capture their unique effects accurately (Fischmann et al., 2015, 2023). This refined
approach will allow for a more precise understanding of how job insecurity shapes innovative work
behavior.

Studies consistently shows that quantitative job insecurity has predominantly negative effects on
innovative work behavior (Aliane et al., 2023; De Spiegelaere et al., 2014; Montani et al., 2021; Nguyen
& Petchsawang, 2024; Niesen, Hootegem, et al., 2018a; Wang et al., 2019; Yang et al., 2024). This form
of job insecurity, which pertains to the uncertainty of maintaining current employment, creates a climate
of fear and instability. Employees who are worried about losing their jobs are less likely to engage in
innovative activities. This reluctance arises because quantitative job insecurity is classified as a job
demand that causes hindrance stress (Montani et al., 2021). This not only directly diminishes individual
performance but also leads to increased stress (such as anxiety, fatigue, and burnout) and reduced
motivation, thereby hindering personal growth, development, and achievement at work (LePine et al.,
2005). Another explanation is that quantitative job insecurity drains psychological resources, thus
reducing the tendency to participate in innovative activities (Wang et al., 2019)

The impact of qualitative job insecurity on innovative work behavior is more nuanced and mixed.
While some studies report negative effects on idea generation or overall innovative work behavior (Khan
et al., 2021; Niesen, Hootegem, et al., 2018a), other study found that it negatively affects proactive
innovative behavior while positively affecting reactive innovative behavior (Ma et al., 2023) or no
significant effect (Ham & Salendu, 2022; Yang et al., 2024). Despite this complex findings, qualitative
job insecurity has largely been overlooked in research, particularly concerning its impact on employee
behavior (Witte et al., 2012). This indicates a gap in the literature, as few scholars have explicitly
examined this form of job insecurity (Niesen, Hootegem, et al., 2018a).

When comparing quantitative and qualitative job insecurity, quantitative job insecurity tends to
have more significantly negative effects on innovative work behavior. While some studies suggest that
both forms of job insecurity are equally harmful to employee outcomes, there is also a perspective that
guantitative job insecurity will likely have a more severe negative impact on behavioral outcomes than
qualitative job insecurity (Greenhalgh & Rosenblatt, 1984; Jahoda, 1982). The perceived threat of losing
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one's entire job, rather than specific job features, is considered more alarming because it involves losing
essential employment functions such as time structure, social contacts, and social status (Niesen,
Hootegem, et al., 2018a).

Despite some arguments that different forms of job insecurity lead to different outcomes
(Fischmann et al., 2015, 2023; Greenhalgh & Rosenblatt, 1984; Jahoda, 1982), there is also a perspective
that both forms of job insecurity are equally detrimental (De Cuyper & De Witte, 2006; De Witte et al.,
2010), and current empirical evidence supports this view (De Witte et al., 2010). Many previous studies
aggregated the effects of both qualitative and quantitative job insecurity on innovative work behavior and
found consistently complex findings, including negative effects (Choi et al., 2018; Fauziawati et al., 2021;
Gayatri & Supartha, 2023) and positive effects (Adrian et al., 2022; Li & Li, 2022). This highlights the
different conceptualizations of job insecurity in the broad empirical evidence. Future studies need to
emphasize which type of job insecurity is being measured. This study argues that both types of job
insecurity should not be aggregated; they need to be measured separately as each type has a different
conceptual meaning.

The findings predominantly emphasize mediating roles, with sixteen of the selected studies
concentrating on mediators. Most previous studies focus on individual factors as mediators in the
relationship between job insecurity and innovative work behavior. These individual factors include
organizational commitment, job satisfaction, intrinsic motivation, impression management behavior, work
engagement, and psychological contract breach (Choi et al., 2018; Ham & Salendu, 2022; Ma et al., 2023;
Montani et al.,, 2021; Nguyen & Petchsawang, 2024). Only a few studies have explored group
interactions, such as the impact of abusive supervision, as mediators (Wang et al., 2019). This indicates a
gap in the literature where the influence of group dynamics and interactions on the effects of job
insecurity remains underexplored.

None of the studies have examined the moderating interactions in the effect of job insecurity on
innovative work behavior. Only Montani explored moderating effect of trait mindfulness in mediated
effect of intrinsic motivation. This highlights a significant gap in the literature, suggesting that future
research should explore potential moderating factors. Understanding these moderating interactions could
provide a more comprehensive picture of how job insecurity influences innovative work behavior.

However, it is important to note the limitations of this study. This study does not measure the
pooled effects of different types of job insecurity on innovative work behavior. The primary focus is on
mapping and categorizing the findings related to job insecurity and innovative work behavior rather than
guantitatively assessing their impact. Future studies should consider incorporating direct measurements
and meta-analytical approaches to provide a more robust understanding of these dynamics.

Conclusion

The primary objective of this study was to map the findings related to the effect of job insecurity
on innovative work behavior. The research highlighted that quantitative job insecurity, concerning job
continuity, predominantly negatively affects innovative work behavior due to its classification as a
hindrance stressor. In contrast, qualitative job insecurity, involving threats to work quality and conditions,
showed more nuanced and mixed effects. The importance of distinguishing between these two forms of
job insecurity was underscored, as they influence employees' innovative behaviors differently.
Additionally, the study emphasized the mediating roles of individual factors such as organizational
commitment, job satisfaction, intrinsic motivation, impression management behavior, work engagement,
and psychological contract breach, while noting a gap in exploring group interactions, organizational,
external factors and moderating effects on innovative work behavior, suggesting areas for future research.
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