
Volume 15, Issue 05, Jun2025 ISSN 2457 – 0362 Page 520 

  
  

 

 Job Insecurity Perceptions: A Comparative Study of Older and Younger 

Night Shift Employees in US IT Recruitment 

Mr. V Bhaskar Reddy1, Dr. Ghousia Farheen2 
1Bharatiya Engineering Science and Technology Innovation University, Anantapur, Andhra Pradesh–

515731, India 

2Department of Rehabilitation Psychology, NIPIED, Secunderabad - 500009 

ABSTRACT 

This study investigates the comparative perceptions of job insecurity among US night shift 

employees in the IT recruitment industry from Hyderabad, Telangana region, focusing on two age 

groups: 25 to 40 years and 40 years and above. A total of 40 participants, with 20 individuals from 

each age group, were surveyed using a structured questionnaire collected through Google forms 

to assess factors such as perceived employability, concerns about job stability. The findings aim to 

shed light on how the demographics of age impact Cognitive Dimension (Perceived 

Employability) and Affective Dimension (Perceptions of Job Insecurity), to address the unique 

concerns of both age groups. Understanding these both the cognitive and emotive/affective 

perceptions is essential for developing targeted initiatives that promote retention and job 

satisfaction across age groups. Leveraging the skills of both younger and older workers can 

enhance overall productivity and employee well-being through customized training programs and 

policies that foster an inclusive workplace. 

Keywords: Job Insecurity, age groups, U.S. night shift, IT recruitment, Cognitive and Affective 
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1. INTRODUCTION AND LITERATURE 

Global organizations are dealing with more challenges, changes, and difficulties, which has led to 

a decline in the companies that have historically provided the majority of jobs and professions 

(Davis 2013).Work is being outsourced; automation, including the use of robots to perform human 

tasks more effectively, is increasing; and, more broadly, technological advancements are rendering 

many well-known jobs obsolete. During his final speech, former President Barack Obama issued 

a warning: "The next wave of economic dislocations will not come from overseas." According to 

Miller (2017), it will result from the rapid speed of automation, which renders many decent middle-

class employments redundant.  

 

In order to support worldwide operations, night shift labour has become common in the ever-

changing U.S. information technology (IT) recruitment industry. Workers in the Indian IT 

recruitment sector who work night shifts do so outside of regular business hours for shifts in the 

US time zone. Working night shifts disrupts the normal circadian rhythm, or sleep-wake cycle, 

which may affect the physical and mental well-being of shift workers. 

 

Older workers often bring a wealth of experience and institutional knowledge; however, they may 

face heightened concerns about job security due to factors such as technological advancements 

and organizational restructuring. Conversely, younger employees, while potentially more 

adaptable to technological changes, might experience job insecurity differently, influenced by 

factors like career progression uncertainties and economic fluctuations. Understanding these age-
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related differences is crucial for organizations aiming to foster a supportive work environment and 

retain talent across generations. 

 

1.1 Job Insecurity: 

A subjective assessment of a possible threat to the continuation of the current job is known as "job 

insecurity" (JI). The first study on JI was conducted by Greenhalgh and Rosenblatt (1984), who 

described it as "the perceived powerlessness to maintain the desired continuity in a threatened job 

situation." Numerous more definitions have been proposed since then. 

 

This night shift scheduling creates special difficulties, especially when it comes to employees' 

concerns of job instability. The perceived risk of losing one's work, or job insecurity, has been 

connected to a number of negative consequences, such as decreased organizational commitment, 

elevated stress levels, and decreased job satisfaction. Not all employee demographics are equally 

affected by job insecurity; perceptions of this impact are greatly influenced by age. 

 

According to earlier research (Canivet C. et al., 2016), employment insecurity is linked to 

temporary work arrangements because temporary employees regularly experience emotional stress 

and pressure, which can have an adverse effect on their wellbeing. These conclusions are supported 

by the authors' findings, which show that the group of temporary workers had a markedly reduced 

emotional component to job insecurity. In a similar study by, temporary workers reported a larger 

likelihood of unemployment and higher levels of concern over their career outlook and job 

preservation, indicating a worse cognitive dimension of job instability.  

 

According to the study by Katsaouni, M. et al. (2024), temporary employment is associated with 

a poorer degree of well-being derived from the work environment, a worse quality of life, and a 

sense of job security. With the exception of mental diseases brought on by a sense of job insecurity, 

expectation and working abilities are good within the same group, and the frequency of various 

health disorders is generally lower, regardless of age or gender. When it came to parental 

satisfaction, nurses who were most committed to their jobs were more susceptible to job insecurity. 

Additionally, in the presence of high job insecurity, high age and strong job devotion suggested 

increased parental stress and work-family conflict (Ruokolainen et al., 2014). 

 

2. MATERIALS AND METHOD 

2.1 Research Design: 

 

This study employs a mixed quantitative and qualitative research design to analyse and 

compare perceptions of job insecurity between older and younger employees working in night 

shift in the US IT recruitment industry from Hyderabad, Telangana region. 

 

2.2 Sample: 

 

The proposed study intends to examine the views of job insecurity among younger (ages 25 to 40) 

and older (ages 40 and above) night shift workers in Hyderabad, Telangana's US IT recruitment 

sector. There will be 20 people from each age group among the 40 participants in the survey. 

2.3Data Collection: 
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Data were collected using a structured questionnaire administered via Google Forms from 

employees working in night shift from India in the US IT recruitment industry. The questionnaire 

included: 

• Demographic Information: Age and years of professional experience. 

• Job Insecurity Perception: Assessed using the Job Insecurity Inventory (JII) developed by 

De Witte (2000), comprising 11 items rated on a five-point Likert scale from 1 (strongly 

disagree) to 5 (strongly agree). 

o Description and Usage: The Job Insecurity Index (JII), is a thorough psychometric scale 

of four items originally developed by De Witte (2000) assesses both cognitive and 

emotive/affective dimensions of employee’s perspectives of job insecurity. 

o Usage: 

1. Cognitive Dimension (Perceived Employability): The first four items assess 

employees' perceptions of their perceptions of their chances of leaving their jobs. 

These questions measure the awareness and perceived likelihood of losing one's 

employment. 

2.  Affective Dimension (Perceptions of Job Insecurity): The final seven items deal 

with the feelings that come with job insecurity. These objects express emotions like 

anxiety and fear related to possible job loss.  

o Scoring: The original JII consists of 11 items, each rated on a five-point Likert scale, with 

1 denoting "strongly disagree" and 5 denoting "strongly agree." 

2.4 Variables: 

 

Below Table1 depicts variables taken into consideration for the study: 

Independent Variable 

(IV) 

Intervening Variable 

(DV) 

Dependent 

Variable (DV) 

Perceived 

Employability(Cognitive 

Dimension) 

Age groups: 

- 40 years and above 

- (25-40) years 

Perceptions of Job 

Insecurity 

(Affective 

Dimension) 
Table1: Variables for the study 

2.5Inclusion and Exclusion Criteria for the Study 

• Inclusion Criteria: 

1. Employees from US IT Recruitment industry 

2. Select age groups–(40 years and above) and (25-40 years) are considered for the 

study 

3. Night shift employees 

4. Location from Hyderabad, Telangana, India 

5. Experience 

• Exclusion Criteria: 

1. Day/Regular Shift Employees 

2. Other age groups 

3. Income group and salaries 
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4. Other Locations 

 

2.6 Hypotheses: 

The below hypotheses aim to explore potential age-related differences in job insecurity perceptions 

and the moderating role of perceived employability within the specified demographic. 

1. Hypothesis 1: 

• Null Hypothesis(H0):There is no difference between the Older and Younger Cognitive 

Dimension/Perceived Employability groups. 

• Alternate Hypothesis (Ha):There exists significant difference between the Older and 

Younger Cognitive Dimension/Perceived Employability groups. 

 

2. Hypothesis 2: 

• Null Hypothesis(H0):There is no difference between the Older and Younger Affective 

Dimension/Perceptions of Job Insecurity groups. 

• Alternate Hypothesis (Ha): There exists significant difference between the Older and 

Younger Affective Dimension/Perceptions of Job Insecurity groups. 

2.7 Data Analysis and Tools used in the Study: 

The collected data were analysed using the following statistical methods: 

o Mean (M): Calculated to determine the average perception of job insecurity index 

score within each age group. 

o Standard Deviation (SD): Computed to assess the variability of job insecurity 

perceptions within each group. 

o Independent Samples t-Test: Conducted to compare the mean job insecurity 

perceptions between older and younger employees, evaluating if observed differences 

are statistically significant. 

o Pearson's Correlation Coefficient (r): Calculated to examine the strength and 

direction of the relationship between perceived employability and job insecurity 

perceptions within each age group. 

All statistical analyses were performed using SPSS software, with significance set at p < 0.01. 

2.8 Reporting: 

 

• Compile results into a comprehensive report, highlighting key differences and similarities 

between the age groups. 

• Consider limitations of the study and suggest areas for future research. 

• By following this procedure, the study aims to provide valuable insights into how different 

age groups perceive job insecurity within the U.S. IT recruitment industry's night shift 

operations. 

3. RESULTS AND DISCUSSION 
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3.1 Analysis: 

❖ Table 2:Depicts the Test scores of JII conducted on older age group – (40 years and above) 

(N=20), working in the US Night Shift in IT Recruitment Industry. 

 

 

Cognitive Dimension/Perceived 

Employability 

Affective Dimension/Perceptions of 

Job Insecurity 

Mean 12.85 22.2 

Std. Deviation 2.96 5.35 

Variance 8.77 28.59 

95% Confidence 

interval of Mean 

11.46 - 14.24 19.7 - 24.7 

Mean ± Std. 12.85 ± 2.96 22.2 ± 5.35 

Table 2: Test Scores of JII on employees olderage group 

 

❖ Below figure represent the Cognitive and Affective dimensions of JII conducted on older age 

group – (40 years and above) (N=20), working in the US Night Shift in IT Recruitment 

Industry. 

 

 
Fig1: Cognitive and Affective Dimensions among Older Age group 

❖ Table 3: Depicts the Test scores of JII conducted on younger age group – (25-40 years) 

(N=20), working in the US IT Recruitment Industry. 

 

Cognitive Dimension/Perceived 

Employability 

Affective Dimension/Perceptions of 

Job Insecurity 

Mean 14.6 18.55 

Std. Deviation 2.39 6.25 

Variance 5.73 39.1 
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Cognitive Dimension/Perceived 

Employability 

Affective Dimension/Perceptions of 

Job Insecurity 

95% Confidence 

interval of Mean 

13.48 - 15.72 15.62 - 21.48 

Mean ± Std. 14.6 ± 2.39 18.55 ± 6.25 

Table 3: Test Scores of JII on employees youngeragegroup 

❖ Below figure represent the Cognitive and Affective dimensions of JII conducted on younger 

age (25-40 years) group (N=20), working in the US IT Recruitment Industry. 

 

 
Fig2: Cognitive and Affective Dimensions among Older Age group 

3.2t-test for independent samples: 

❖ 3.2.1 Table 4: Depicts the t - test scores of Cognitive Dimension/Perceived Employability 

conducted on older age group – (40 years and above) (N=20) and Younger Age (25-40 years) 

group(N=20), working in the US IT Recruitment Industry. 

 

Older Cognitive 

Dimension/Perceived 

Employability 

Younger Cognitive 

Dimension/Perceived 

Employability 

t- test value 

Mean 12.85 14.6 - 2.06 

 

Std. 

Deviation 

2.96 2.39 

Variance 8.77 5.73 

Table 4: t- test Scores of Cognitive Dimension/Perceived Employability between older and younger age groups 

Result Analysis: 

• The results of the descriptive statistics show that the Older Cognitive Dimension/Perceived 

Employability group has lower values for the dependent variable (M = 12.85, SD = 2.96) than 

the Young Cognitive Dimension/Perceived Employability group (M = 14.6, SD = 2.39). 
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• A two-tailed t-test for independent samples (equal variances assumed) showed that the 

difference between Older Cognitive Dimension/Perceived Employability and Young Cognitive 

Dimension/Perceived Employability with respect to the dependent variable was statistically 

significant, t (38) = -2.06, p = .047, 95% confidence interval [-3.47, -0.03].  

• Thus, the null hypothesis is rejected and alternative Hypothesis is accepted i.e., ‘There exists 

significant difference between the Older and Younger Cognitive Dimension/Perceived 

Employability groups.’ 

 

❖ 3.2.2 Table 5:Depicts the t - test scores of Affective Dimension/Perceived Employability 

conducted on older age group – (40 years and above) (N=20) and Younger Age (25-40 years) 

group(N=20), working in the US IT Recruitment Industry. 

 

 

Older Affective 

Dimension/Perceptions 

of Job Insecurity 

Younger Affective 

Dimension/Perceptions 

of Job Insecurity 

t- test value 

Mean 22.2 17.1 3.11 

 

Std. 

Deviation 

5.35 5 

Variance 28.59 25.04 

Table 5: t- test Scores of AffectiveDimension/Perceptions of Job Insecuritybetween older and younger age groups 

Result Analysis: 

• The results of the descriptive statistics show that the Older Affective Dimension/Perceptions 

of Job Insecurity group has higher values for the dependent variable (M = 22.2, SD = 5.35) 

than the Young Affective Dimension/Perceptions of Job Insecurity group (M = 17.1, SD = 5). 

• A two-tailed t-test for independent samples (equal variances assumed) showed that the 

difference between Older Affective Dimension/Perceptions of Job Insecurity and Young 

Affective Dimension/Perceptions of Job Insecurity with respect to the dependent variable 

was statistically significant, t (38) = 3.11, p = .004, 95% confidence interval [1.78, 8.42]. 

• Thus, the null hypothesis is rejected and alternative Hypothesis is accepted i.e., ‘There exists 

significant difference between the Older and Younger Affective Dimension/Perceptions of Job 

Insecurity groups.’ 

 

3.3Correlation Analysis: 

❖ 3.3.1Table 6: Depicts the Correlation scores of Cognitive Dimension/Perceived 

Employability between older and younger age groups, working in the US IT Recruitment 

Industry. 
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Cognitive Dimension/Perceived Employability Groups r p 

Older vs Younger Age Groups -0.22 .342 

Table 6: Correlation Scores of Cognitive Dimension/Perceived Employability between older and younger age 

groups 

❖ Below figure represent the Correlation among the Cognitive dimensions/Perceived 

Employability between older and younger age groups 

 

 

Fig3: Cognitive Dimension/Perceived Employability among Older and Younger Age groups 

Result Analysis: 

• A Pearson correlation was performed to determine if there is a correlation between Older and 

Younger Age groups for Cognitive Dimension/Perceived Employability. There is a 

low, negative correlation between variables with r = (-0.22). Thus, there is a 

low, negative association between Older Cognitive Dimension/Perceived Employability and 

Young Cognitive Dimension/Perceived Employability in this sample. 

• Although technically a negative correlation (-0.22), the relationship between the groups is 

weak (the nearer the value is to zero, the weaker the relationship). 

 

❖ 3.3.2 Table 7: Depicts the Correlation scores of Affective Dimension/Perceptions of Job 

Insecurity Employability between older and younger age groups, working in the US IT 

Recruitment Industry. 

 

Affective Dimension/Perceptions of Job Insecurity Groups r p 

Older and Young Affective Dimension/Perceptions of Job 

Insecurity 

-0.04 .88 

Table 7: Correlation Scores of Affective Dimension/Perceptions of Job Insecurity between older and younger age 

groups 

❖ Below figure represent the Correlation among the Affective dimensions/Perceived 

Employability between older and younger age groups 
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Fig4: Affective Dimension/Perceptions of Job Insecurity between older and younger age groups 

Result Analysis: 

• A Pearson correlation was performed to determine if there is a correlation between Older and 

Young Age groups for Affective Dimension/Perceptions of Job Insecurity. Although the ‘r’ 

value, r= -0.04 being negative, there is not much association or a weakly/mild 

negative association between Older Affective Dimension/Perceptions of Job Insecurity and 

Young Affective Dimension/Perceptions of Job Insecurity in this sample. 

• Although technically a negative correlation, the relationship between the groups is weak (the 

nearer the value is to zero, the weaker the relationship). 

4. SUMMARY AND CONCLUSIONS 

4.1 Summary and Conclusion: 

 

• Statistical analyses were conducted to compare perceptions between older and younger age 

groups working in US IT Recruitment industry, for the two dimensions: Cognitive and 

Affective, concerning perceived employability and job insecurity. In both cases, the null 

hypotheses (suggesting no significant differences between the age groups) were rejected, 

leading to the acceptance of the alternative hypotheses that significant differences do exist. 

• In hypothesis testing, the null hypothesis (H₀) typically signifies no effect or difference, 

while the alternative hypothesis (H₁) suggests the presence of an effect or difference. 

Rejecting the null hypothesis implies that the observed data provide sufficient evidence to 

conclude a significant difference or effect exists.  

• Therefore, these findings suggest that Age influences the Cognitive/perceptions of 

employability and Affective/Perceptions of Job Insecurity, with slight differences between 

older and younger employees working in U.S. IT Recruitment industry. 

4.2Limitations: 

• Larger sample sizes improve the validity and generalize ability of study results, as the 

participants be able to identify modest effect sizes with sufficient power.  

• The feasible sample size for this study is frequently determined by practical limitations like 

time, finances and accessibility. 

4.3 Ethical Considerations: 
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• Participants will get information on the goals, methods and rights of the study, including 

confidentiality and the fact that participation is voluntary. All participants gave their 

informed consent before any data was collected. 

• The study intends to offer important insights into the relative perceptions of job instability 

across various age groups within the U.S. IT recruitment business in Hyderabad, 

Telangana, by carefully taking these factors into account.  

 

4.4Suggestions for future Research: 

Future studies could examine the combined effects of age and perceived employability on job 

satisfaction in a range of sectors. Additionally, examining the impact of qualitative job insecurity 

on career sustainability, particularly considering the moderating role of age, would provide 

valuable insights. Examining these elements can help guide plans to improve career advancement 

and job satisfaction for people of all ages.  
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