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Abstract 

Employment plays a central role in many lives but is also the source of multiple work-related 

stressors that impact employee well-being. The present study draws on Conservation of 

Resource Theory (COR) to examine whether job insecurity moderates the relationship between 

a high daily workload and cognitive functioning among employees working 20+ hours per 

week. The sample consists of N = 67 participants, who completed a lunch- and evening 

questionnaire that measured various work-related stressors such as job insecurity and having a 

high daily workload. The evening questionnaire was followed by a cognitive memory task in 

the evening. Results showed that job insecurity and a high daily workload were related to 

increased fatigue and emotional exhaustion, but no direct association was found with 

associative memory performance. Despite limitations, the present study highlights the 

importance of understanding work-related stressors that exert influence on employee well-

being, especially in the context of evolving labor market practices. 

 Keywords: workload, job insecurity, cognitive functioning, COR-Theory, associative 

memory, fatigue, negative emotions 
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Workload and Job Insecurity:  

Associations with Emotional Well-being and Cognitive Functioning   

  In the past few decades modern organizations have undergone substantial 

transformations driven by technological innovation, large-scale restructuring and downsizing 

(Hitt et al 1994; De Witte, 2005a; Harney et al., 2018). This trend has gained increasing 

momentum in the past five years due to the COVID-19 pandemic, and these organizational 

changes were implemented with the aim of reducing costs and improving operational efficiency 

(Manyika et al., 2024; Medina, 2023). Massive employee layoffs and job displacement have 

contributed to a destabilization of the labor market and negatively impacted workers’ perception 

of job security (De Witte, 2005a; Medina, 2023). At the same time, the rapid emergence of 

Artificial (generative) Intelligence (AI) and its integration into daily organizational operations 

has intensified and accelerated this labor market restructuring, with work-system automation 

reducing the labor demand across multiple sectors (Holmström & Carroll, 2025; Cucio & 

Hennig, 2025). Restructuring, automation, digitalization, and AI-driven job replacement have 

thus reshaped the labor market landscape, and this increase in employment instability has 

consequently negatively contributed to workers’ uncertainty about (long-term) job security. 

  Against this backdrop of labor market volatility, understanding the role that a job has 

on an individual’s life provides a crucial basis for explaining psychological health outcomes. 

On average people in the European Union work 36 hours per week, and working a job thus 

constitutes the major portion of an individual’s life (Eurostat, n.d.). A “job absorbs half of one’s 

waking hours” and (often) primarily functions as a source of income by giving financial 

stability, thereby highlighting the profound effect that it has one one’s life (Greenhalgh & 

Rosenblatt, 2010). However, for many individuals a job is more than just financial stability, it 

also offers an identity, a sense of purpose and belonging, space for personal growth, and 

contributes to social connections and physical- and mental well-being. Not having a job, or 
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being on the verge of losing one’s job, then entails losing financial resources and such latent 

benefits, making job insecurity a psychologically resource-draining condition. 

  The present study researches cognitive functioning as an outcome of a high workload, 

and examines whether this relationship is moderated by an employee’s job insecurity. It 

contributes to scientific literature by using longitudinal data to highlight the profound role that 

a job has in one’s life, during an era where restructuring and digitalization seem to have become 

the new norm.  

Theoretical Framework 

Conservation of Resources Theory 

  This overall rationale suitably aligns with the Conservation of Resources Theory (COR) 

by Steven E. Hobfoll (1989). COR theorizes that individuals strive to obtain, maintain, and 

protect valuable resources (e.g. financial security, well-being, and social status), and that stress 

is induced when these resources are threatened or lost (Hobfoll et al., 2018; Bon & Shire, 2022). 

Building on these principles, a job is valuable because it, first, provides individuals with status, 

(social-) security, and a sense of purpose, and second, offers financial stability and material 

security (Hobfoll, 2002). As such, a job functions as an important anchor in one’s life that 

stabilizes and keeps essential resources in place. It follows that, job insecurity poses a major 

threat to this broader range of resources, and becomes a major life stressor.  

  Stress is commonly  negatively associated with well-being and found to be a strong 

moderator of memory function because it adversely affects brain regions involved with memory 

processing (Luethi et. al, 2009). Stress lacks a single all-encompassing definition because it is 

dependent on multiple contexts and manifests differently in each individual, but often refers to 

general mental tensions experienced by an employee in their thinking, decision-making, 

focusing, and other adjacent mental processes (Xiaoming et al., 2014; Epel et al., 2018).  
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  When stress becomes prolonged, which is common in high-workload jobs, it may lead 

to stress-related exhaustion that depletes attention and (working-) memory (Jonsdottir et al., 

2017). Through the scope of COR, a heightened workload itself can also be viewed as a drain 

on personal resources because it increases the consumption of an individual’s time, energy, and 

attention capacity, while subsequently decreasing the availability to recover from these 

demands. A job’s demands turn into stressors when an employee cannot adequately adhere to 

them, inducing stress and compromising cognition (European Agency for Safety and Health at 

Work [EU-OSHA], n.d.-a). Where earlier research has addressed the adverse relationship 

between job insecurity, a heightened workload, and stress, the present study contributes by 

examining memory functioning as a cognitive outcome. In addition, the study draws on 

repeated measurements from the same individuals over an extended period of time, thereby 

moving beyond the snapshot data typically associated with cross-sectional designs (Figueiredo 

et al., 2025). By combining a baseline measurement of job insecurity with repeated 

measurements of workload and memory outcomes, the present study will examine the impact 

that multiple stressors have on an employee’s memory functioning, which is in line with COR’s 

emphasis on cumulative resource depletion.   

Workload and Cognitive Functioning 

  Workload refers to the physical and mental demands from one or multiple tasks an 

individual must complete within a limited time frame, where the subjective feeling of time 

pressure has a central role (Ford & Jin, 2015; Wang & Chen, 2016). Excessive workload 

constitutes the situation wherein an employee’s job demands exceed both physical and mental 

abilities because of limited resources and time (Chen et al., 2025). Research done on the effect 

that a (feeling of) daily high workload has on cognitive functioning overall shows a negative 

relationship, namely that an excessive workload will act as stressor and facilitate concentration 

deficits and memory complaints (Fan & Smith, 2017; Giorgi et al., 2020). These effects are also 
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linked to prompting other strain responses such as emotional exhaustion and fatigue 

(Greenglass et al., 2001; Xiaoming et al., 2014).   

  A recent systematic review of 64 studies on this topic found that a demanding work 

environment, where workers are under high pressure, has a detrimental effect on cognitive 

performance and deteriorates attention (Bufano et al., 2024). However, the authors note that the 

included studies were heterogenous in design which complicated direct comparison. A different 

study in this adjacent domain specifically focused on the effect that the workload of an entire 

day has on cognitive performance, and found that “just one day of greater than average 

workload could impact next day processing speed”, but no significant effect was observed for 

sustained attention or survey response times (Hernandez et al., 2023). Lastly, Allan et al. (2014) 

found that elevated levels of workload-related occupational stress adversely impaired attention, 

concentration, and memory. They objectively tested telephone helpline nurses on information-

processing errors, with higher experienced stress linked to increased erroneous decisions and 

further highlighting the relevance of workload-related stress for cognitive function. Overall, 

findings indicate that workload exhausts an individual’s cognitive resources under conditions 

of high demand, particularly straining cognitive performance in the domains of attention and 

processing speed.   

  Cognitive performance has received widespread attention and there is vast 

conceptualization of the construct, but the term generally refers to the use of attention, memory, 

processing speed and information processing when performing a series of tasks (Theill et al., 

2011; Sandi, 2013; Cauchoix et al., 2018). Drawing on previous research, the present study 

assumes that a heightened workload is negatively related to cognitive performance, leading to 

the first hypothesis:  

  Hypothesis 1. A high daily workload relates to poorer cognitive functioning for 

employees. 
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Job Insecurity    

  In scientific literature, an employee’s perception of their employment stability is 

translated into the concept of ‘job insecurity’ and there is a substantial body of research on the 

subject. The construct has been defined in various manners throughout the years, with varying 

degrees of emphasis, ranging from the anticipation of loss and uncertainty to experiences 

resembling anticipatory grief (see e.g. De Witte, 1999, 2000, 2016; Sverke et al., 2002; 

Greenhalgh & Rosenblatt 2010). The EU-OSHA (n.d.-b) provides a broad conceptualization of 

job insecurity, describing is as the “ongoing feeling of concern about whether one’s job will 

exist in the future, that can be fueled by perceived threat to various aspects of a job.” This 

definition will be used in the present study as it complements job insecurity through the scope 

of COR by extending it beyond the mere anticipation of job loss, to a continuous threat of one’s 

career and its associated resources.  

  The greater portion of research on job insecurity and its relation to cognitive functioning 

has not focused on post-work functioning (i.e., the spillover of job-insecurity-induced cognitive 

resource depletion into private life) but has narrowed itself to employee-level performance and 

organizational outcomes. For instance, Adekiya et al., (2023) found that the relationship 

between an employee’s job insecurity and their task performance is significant, where a higher 

job insecurity predicts lower task performance. That study, however, operationalizes 

performance by only measuring work outcomes  (job quality and quantity under time 

constraints) and does not capture underlying cognitive performance like memory functioning 

over a longer period of time. Other studies in the employee-level domain flagged job insecurity 

as a crucial work stressor that provokes counterproductive work behavior, as it was found to be 

a significant moderator in turnover intention among employees, especially for those with 

shorter employment arrangements (De Witte, 1999; Cheng & Chan, 2008). Findings also 

suggest an association where job insecurity impairs motivation, organizational engagement, and 
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has a negative effect on physical and mental well-being (Sverke et al., 2002; Cheng & Chan, 

2008; De Cuyper et al., 2020;  Medina et al., 2023). Overall, job insecurity is recognized as a 

key stressor that contributes to cognitive overload, emotional strain, and reduced task 

performance (Sverke et al., 2009; De Witte et al., 2016; Shin et al., 2022).  

  Extending beyond the workplace into an individual’s private life, Jahoda’s latent 

deprivation model states that those who are unemployed have worse mental health outcomes 

due to a lack of income and of the “latent functions [that employment offers]: time structure, 

social contact, collective purpose (i.e., the sense of being useful to other people), status, and 

activity” (Paul et al., 2023). Research finds that job insecurity negatively influences family 

well-being, marital relationships, and personal mental and physical health (Larson et al., 1994; 

Lim & Loo, 2003; Greenhalgh & Rossenblatt, 2010). A recent study conducted by Yu et al. 

(2022) offers partial insight into the effect of job insecurity on cognitive functioning, and found 

that perceived job insecurity was associated with lower memory scores over a period of several 

years among older workers (55+) in England and the United States.   

  Overall, the scientific literature highlighted above suggests that on the employee level, 

job insecurity seems to predict lower task efficiency and other general counterproductive work 

behaviors. In addition, it also affects the private domain by putting strain on mental health and 

social relations. Its relation to memory functioning remains underexplored in this area of 

research and no sufficient conclusion can be drawn. The present study seeks to evaluate whether 

a heightened workload on a day-to-day basis, specifically for those suffering from a high 

perception of job insecurity, could impact memory performance outside of work.  

  The COR framework offers a comprehensive basis to tackle the lack of relational clarity, 

and aids in understanding how these stressors may jointly impair post-work cognitive 

functioning. According to Hobfoll et al. (2018), a core principle of the theory is that people 

must invest personal resources (e.g. time, energy, attention) in order to retain resources and 
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counter resource loss (e.g. employment, financial security). Job insecurity and a heightened 

workload may very likely be intertwined through an interacting mechanism of resource 

depletion: first, job insecurity turns into a stressor because it puts prolonged strain on an 

individual by consistently threatening their personal resources. To cope with the situation, 

people invest in their cognitive and emotional regulation, which depletes personal resources, 

such as effort, sustained attention, memory, and processing speed (Hobfoll 1989, De Witte, 

1999).  Secondly, and simultaneously, exceeding job demands requires additional cognitive 

and/or physical effort, which also takes from their limited personal resources (Spector & Jex, 

1998; Fan & Smith 2017). Put simply, the added threat of losing employment may increase the 

use of one’s personal resources in order to cope, when one is already dealing with a high 

workload. Job insecurity may also make a higher workload more threatening because 

employees have less perceived room to make any mistakes, leaving fewer resources available. 

Through the interaction of job insecurity and a high workload, fewer personal resources remain 

available throughout, and especially at the end, of the day, possibly leading to worse memory 

test outcomes (Allan et al., 2014; Hernandez et al., 2023). This inference therefore leads to the 

second hypothesis:  

  Hypothesis 2. The negative relationship between a high workload and cognitive 

functioning will be amplified for employees with higher levels of job insecurity. 

Method 

Setting   

  This study was conducted as part of a larger project that sought to research the effect 

that various occupational stressors might have on cognitive functioning, and took place in 

October and November of 2025. Within the project,  a broad range of work-related variables 

were measured through a baseline-questionnaire followed by a two-week daily questionnaire 

to cover the broader context in which stress processes occur.  
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Participants  

  The baseline-questionnaire was filled in by a total of 199 participants. However, the 

daily follow-up was not adhered to by the entire initial baseline-sample. Consequently, only 

participants who provided sufficient data for the daily-questionnaire and memory test were 

eventually included in the final analysis. This group consisted of  N = 67 participants, who were 

between 18-63 years old, with (M = 42.18; SD = 14.81). This sample further consisted of 39 

women (58,2%) and 28 men (41.8%), all of whom live in Europe. Participants work between 

20-53 hours per week, with (M = 35.31; SD = 7.31).  

Procedure 

  Participants were recruited through network-based sampling and online flyering and 

could sign up via a URL sign-up link or a QR-code that led to the baseline questionnaire. These 

recruitment flyers were created in English, Dutch, and German, and distributed through social 

media platforms such as WhatsApp and Instagram (see Appendix A). The flyer also included 

an incentive, whereby participants who completed the study were eligible to win €50.00. 

Researchers invited relatives, friends, colleagues, and other acquaintances who were currently 

employed and worked for twenty- or more hours per week. During this process, participants 

were requested to share the study and invite individuals who met minimum work-hours 

criterion.  

  At the start of the baseline questionnaire, individuals were provided an information sheet 

about the study and confirmed their informed consent statement affirming their rights as 

participants. Individuals who agreed to participate were then screened (for minimum work-

hours), and the questionnaire assessed demographics, measures of physical activity, and  other 

work-related factors such as their feelings on job insecurity and other job-related demands. The 

entire baseline-screening takes about 11.5 minutes to complete.    

  This baseline-screening was followed by a 2-week period wherein participants 
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completed a daily questionnaire during workdays, consisting of two parts (about four minutes 

each). Participants first completed an afternoon-questionnaire, filled in during lunchbreaks, and 

an additional evening-questionnaire at the end of their day. These daily questionnaires 

measured fluctuating variables such as workload, sleep quality, and emotional well-being. The 

evening-questionnaire was concluded by a 6-minute associative memory test designed to assess 

the participant’s cognitive functioning and learning abilities (e.g. learning and recalling 

buildings). 

Measures 

Workload 

  Workload was measured through indicators derived from the Quantitative Workload 

Inventory (QWI) an adapted to a daily questionnaire format (Spector & Jex, 1998). The items 

included work-related workload and time pressure demands, specifically perceived effort, time 

pressure, and quantitative workload.   

  During the afternoon-questionnaire, participants answered through three separate 

statements rated on a 5-point Likert Scale (1 = Strongly disagree, 5 = Strongly agree). An 

example question is “Today, my work required me to work really hard,” of which higher scores 

represent a higher subjective experience of workload. The inter-item reliability of these three 

items, denoted with Cronbach’s alpha, was α = 0.738. 

 Job Insecurity   

  Job insecurity was measured using the Job Insecurity Scale (JIS) developed by De Witte 

(2000). The measurement was included in the baseline-questionnaire and consisted of three 

statements rated on the same 5-point Likert scale as workload. An example statement is “I feel 

insecure about the future of my job,” where higher scores represent a higher subjective 

experience of insecurity about one’s employment. The inter-item reliability of these three items 

was α = 0.822. 
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Memory Test  

  Cognitive performance was measured through a series of memory tests at the end of the 

evening-questionnaire using the Seattle-Groningen Memory Assessment (SGMA). Through the 

SGMA participants learned and recalled associations (e.g. flags and country names) in a manner 

that “resembles toponym or vocabulary flash-card learning” (Wilschut et al., 2025).  

  The assessment was tailored to participants via an online environment called 

SlimStampen, where the SGMA tested declarative memory in a multiple-choice format with 

feedback. Outcome scores are based on the models’ estimation of a participant’s speed of 

forgetting, accuracy, and response times, where higher scores represent better memory 

(Wilschut et al., 2025). 

Analytical Procedure  

  The data collected through the daily questionnaires was aggregated by computing mean 

scores for each of the separate items (averaged across one week). For each participant, this 

resulted in an average score for variables such as workload and job insecurity, which 

subsequently were mean-centered and used in the statistical analysis.  This approach was chosen 

to reduce the complexity of the data and simplify the statistical procedure.   

  The present study aimed to research the relationship between workload and cognitive 

performance, and test whether job insecurity moderates this relationship. This analysis was 

done through a moderation analysis using PROCESS, in which workload acted as the predictor, 

job insecurity as the moderator, and memory performance as the outcome. 

Results 

Descriptive statistics   

  The statistical analysis began with calculating the descriptive statistics for the main 

study variables (workload, job insecurity) and that of the cognitive performance measure 

(memory test) for each of the participants, which are presented in Table 1.  
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Table 1   

Means, standard deviations and correlations of main variables 

 M SD 1 2 3 

  1. Workload  2.99 0.64 -   

  2. Job Insecurity 1.72 0.78 -.11  -  

  3. Memory test 90.63 25.96 -.11  .03 - 

Note. M represents the mean and SD the standard deviation.  

 

In addition, this table also shows the correlations between workload, job insecurity, and the 

memory test. None of the correlations were statistically significant.    

Assumptions check   

  Before starting with the moderation analysis, the assumptions of linearity, 

homoscedasticity, independence of observations, and normality of residuals were checked (see 

Appendix B). Visual analysis of scatterplots indicated no extreme deviations from a linear 

relationship between workload, job insecurity, and the memory test. Homoscedasticity was 

assessed with a residual-vs.-predicted-values-plot, where residuals were divided evenly around 

the zero line without showing substantial violations. In the study, participants were gathered 

through networking and presumably participated individually throughout the project. To make 

sure the assumption of independent observations was met, a Durbin-Watson test was performed 

to detect the presence of autocorrelation. The values were close to 2 (DW = 1.80; 1.84) 

indicating no evidence of autocorrelation, thereby meeting the assumption of independent 

observations (Stanislas et al., 2023). Lastly, a visual inspection of the QQ-plot did not show 

any violations for the assumption of normality of residuals. 
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Primary Analysis and Hypotheses  

Hypothesis 1   

  Hypothesis 1 stated that a higher daily workload would relate to poorer cognitive 

functioning for employees. Results showed that workload did not significantly predict 

outcomes on the memory test (b = -4.44; SE = 4.97, p = .372, with 95% CI [-14.18; 5.32]). The 

explained variance of the model was low (R2 = .01). Thus, hypothesis 1 was not supported. 

Hypothesis 2  

  Hypothesis 2 proposed that the negative relationship between a high workload and 

cognitive functioning would be amplified for employees with higher levels of job insecurity. 

Results showed that job insecurity itself did not significantly predict memory performance (b = 

-0.15; SE = 4.24, p = .972, with 95% CI [-8.46; 8.17]. The interaction between Workload × Job 

Insecurity was also not significant (b = -3.90; SE = 6.77; p = .565, with 95% CI [-17.18; 9.38]). 

The interaction model had low explained variance (R2 = .02). These findings indicate that job 

insecurity does not moderate the relationship between a high workload and memory 

performance, and therefore hypothesis 2 was not supported. 

Exploratory Analysis  

   Findings from the primary analysis do not show a meaningful relationship between the 

main variables and the memory test. Based on the literature research and COR however, 

workload and job insecurity are generally associated with negative emotional well-being and 

cognitive drain. To see whether a similar pattern was present within this study, an exploratory 

analysis was therefore conducted. The daily evening-questionnaires included questions 

representative of emotional well-being and cognitive drain to perform this analysis with, 

namely negative emotions and fatigue.   

  During the evening-questionnaire, participants were asked to reflect on their (negative) 

emotional mood during that day, through statements answering the question “How did you feel 
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today?” on a 5-point Likert scale (1 = Not at all, 5 = Severely), for example regarding anxiety. 

It had a good inter-item reliability of α = 0.833. At the same survey-moment, participants also 

filled in how exhausted they felt after their workday to measure fatigue. This was done with the 

same 5-point Likert Scale and question as above, and an example includes “Felt tired or 

fatigued”. This construct too had a good inter-item correlation (α = 0.844).  

Table 2.   

Means, standard deviations and correlations with confidence intervals exploratory variables. 

 M SD 1 2 3 4 

  1. Workload  2.99 0.64     

  2. Job Insecurity 1.72 0.78 -.11  

[-.34; .14] 

   

  3. Negative Emotions 1.62 0.66 .20 

[-.05; .42] 

.35** 

[.12; .55] 

    

  4. Fatigue 2.09 0.79 .27* 

[.03; .48] 

.36** 

[.13; .55] 

.65** 

[.48; .77] 

 

Note. Note. M represents the mean and SD the standard deviation. Values in the brackets 

indicate the 95% confidence interval for the correlation. * indicates p<.05. ** indicates p<.01. 

 

The descriptives were calculated together with a set of  correlation analyses between workload, 

job insecurity, and the computed item means of negative emotions, and fatigue, as shown in 

Table 2. A higher workload during the day is significantly correlated with feelings of fatigue in 

the evening. Job insecurity measured during the baseline questionnaire is significantly 

correlated with feelings of negative emotions and fatigue at the end of an employee’s day.  

Then, the general assumptions of a regression model were checked for the variables used in the 

exploratory analysis. There were no large violations of the assumptions (see Appendix B). 

  These findings provided a sufficient basis to continue with an exploratory regression 

analysis, in which workload and job insecurity acted as predictors for negative emotions and 

fatigue. First, the overall regression model where workload and job insecurity predict negative 



  17 

emotions was significant F(2,64) = 7.04, p = 0.002, explaining 18% of the variance in negative 

emotions (R2 = .180). Here, workload significantly predicted negative emotions (b = 0.24; SE 

= 0.11; p = .041, with 95% CI [.01; .46]). Job insecurity also significantly predicted negative 

emotions (b = 0.31; SE = .09; p = .001, with 95% CI [.12; .49]. Secondly, a regression analysis 

was done where workload and job insecurity predicted fatigue, which was also significant 

F(2,64) = 9.14, p = 0.001, explaining 22.2% of the variance in fatigue (R2 = .222). Workload 

significantly predicted fatigue (b = 0.38; SE = 0.14; p = .007, with 95% CI [.11; .65]). Job 

insecurity also significantly predicted fatigue (b = 0.40; SE = .11; p = .001,  

with 95% CI [.17; .62].  

Discussion 

Discussion of the Results 

  The present study sought to investigate the relationship between the amount of 

experienced workload during the day and an employee’s subsequent cognitive functioning in 

the evening by means of a memory test. In addition, the goal was to examine whether the 

presence of feelings of job insecurity among employees would moderate this relationship. The 

overall theoretical rationale for this research was grounded in the principles of COR by Hobfoll 

(1989). This framework provided insight into the manner through which individuals strive to 

protect valuable resources in their lives, such as their job, financial stability, and well-being. 

Based on this framework, it was anticipated that a high workload during the day would 

gradually drain an individual’s cognitive ‘battery’, thereby resulting in poorer cognitive 

functioning during the evening, and thus leading to worse outcomes on the memory test.  

Moreover, this prediction was extended by assuming that the presence of perceived job 

insecurity would act as an additional drain on cognitive resources, making these individuals 

perform even worse on the memory test.   

  Contrary to expectations, the results of the primary analysis did not provide evidence 



  18 

that the presence of a high workload was associated with poorer cognitive functioning, nor that 

job insecurity moderated this relationship. However, the exploratory analysis demonstrated that 

a higher workload was reflective of fatigue, and that job insecurity was associated both with 

fatigue as and with negative emotions.   

  Although the literature indicated that higher workloads impair cognitive functioning 

such as attention and processing speed, varying results were found in relation to sustained 

attention and memory (Xiaoming et al., 2014; Fan & Smith 2017; Bufano et al., 2024). For 

example, Hernandez et al. (2023) did not find a link between increased work demand and 

sustained attention impairment, and the study of Allan et al. (2014) showed a decline in memory 

but specifically “while dealing with patients” during the job. From the perspective of COR in 

the present study, increased workload may thus have predominantly manifested itself in 

resource depletion by inducing fatigue.   

  However, performance on the relatively brief memory assessment may then have been 

preserved either because individuals were able to compensate cognitive capabilities through 

additional effort, or because individuals had more resources available to deal with the memory 

test when workload demand was lower. These two interpretations cannot, however, be tested, 

because the data for the analysis was aggregated as a means to simplify the statistical procedure, 

and this process could have possibly obscured the effect that day-to-day fluctuations in 

workload had on cognitive performance. Alternatively, personal resources may have partially 

recovered during the interval between the end of an employee’s workday and the moment they 

performed the memory assessment, thereby leaving individuals with renewed resources to learn 

and recall associations at the end of their day, rather than during or directly at the end of the 

work shift.   

  The absence of an association between job insecurity and cognitive performance 

partially supports previous research on this same relationship by Yu et al. (2022). The authors 
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found an association between the two constructs in the baseline questionnaire, but posited that 

job insecurity was not linked to a subsequent decline rate of memory performance. From the 

perspective of COR in the present study, job insecurity presumably acted as a chronic stressor 

that exerted adverse influence by inducing fatigue and negative emotional feelings. Job 

insecurity thus negatively impacts motivational and energetic well-being, but does not constrain 

the cognitive capabilities needed to perform well in the memory test. As Yu et al. (2022) already 

noted, the scientific literature on the association between perceived job insecurity and memory 

function remains limited, in turn limiting insight into the exact underlying mechanisms 

involved.  

Limitations 

  Various limitations impacted this study, as acknowledged here. First, the data was 

aggregated to simplify the statistical procedure, but this has the possible downside of weakening 

statistical inference (Fisher et al., 2018). Computing mean scores for the different measures 

inherently removes day-to-day fluctuations, which may have been theoretically relevant for 

more dynamic psychological processes, such as cognitive resource depletion and recovery 

throughout the day, and between days.   

  Second, prior research operationalized workload using relatively broad indicators, for 

instance, the NASA Task Load Index (see e.g. Hernandez et al., 2023), which combines various 

types of demands (e.g. Physical demand, mental demand, frustration). In contrast, the present 

study narrowed the operationalization of workload by solely focusing on work-related 

demands, such as perceived effort and time pressure, derived from the Quantitative Workload 

Inventory (QWI) (Spector & Jex, 1998). This may have minimalized construct-irrelevant noise, 

but it should be noted that this might limit comparability with studies using broader measures 

of workload. Moreover, measurement for workload (and job insecurity) relied on self-reported 

data, which is inherently prone to some biases possibly affecting response authenticity, such as 
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response bias (Rosenman et al., 2011).  

  Third, the original baseline questionnaire contained 199 participants, which was cut 

down to 67 due to incomplete responses to the daily questionnaires, possibly limiting the 

statistical power of the dataset (Serdar et al., 2021). Such drop-out rates are not uncommon in 

daily diary research because assessment frequency may cause practical limitations for 

participants and increase perceived burden (Newcomb et al., 2018). This could have been the 

case for individuals facing, for example, higher levels of workload and time pressure, possibly 

reducing item outcome variability because of attrition (Asendrop et al., 2014). Furthermore, the 

sample consisted entirely of European residents, most of whom obtained a university degree, 

limiting generalizability outside this high educated population.   

   Lastly, cognitive functioning was assessed through a series of relatively brief associative 

memory tests using the SGMA in the online environment of SlimStampen. SGMA outcome 

scores are reflective of performance in key memory processes, especially the associative 

memory domain and speed of forgetting (Wilschut et al., 2025). The test, however, has weaker 

correlations with language (i.e. fluency) and executive functioning, and may therefore not 

encompass broader cognitive ability (Wilschut et al., 2025). It might then be less sensitive to 

effects associated with a daily high workload, such as lesser attention (Bufano et al., 2024). 

Implications and Future Research  

  The results suggest that high workload during the day negatively impacts feelings of 

fatigue at the end of the day. This pattern is also reflective of job insecurity, which additionally 

seems to negatively influence emotional well-being. From the theoretical perspective of COR, 

these two work-related stressors might not immediately deplete resources needed to effectively 

complete tasks in the associative memory domain, but do impact underlying affective states. 

Future research could therefore examine whether, for example, emotional depletion or fatigue 

influences the relationship between job insecurity, workload, and cognitive functioning. Such 
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findings are central for the field of Work and Organizational Psychology they underlines that 

employee assessment should extend beyond mere performance- and well-being within an 

organization, but also consider well-being outside of work. Prolonged negative emotional 

feelings and fatigue can seriously impact an individual’s health, and cause chronic conditions 

that limit functioning (Leger et al., 2018).   

  Future research may benefit from a design that can more accurately capture day-to-day 

fluctuations in job insecurity and workload among employees. For example, Johnston et al. 

(2019) carried out a study where participants rated fatigue, demand, control, and reward every 

1.5 hours using electronic diaries. This approach would provide more specific data of within-

day variability. In the present study job insecurity and workload measures relied completely on 

self-reported indicators, which could also be complemented by more objective measures, such 

as a heart-rate monitor (Johnston et al., 2019). Moreover, future studies may benefit from 

assessing the cognitive domain beyond the SGMA test battery for associative memory, by 

including tasks related to the broader cognitive domain, such as attention, concentration, and 

executive functioning (see e.g. Allan et al. (2014).  

  Lastly, a more diverse respondent pool in terms of ethnicity and socioeconomic status 

could aid future studies in the ability to generalize effects to other populations, and benefit 

scientific understanding of cross-cultural employee well-being. This can be achieved by 

including more language options for the questionnaires and memory assessments.  

Conclusion 

 Over the past few decades, the labor market has undergone a large transition where mass 

layoffs, cost reduction, and increasing operational efficiency through automation and 

digitalization have intertwined, leading to greater employment instability. At the center of this 

turmoil stand employees who have to face an increase in work-related stressors. Although the 

present study did not find a direct relationship where memory functioning was impaired by 
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increased workload or job insecurity, the former seems to negatively impact fatigue, whereas 

the latter, on top of being related to fatigue, also seems to be associated with negative emotional 

well-being. Understanding how these work-related stressors impact individuals is crucial, as 

employment is often a central aspect in an individual’s life and represents much more than just 

financial security. Having a job gives a sense of purpose, belonging, and a (social-) identity, 

and the stressors associated with this also impact one’s private life. Because of this, research 

on the psychological consequences of workload and job insecurity requires further development 

as organizations themselves also continue to evolve in terms of restructuring and increasing 

demands.  
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Appendix A 

Figure A1 

Example of English flyer used to recruit study participants.  
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Appendix B 

Assumption Checks for the Primary Analysis 

Figure B1 

Scatterplots examining linearity between the main variables. 

 

Figure B2 

Residual-versus-predicted-values-plot examining homoscedasticity between the main 

variables. 
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Figure B3 

Q-Q plot of standardized residuals examining normality of residuals between the main 

variables.  
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Appendix C  

Assumption Check Exploratory Analysis 

Figure C1 

Scatterplots examining linearity between job insecurity and workload with negative emotions. 

Figure C2 

Scatterplots examining linearity between job insecurity and workload with fatigue. 
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Figure C3 

Residual-versus-predicted-values-plot examining homoscedasticity for workload and job 

insecurity with negative emotions (A), and with both predictors for fatigue (B). 

(A) Negative Emotions    (B) Fatigue 

 

Figure C4 

Q-Q plot of standardized residuals examining normality of residuals for workload and job 

insecurity with negative emotions (A), and with both predictors for fatigue (B).  

(A) Negative Emotions    (B) Fatigue 

 

 

 

 

 

 

 

 

 

 

 

 


