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Abstract:

The present study aimed to provide a model for enhancing job security among employees of Ahvaz University of Medical
Sciences and Health Services. The research method was grounded in data theory and conducted using an exploratory approach.
The data collection instruments included interviews and questionnaires, which were administered to 400 employees (in the
quantitative section), while 18 experts and specialists in the field participated in the qualitative section. The collected data were
analyzed using both descriptive and inferential methods through SPSS. The results indicated that the model for enhancing job
security among employees of Ahvaz University of Medical Sciences and Health Services was identified and evaluated based
on two main indicators (influencing factors and outcomes), six dimensions, and thirty components. Among the causal
dimensions, job task transparency and fairness in salary payment had the greatest impact on enhancing job security. In the
contextual conditions, a supportive work environment and clear organizational policies were of high importance. Among the
intervening conditions, planning for training new skills had the highest weight. In the strategic dimension, the reward and
incentive system, fairness in recruitment, and consideration of employees’ suggestions played a prominent role. Ultimately, the
main outcomes of enhanced job security included job satisfaction, continued cooperation, and work—life balance. Examination
of the model fit indices showed that the proposed model had very desirable validity and fit. Based on the results, enhancing
employees’ job security requires simultaneous attention to individual, organizational, and managerial factors, with an emphasis
on transparency, support, and skill development. The extracted model serves as an effective tool for operationalizing human
resource policies and increasing job security in the healthcare sector.
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Extended Summary

Introduction

Job security has long been regarded as a foundational pillar of human resource management systems, exerting a profound
influence on employee motivation, organizational commitment, and productivity. This significance becomes even more
pronounced in academic and healthcare organizations, where the dynamic nature of work, the necessity for specialized
expertise, and the responsibility to respond rapidly to the evolving needs of society place considerable demands on employees.
In such settings, job security functions not merely as an economic guarantee but as a psychological resource that shields
employees from stress and fosters engagement and organizational loyalty (Ahmadi, 2023). However, global trends such as
privatization, temporary employment contracts, and organizational restructuring have substantially eroded the traditional
foundations of job security, particularly within public and service-oriented institutions. The literature indicates that declining
job security is strongly associated with adverse outcomes such as diminished job satisfaction, heightened occupational stress,
lower service quality, and increased turnover intention (Christy & Heryjanto, 2021).

The challenges surrounding job security are compounded in contexts such as universities of medical sciences, where
employees simultaneously shoulder educational, research, and clinical responsibilities. The multidimensional pressures of this

environment intensify the psychological and operational risks associated with job insecurity. Prior research underscores that

O
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perceptions of job insecurity can undermine employee motivation and engagement, which in turn threatens the quality of
services and overall organizational effectiveness (Siavoshi & Ismati-Moghaddam, 2019). Conversely, job security enhances
psychological capital, including optimism, resilience, and hope, and has been found to directly improve life satisfaction and
work performance (Baykal, 2023). Several studies have confirmed that job security is one of the strongest predictors of job
satisfaction, mental well-being, and retention (Ernes & Meilani, 2023; Falatah et al., 2021).

The determinants of job security are multifaceted, encompassing individual characteristics, organizational structures, and
external environmental conditions. Factors such as role clarity, fairness in compensation, managerial support, participation in
decision-making, opportunities for career advancement, and stable organizational policies are consistently identified as key
predictors of job security (Abri et al., 2021; Soltani & Moghimi, 2019). Moreover, organizational justice and adherence to
psychological contracts are fundamental to fostering organizational trust, which is indispensable for employees’ sense of
security (Khalave & Mehdad, 2016). Job security is also strongly correlated with organizational commitment, work
engagement, and employee productivity (Rahimnia et al., 2017; Tanhaei et al., 2018).

Importantly, job security is not a static construct; it is continuously redefined in response to environmental changes.
Globalization, technological progress, and rapid labor market shifts have disrupted traditional notions of secure employment,
rendering job security a complex and context-dependent phenomenon (Kalyugina, 2022). Emerging technologies and artificial
intelligence (Al) present both opportunities and threats to job security: while they can enhance efficiency and reduce workload,
they also fuel concerns about job displacement and skill obsolescence (Eshiett & Eshiett, 2024; Ghorbanzadeh, 2024). As such,
organizations must not only embrace technological innovation but also invest in reskilling, continuous learning, and
psychological support to sustain employee security perceptions.

International evidence underscores the protective role of job security in mental health outcomes. A large-scale study of
18,144 working adults in the United States revealed that higher job security was significantly associated with lower risks of
psychological distress and anxiety, suggesting that workplace policies aimed at bolstering job security may mitigate work-
related stress and enhance mental health (Wang et al., 2024). Similarly, research in the Sri Lankan apparel industry identified
governmental policies, skill levels, and employment status as significant predictors of job security, whereas collective
bargaining and work environment factors were not statistically significant (Rajapakshe & Chandrasiri, 2023). These findings
affirm that job security is a multidimensional and context-sensitive construct shaped by macro-level structures, organizational
policies, and individual attributes.

In the Iranian context, studies have highlighted the role of job enrichment, career path development, and skills enhancement
in strengthening employees’ job security (Abbaszadeh et al., 2023). Conversely, job stress and insecurity have been shown to
be primary drivers of turnover intention among service staff such as lifeguards (Mondalizadeh & Javaheri, 2019). Evidence
also suggests that job security functions as a mediating mechanism linking performance management, organizational trust, and
productivity, while reducing organizational silence through the reinforcement of organizational justice frameworks (Dhanpat
et al., 2019; Maham & Bak Mohammadi, 2016). These studies collectively emphasize that job security is not merely an
economic necessity but also a psychological and social imperative, and its absence can severely erode employees’ mental
health, motivation, and sense of belonging.

Moreover, perceived job insecurity undermines organizational citizenship behaviors and elevates turnover intention (Ernes

& Meilani, 2023; Siavoshi & Ismati-Moghaddam, 2019). It also undermines social capital development within organizations,
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which can render human resource development programs ineffective in low-security environments (Ghazizadeh et al., 2024,
2025). Therefore, developing localized models for enhancing job security—particularly in sensitive and knowledge-intensive
institutions like universities of medical sciences—is essential. These organizations face unique environmental pressures,
resource constraints, rapid policy shifts, and heightened societal expectations, all of which intensify job insecurity. Against this
backdrop, the present study aimed to design a comprehensive and contextually grounded model for enhancing job security
among employees of Ahvaz University of Medical Sciences and Health Services, integrating causal, contextual, intervening,
and strategic factors to improve both employee well-being and organizational resilience.

Methods and Materials

This study adopted an exploratory mixed-method design rooted in a grounded theory approach. In the qualitative phase,
semi-structured interviews were conducted with 18 subject-matter experts and senior managers who had at least five years of
experience in human resource management and job security within the health system. Participants were selected through
purposive sampling until theoretical saturation was reached. The interview data were analyzed using thematic framework
analysis to identify key categories and subthemes related to job security.

Based on the qualitative findings, a structured questionnaire was developed and administered to 400 employees of Ahvaz
University of Medical Sciences and Health Services who met the inclusion criteria. The quantitative phase followed a
descriptive-survey design, and data were analyzed using structural equation modeling (SEM) through SPSS. The reliability of
the questionnaire was confirmed through Cronbach’s alpha (o = 0.893), and its content validity was verified using CVR indices
as approved by subject experts. Goodness-of-fit indices were applied to assess the validity and fitness of the proposed model.

Findings

The analysis revealed that the proposed job security enhancement model consisted of two main indicators (influencing
factors and outcomes), six dimensions, and thirty components. Within the causal conditions, job task clarity and fairness in
salary payment exerted the strongest effects on perceived job security. Under the contextual conditions, a supportive work
environment and well-defined organizational policies emerged as the most salient predictors.

Among the intervening conditions, structured planning for training and developing new skills received the highest weight.
In the strategic dimension, three elements stood out as critical: a transparent reward and incentive system, fairness in
recruitment processes, and systematic consideration of employees’ suggestions.

The model evaluation also identified key outcomes of enhanced job security, which included increased job satisfaction,
improved employee retention, and better work-life balance. Confirmatory factor analysis supported the model structure, and
all fit indices (e.g., Bentler-Bonett normed fit index, Tucker-Lewis index, comparative fit index) exceeded the recommended
threshold of 0.90. The RMSEA value was 0.037, indicating an excellent model fit.

Discussion and Conclusion

The findings underscore that job security is a multidimensional construct shaped by the interaction of organizational,
managerial, and individual factors. The strong influence of job task clarity and fairness in compensation on job security aligns
with prior evidence that role ambiguity and perceived pay inequity are among the strongest antecedents of job insecurity. Clear
role expectations enhance trust and psychological safety, while equitable compensation strengthens perceptions of
organizational justice, which in turn fosters job security.

The prominent role of supportive organizational climate and policy stability in this study also reinforces previous research

suggesting that organizational support acts as a buffer against job insecurity. Stable HR policies and consistent managerial
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practices reduce uncertainty and help employees develop long-term expectations about their employment, which is critical in
volatile contexts such as healthcare.

The high weight of continuous skill development as an intervening factor highlights the importance of employee
empowerment and adaptability. Investing in employee training enhances their employability and confidence, mitigating the
fear of job loss, especially in environments undergoing technological and structural changes. This finding also resonates with
contemporary models that conceptualize job security as partly self-regulated through continuous learning and competence
building.

Furthermore, the strategic dimension—particularly the role of reward systems, fair recruitment, and participatory
mechanisms—illustrates that job security is not solely determined by contractual guarantees but also by perceived
organizational fairness and inclusiveness. Employees who experience transparent performance-based rewards, fair career
advancement opportunities, and active involvement in decision-making are more likely to feel secure and committed to their
organization.

Finally, the study confirmed that enhanced job security translates into tangible organizational outcomes, including improved
job satisfaction, higher retention, and healthier work—life balance. These outcomes reinforce the view that job security is not
just an employee welfare concern but a strategic lever for organizational sustainability and service quality, especially in critical
sectors like healthcare.

Overall, this study contributes to the literature by providing a localized, empirically validated model for enhancing job
security tailored to the context of universities of medical sciences in Iran. By integrating structural, cultural, and psychological
elements, the model offers practical guidance for HR policymakers aiming to build stable, supportive, and high-performing
work environments. Future implementation of this model could strengthen organizational resilience, reduce turnover, and

enhance both employee well-being and service delivery across the healthcare sector.
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