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ABSTRACT 

This study examined the effects of demographic factors (sex, job status, type of department, 
age, and work experience) on perceived job insecurity among Nigerian dock workers. Two 
hundred and forty five (245) maritime workers were selected through the accidental 
sampling technique.  58.8% of participants were male, while 41.2% of the participants were 
female. One hypothesis was tested in the study. Results showed demographic factors of sex, 
job status, type of department, age, and work experience significantly co-jointly predicted 
perceived job insecurity among maritime workers, F (6, 238) = 8.52, P< .001, R2 = .16. 
Meanwhile, type of department (β =. 26, t = 4.03; P< .05), work experience (β = .14, t = 
4.03; P< .05), and ethnic group (β = .15, t = 2.45; P<.05) significantly, independently 
predict perceived job insecurity among maritime workers. Thus, it is recommended 
employers of labour (federal or state governments) who are interested in restructuring, 
which could bring about retrenchment, must make sure that they are making desirable 
provisions for the employees that would be eventually retrenched.  
Keywords: Job insecurity; Gender; Ethnicity; and Maritime. 

 
INTRODUCTION 
Job insecurity has been defined in several ways by researchers. For example, Roskies and Louis-Guerin 
(1990) refer to job insecurity as "a concern about employment uncertainty". Caplan, Cobb, French, Van 
Harrison, and Pinneau (1975) refer to job insecurity as "general cognitive uncertainty about future security". 
Greenhalgh (1983) broadens to the definition that "job insecurity is defined as feeling powerlessness to 
maintain desired continuity in a work situation". Greenhalgh's inclusion of powerlessness adds an affective 
component to other definitions that mainly consider cognitive elements.  
This study defines job security as the perceived stability and continuance of one's job characteristics and job 
itself. In contrast to other definitions in previous researches on job security, this definition does not include 
any attitudinal or affective reactions to perceived job security. Job security is meant only to encompass the 
perceived level of stability and continuance of one's job. Thus, job security exists when the future of the 
individual's job is perceived to be stable or not at risk. This study also adopts the definition in which job 
insecurity is seen to be caused not only by the threat of job loss but also by the loss of any dimensions of the 
job. Thus, job insecurity may appear in seemingly safe employment arrangements.  
There was a time not too far in the past when the Nigeria government used to involve in all port operations. 
Up till 2003, Nigeria port, like any Nigerian governmental setting was characterized by inefficiency, 
corruption, and low productivity. Recently, active governmental participation in port operations has proved 
so fickle and elusive a partner in development that frantic efforts have been, and are being made to search 
for alternative strategies of its improvement. Today, all terminal operations have been outsourced to private 
firms, areas that have involved layoffs and transfers of some employees to positions they deem less visible 
and less attractive (a change in their job features). This unfamiliar experience of job losses and threats to job 
features raises issues of job insecurity. 
Nigeria generates its second highest revenue through port businesses and thus the work attitudes of port 
workers cannot be taken with levity. Based on this, if the workers feel that their job is at bait due to the port 
reform programme, productivity would definitely be affected. This could create fatal economic 
consequences. 
Employee loyalty and commitment also suffer when they perceive job insecurity. As a result, survivors often 
exhibit less enthusiasm and dedication to the firm. Some survivors may decide to leave the company rather 
than remain with a fear of future layoffs. At the extreme, survivors may be prone to acts of sabotage, 
vandalism, or even violence. 
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One of the basic elements of the Landlord Port Model at the Nigeria Port Authority (NPA) is the outsourcing 
of all terminal operations to the private firms, as a result of this employees’ job autonomy, task variety and 
significance are diminished which in turn induced feelings of job insecurity. This feeling may heighten the 
intention to quit among the maritime workers. 
When threatened with layoff, organisation may win the productivity battle, but lose out when it comes to 
creativity and adaptability. Creativity and adaptability are strong elements that could boost productivity in an 
organisation. In an organisation such as NPA, safety and quality are highly essentials. When threatened with 
retrenchment, employees focus energy on sheer production at the expense of safety and quality. The loss that 
accidents and injuries could cause could have great economic implications on the federal government. 
In the study carried out by Ashford, Susan, Lee, Cynthia, and Phillip (1989), they made the difference 
between quantitative and qualitative job insecurity, based on the categories proposed by Greenhalgh & 
Rosenblatt (1984). Hellgren, Sverke, and Isaksson (1999) also made the difference between the threats to the 
whole job and the threats to important features of the job. Later, De Witte, De Cuyper, Handaja, Sverke, 
Näswall, and Hellgren (2010) conducted another study based on the qualitative/quantitative dimensions of 
job insecurity, arguing that both relate to work-related stress. 
Job insecurity could create feeling of acrimony among the worker, especially when the survivors found out 
that ethnicity, gender, man-no-man etc were the yardstick to retrench there colleagues rather than the laid 
down procedures. This ill feeling could cause job tension and consequently lead to low productivity.   
Based on these premises the research questions that arose are: would socio-economic factors predict 
workers' perception of job security? Would there be a relationship between workers' trust to their perception 
of job security? Would the workers' perception of the reform procedures be related to their perceived job 
security? And whether the workers perceived trust in the reform coupled with the way they consider it fair 
would make them feel secure with their job. 
 
METHODS 
Research Design 
This research is ex-post facto design. This design was employed because participants were not subjected to 
any direct manipulation by the researcher, but the independent variables had their influences prior to the 
commencement of the study. The statistical analysis involved the use of multiple regression. 
Participants: All the employees in Nigeria Port Authority at Tincan Island, Lagos were considered as the 
general population of study.  These comprise of staff in all the departments of the organisation. 
For the purpose of this research, 145 respondents were selected through the accidental sampling.  58.8% of 
participants were male, while 41.2% of the participants were female. For the marital status, 20.4% of the 
participants were yet to marry, 78.4% were married, 0.8% were widowed while 0.4% had divorced. The 
study indicated that 25.3% of the respondents were yet to have child, 71.8% had between 1 to 4 children 
while only 2.9% had above 4 children.  The age of the respondents ranges from 25 to 51 with mean age of 
39.12. Also, 80.0% of the respondents were Christians while 20.0% are Muslims. The educational status of 
the respondents showed that 15.5% have Master’s degree or equivalent, 52.5% were degree holders, 26.1% 
are HND holders, 2.0% are NCE holders while 4.1% had ND/OND. 
Moreso, majority of the respondents (66.1%) had 3-6 years work experience with the organisation. 25.3% 
and 7.3% had 6-9 and above 10 years work experience respectively with the organisation, while respondents 
with 1-3 years work experience constituted 1.2% of the sample size. 11.0% of the respondents were Hausas, 
15.9% were Igbos while the majority of the respondents were Yorubas. 
The respondents cut across ten departments in the organisations viz: audit, account, traffic maintenance, fire 
and accidents, insurance, legal, marketing, personnel, medical and statistics. The instruments were also 
administered to all levels of staff in the organisation. 
Instrument: Questionnaires used consist of two sections.  Section A had demographic characteristics. The 
demographic characteristics are sex, marital status, age, number of children, religion, educational 
qualification, job status, department, work experience and ethnic grouping. The section B of the 
questionnaires consist of job insecurity scale.  
Ashford, Susan, Lee, Cynthia, and Phillip, (1989) developed the job insecurity scale based on the work of 
Greenhalgh and Rosenblatt (1984). Adequate reliability estimates ranging from .74 to .92 was obtained for 
each insecurity component. The scale is made up of two components viz: perceived threat and perceived 
powerlessness. 
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The first ten items on the scale consists of questions intended to capture an individual’s perceived total job 
threat. The items pose questions relating to the future possibility of job loss, retirement and re-employment. 
Responses are recorded by employing a five point likert format. An alpha coefficient of .75 has been 
reported by Ashford et al (1989) for this subscale. Likert scoring format was used as the scoring pattern for 
the scale.  Every item has a score between 1 and 5 with 1 standing for strongly disagree, 2-disagree, 3-
undecided, 4-agree and 5-strongly agree. High score on the scale indicate a high-perceived threat to job, 
where low score would represent a low perceived job threat. An alpha reliability coefficient of 0.72 was 
obtained for this scale.  
The second sub-scale of job insecurity refers to employees perceived powerlessness. It consists of three 
items. Likert scoring format was used as the scoring pattern for the scale.  Every item has a score between 1 
and 5 with 1 standing for strongly disagree, 2-disagree, 3-undecided, 4-agree and 5-strongly agree. 
Individuals with a low score would indicate a perception of powerlessness, while a high score denotes a 
sense of power to resist possible threat to ones job. Ashford et al. (1989) reported an alpha coefficient of 
0.83 for the powerless sub-scale. In this research, reliability coefficient alpha of 0.53 was reported. 
 
RESULTS 
Hypothesis one states that sex, job status, type of department, age, work experience and ethnic group would 
significantly, independently and jointly predict perceived job security among maritime workers. Multiple 
Regression Analysis was used to test this hypothesis. 
Table 1: A Summary of Multiple Regression Analysis showing the influence of sex, job status, type of 
department, age, work experience and ethnic group on perceived job security among maritime workers.  
Predictors   t P F P R2 
Sex .09 1.42 >.05  

 
8.52 

 
 
<.01 

 
 
.16 

Job status .08 1.27 > 0.5 
Type of department  .26 4.03 <.05 
Age  .07 1.08 >.05 
Work Experience  .14 2.12 <0.5 
Ethnic group .15 2.45 <.05 
      N = 245,  = Standardized regression weight computed at the end of each step, R2 =  Adjusted R2. 

 
Table 1 above showed that the social factors of sex, job status, type of department, age, work experience 
significantly co-jointly predict perceived job security among maritime workers, F (6, 238) = 8.52, P< .001, 
R2 = .16. 
The table also revealed that sex, job status, and age did not significantly independently predict perceived job 
security among maritime workers. Meanwhile, type of department (β =. 26, t = 4.03; P< .05), work 
experience (β = .14, t = 4.03; P< .05), and ethnic group (β = .15, t = 2.45; P<.05) respectively significantly, 
independently predict perceived job security among maritime workers.   
The table further revealed that 16% of the variance in perceived job security among maritime workers was 
accounted for by the identified social factors. Therefore, it can be said that hypothesis one was partially 
significantly supported by the study’s findings. 
 
DISCUSSION  
This research has shown that the social factors of sex, job status, type of department, age, work experience 
and ethnic group significantly and co-jointly predict perceived job security among maritime workers. This is 
in line with the findings of Nolan et al., (2000) who found out that older workers are likely to have fewer 
employment options outside of the organization and may respond more passively (i.e., fearfully or 
obligingly) to port reform and thus consequently feel insecure with their job. In contrast, workers with more 
education are likely to have more employment options outside of the reorganization and may respond more 
actively to the downsizing (i.e., hopefully or cynically). Those with more years of services to the 
organization are likely to be more committed and loyal to the organization and thus may respond more 
cooperatively (i.e., hopefully or obligingly). Those who are professionals may have more job option than the 
non-professionals and thus may feel more secured with their work. Finally, since most men are the primary 
breadwinners for their families they are likely to feel more vulnerable to potential job insecurity and are 
likely to respond more fearfully.     
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This research has however revealed that sex, job status, and age did not respectively significantly 
independently predict perceived job security among maritime workers. This implies that both the old and 
young maritime workers are not significantly difference in their perception of job security. It also implies 
that sex and the workers job status are insignificant in their perception of job insecurity.  
This result is in contrast with the Mashal (1984) assertion that women do not have desire to satisfy their own 
personal developmental need and this makes them have less commitment to the organisations. This assertion 
is highly contestable, in fact, most researchers claim there are no significant differences between men and 
women in terms of skills, abilities, performance, commitment and even academic attainment, that given the 
leveled playing ground gender differences will disappear. However, gender differences may actually be seen 
as obstacles erected by conservative management practices to block the advancement of particular gender. 
Mulins (1996), states that instead of organizations to be neutral with objective endeavours the reverse is the 
case, man and woman tend to experience different working practices. Areas of gender bias identified in 
organizations include recruitment, and selection, informal communication, career development, and 
paternalistic attitude. 
This study also revealed that sex, job status, and age did not respectively significantly independently predict 
perceived job security among maritime worker. This is contrary to the research findings of   who found out 
that younger employees rated job incentives such as salary, health care services, supervisor's co-operation, 
sense of freedom higher than job incentives like opportunity for growth; administrative information and 
achievement in formulating satisfaction with their jobs while older employees rated opportunities for 
growth, administrative information and achievement higher as organizational commitment. In a related 
study, Burchell (1994) compared the General Health Questionnaire scores of men and women in the UK 
who became insecurely employed after a period of unemployment. In short, he found that the security of the 
new job was more important, psychologically, to the men in this study than the women. One interpretation 
of these results, is that for many of these men being a 'breadwinner' is central not just to their economic 
needs, but also to their sense of masculinity (Hood, 1993, Nolan et al 2000). Meanwhile, type of department, 
work experience, and ethnic group respectively significantly independently predicts perceived job security 
among maritime workers.  
In recent time, inefficiency in the performance of employees in Nigeria public sector has become a 
controversial issue. Some individuals in the society are making objection to the privatization of government 
parastatals while the federal government in Nigerian is insisting on the privatization as a way forward 
toward ensuring the desirable efficiency. It should be noted that sometimes downsizing use to accompany 
privatization. Thus, if government of a nation is insisting on reform or restructuring as it is being called, it 
becomes necessary to follow a due procedure that would reduce acrimony and distrust among her citizenry 
and more importantly among her work force. 
This study also revealed that social factors play significant roles in determining whether maritime workers 
would feel secured with their job or not. The type of department, ethnicity and age had significant 
independent predictions on the perceived job security among the respondents. This is connected with the 
assumption that those with professional qualifications might have alternatives as regards where to work if 
they fell to the sharp axe of downsizing. The ethnicity factor cannot be taken with a levity hand in Nigeria. 
People tend to favour someone from their areas under the guise of solidarity. Such attitudes make one to 
jettison the formal procedures of doing things in Nigeria.    
This study implies that perceived job insecurity is having significant influence on the attitude and work 
behaviour of employees. Thus, employers of labour (federal or state governments) who are interested in 
restructuring, which could bring about retrenchment, must make sure that they are making desirable 
provisions for the employees that would be eventually retrenched. These provisions could be in the form of 
financial relief package or psychological assurance, which could make the employees to have the feeling of 
better future before they would be retrenched. This becomes imperative so that they would be able to 
maintain their level of productivity before they are finally retrenched. In the absence of these provisions, the 
employee who perceived privatization as a threat and also feel insecured if retrenched could have a sort of 
decrease in emotional resources and the feeling that he has nothing to offer his parastatals or he might be 
showing increasingly negative, cynical and insensitive attitudes toward customers.   
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