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Abstract: The aim of this study is  to investigate the potential  correlation 
between job insecurity (JIS) and mental readiness (MR) among high voltage 
electricity  transmission  system  workers.  Additionally,  the  study  aims  to 
determine the extent and level of MR influenced by JIS, and to examine the 
statistical differences in MR based on various demographic factors. Various 
analyses,  including  validity,  reliability,  normality,  correlation,  multiple 
regression, Independent Sample T Test, and One-Way ANOVA tests, were 
conducted  on  the  collected  data.  The  results  of  the  analyses  revealed  a 
significant negative relationship between quantitative and qualitative JIS and 
MR, with quantitative JIS having the most prominent impact on reducing MR 
among employees. Furthermore, when examining the demographic factors, it 
was observed that MR among high voltage electricity transmission system 
workers  significantly  varied  based  on  employment  status  (public/private 
sector),  use  of  depression  medication,  occupational  accident  history, 
employee age, education level, monthly income level, and work experience. 

Keywords: mental  health,  high  voltage  electricity  transmission,  job 
insecurity, mental readiness 

Introduction 
Due to the economic crises that have been continuing rapidly since the 
1980s and increasing their impact in the global sense,  and the neo-
liberal  policies  put  into  practice,  the  needs  of  the  employees  in 
business life are constantly changing. Because of the economic crises 
in the world, the employment opportunities of the employees in many 
countries,  especially  in  European  countries  and  the  USA,  are 
decreasing  and  there  are  big  increases  in  temporary  employment 

* H.Tezcan Uysal ( ) 
Department of Health Management, Bilecik Şeyh Edebali University, Türkiye
Nihat Pamuk 
Department  of  Electrical  and  Electronics,  Zonguldak  Bülent  Ecevit  University, 
Türkiye
e-mail: h.tezcanuysal@hotmail.com (corresponding author) 

AGATHOS, Volume 17, Issue 2 (33-34): 749-767, DOI 10.5281/zenodo.23610988
© www.agathos-international-review.com CC BY NC 2026 



H.Tezcan Uysal and Nihat Pamuk 

contracts.  Downsizing  and  restructuring  patterns  in  working 
organizations, flexibility practices in business life, and rapid changes 
cause significant concern in terms of job security in employees. The 
reflection of these forms of change and transformation in business life 
on employees is realized in the form of increasing unemployment rates 
and fear of losing their jobs. This causes the non-standard employment 
of the employees, the risk related to their jobs and the perception of JIS 
in the employees. The concept of JIS, situated between unemployment 
and  employment,  and  the  perception  of  increasing  workload  bring 
along some negativities such as burnout on employees in business life. 

The  purposes  of  the  research  carried  out  in  this  context  are  to 
examine whether there is a significant relationship between JIS and 
MR in employees in the high-voltage electricity transmission system, 
and if there is a significant relationship, to determine in what direction 
and at what level JIS affects MR, and to reveal the statistical difference 
of MR according to demographic factors. For this purpose; a study has 
been carried out for employees of high-voltage electrical transmission 
system, which is  an area of operation where psychological pressure 
and  at  the  same  time  the  probability  of  work  accidents  are  high. 
Individuals working in this type of job must have a certain readiness 
mentally before and during the work period. The main reason for this 
need is the work accidents that can cause injury and even death that 
can occur in case of lack of MR. Therefore, it is necessary to examine 
the factors that may reduce or prevent MR in high-voltage electricity 
transmission system workers. For this purpose, this research has been 
carried out considering that the current job security in the sector may 
affect MR. The research is important in terms of increasing the focus 
on work in employees of high voltage electricity transmission systems 
and optimizing the energy management process by minimizing work 
accidents. 

Literature review and hypothesis development 
Job insecurity 
Developing technology with changing management styles has caused 
transformations  in  every  aspect  of  business  life.  On  the  one  hand, 
increasing sectoral competition and cost increases due to global crises 
have led employers to take more careful steps, even to apply stricter 
rules as well as new techniques in human resources. Naturally, as a 
result  of  these  practices,  various  psychological  pressures  and  fears 
have developed on the working personnel, one of which being JIS. The 

750



Mental readiness of high voltage electricity transmission system workers: 
The relationship with job insecurity 

basis of this concept is based on job security, which has emerged with 
the concentration of employees in a perception opposite to job security. 
According to  the literature,  job security  is  described as  a  condition 
where  an  organization  ensures  a  stable  workplace  and  guarantees 
employment  along  with  associated  advantages  such  as  seniority 
privileges,  financial  stability,  retirement  benefits,  consistent  income, 
and opportunities for personal growth and fulfillment (Herzberg 1968; 
Obrenovic et  al.  2021).  Greenhalgh and Rosenblatt  (1984) were the 
first to examine and define the concept of JIS in a broad context and 
defined JIS as “perceived powerlessness to maintain desired continuity 
in  a  threatened  job  situation”.  Other  definitions  have  also  been 
included in the literature. Heaney et al. (1994, 1431) define it as “an 
employee’s perception of a potential threat to continuity in his or her 
current  job”,  Davy  et  al.  as  (1997,  323)  “one's  expectations  about 
continuity in a job situation”, Witte (1999, 156) as “an overall concern 
about the continued existence of the job in the future”, Cuyper et al. 
(2008,  492)  as  “Employees’  perceptions  about  potential  involuntary 
job  loss”,  and  Chirkowska-Smolak  and  Chumak  (2021,  647)  as  “a 
subjectively  experienced  anticipation  of  an  important,  undesirable 
event  related to  the  work performed”.  According to  Hellgren et  al. 
(1999), there are two dimensions of JIS. These are quantitative JIS and 
qualitative JIS. Quantitative JIS includes concerns about whether the 
employee will exist in the future in the job in which s/he is currently 
employed. Qualitative JIS, on the other hand, includes concerns about 
the  deteriorating  quality  of  labour  relations,  such  as  deteriorating 
working  conditions  and  the  disappearance  of  career  opportunities. 
Mohr (2000) has stated that there are four basic types of JIS. These are 
“JIS as a state of public awareness, JIS at the company level, acute JIS 
and anticipation of job loss”. 

Ongoing employment in organizations is an important assurance to 
employees  about  their  future  career  prospects,  income  and  non-
monetary benefits,  as well  as the satisfaction of basic physiological 
needs  (Obrenovic  et  al.  2021).  In  the  face  of  strategies  such  as 
downsizing,  mergers  and acquisitions  applied in  modern enterprises 
today,  the  positions  of  the  employees  change  significantly  and  the 
insecurity  towards  employment  increases  (Aybaş  et  al.  2015). 
However,  individuals  working  in  insecure  types  of  work  or  in  an 
unreliable institution are more likely to perceive JIS than those who 
work  in  a  reliable  type  of  employment  or  in  an  institution  that  is 
reliable in employment (Sverke et al. 2006). Negative emotions such 
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as anxiety that arise as a result of JIS cause individuals to focus more 
on uncertainties about the job. Factors such as performance, which will 
cause  JIS  to  decrease,  cause  reduced  focus.  Thus,  JIS  increases 
neuroticism by  self-reinforcement  over  time  (Wu et  al.  2020).  The 
emotional  increase  towards  JIS  also  leads  to  an  increase  in 
psychological  problems  and,  in  turn,  to  a  deterioration  of  an 
individual’s  mental  health  and a  decrease  in  well-being (Watson & 
Osberg 2018). When employees feel JIS, low and limited motivation 
can be mentioned due to decreased job satisfaction and organizational 
commitment  (Zheng  et  al.  2014).  The  common  psychological 
characteristics  of  employees  with  high  feelings  of  JIS  are  lack  of 
optimism and sense of control, low self-confidence, and negative self-
evaluation (Knežević & Krstić 2019). 

JIS is a completely different concept from job loss (Aybaş et al. 
2015). Even when their employment situation is stable, employees may 
worry about this stability and not easily cope with the fear of losing a 
job (Kim et al. 2021). The level of anxiety that employees harbour is 
directly influenced by their belief that they have the necessary skills to 
find a  new job if  necessary as  a  result  of  a  miserable  employment 
process (Chirkowska-Smolak & Chumak 2021). There is no certainty 
that individuals who experience a sense of JIS will lose their jobs. This 
feeling  is  the  result  of  a  stressful  event,  such  as  the  individual’s 
perception that the structure of the work and the continuity of the work 
is at risk, rather than the loss of a job (Sverke & Hellgren 2002). In 
work psychology, JIS is cited as a strong factor that can lead to intense 
emotional disorders such as depression, anxiety, and stress (Cosma et 
al. 2021). The stress caused by the risk of unemployment in employees 
is partly due to JIS and partly due to the previous experience of job 
loss (Watson & Osberg 2018). Both quantitative and qualitative JIS are 
significant stressors in organizations. Because, even if the existence of 
a  person's  job is  not  directly  threatened,  stress  is  inevitable  for  the 
employee  whose  career  opportunity  is  restricted  in  the  event  of  an 
organizational  change  towards  career  opportunities  (van Dam et  al. 
2020).  The  erosion  of  high-intensity  and  long-lasting  stress  on  the 
physical and mental health of the employee is inevitable (Green, 2020; 
Chirkowska-Smolak & Chumak 2021). Because it is difficult to predict 
in advance and at the same time to control (Mahmoud et al.  2021). 
Therefore, employees take on less sympathetic and cooperative roles in 
the workplace, may receive less support from their co-workers, and the 
severity of JIS may increase with the deterioration of social interaction 
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(Wu et al. 2020). Experiencing chronic stress at work can negatively 
affect physical and mental health (Godin et al. 2005). The link between 
employees' experiences of unemployment and poor mental health has 
been repeatedly documented (Watson & Osberg 2018). Mental health 
is  commonly  defined  as  the  absence  of  psychological  distress, 
characterized  by  negative  perceptions  of  oneself,  others,  and  the 
surrounding environment. This construct can be assessed through self-
reported  emotions,  reflecting  feelings  of  nervousness,  anxiety, 
worthlessness, and frustration experienced by individuals (Watson & 
Osberg 2018). Prior research has indicated that quantitative JIS, which 
involves the tangible risk of job loss, is likely to have a stronger impact 
on health-related outcomes and various health complaints. On the other 
hand, qualitative JIS, considered a less severe stressor, is expected to 
primarily influence job attitudes (Richter et al. 2013). 

While employees strive for wages, recognition, and other outcomes 
of work,  JIS leads to a decrease in these expectations,  leading to a 
worsening of attitudes and behaviours (Mahmoud et al. 2021). JIS can 
become a very severe stressor, making it difficult to ignore threats to 
factors directly linked to individuals'  employment,  such as financial 
security  (Richter  et  al.  2013).  However,  employees  who  lose 
motivation  due  to  JIS  also  lose  the  opportunity  and  resources  to 
perform at a high level (Wu et al. 2020). The anxieties triggered by JIS 
lead to lower performance outcomes in employees and, in turn, a sense 
of  burnout  that  will  lead to  a  decline  in  the  overall  success  of  the 
organization (Khan & Khan 2021). This is because employees without 
job security are more affected by internal practices as they are more 
vulnerable than others (Bazzoli et al. 2020). JIS, which causes chronic 
burnout, is a major source of job dissatisfaction and emerging health 
problems due to its long-term impact on employees (Green 2003). The 
feeling of JIS, which intensifies with the deterioration in mental health, 
can turn into harmful consequences for the working environment and 
co-workers (Angelis et al.  2021). In this regard, Witte (1999) states 
that the mental health levels of people with high levels of JIS are as 
low as those observed in unemployed people, and therefore JIS can be 
as harmful to individuals as being unemployed. It is stated that due to 
the  emotional  impact  of  JIS,  it  triggers  unethical  organizational 
behaviours  that  will  help  employees  perceive  themselves  as  more 
valuable  to  the  organization  and/or  maintain  their  employment 
(Elshaer & Azazz 2022). Lack of communication for the organization, 
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perceived  role  ambiguities,  role  conflicts  are  important  factors  that 
drive employees to these behaviours (Richter et al. 2018). 

Mental readiness 
Employees  who  are  under  the  influence  of  many  individual  and 
environmental factors in the work environment try to focus on work by 
passing  all  these  factors  through  a  mental  filter.  Especially  in 
professions with a high risk of work accidents, the process of focusing 
on the work and the time of focusing on the work of the employees 
becomes quite stressful and requires individual performance. The most 
important factor necessary for the realization of the work demanded by 
the employer is the creation of MR. This concept is defined as being 
psyched, totally ready, or totally prepared (Orlick & Partington 1988; 
McDonald  &  Hale  2022).  In  the  process  of  MR,  pedagogical, 
psychological  and  physiological  fundamentals  need  to  be  studied 
(Labeschenkov et al. 2020). In this context, in order for employees to 
work and perform for a long time under stress, the meaning they attach 
to  their  work should be high and they should be confident  in their 
equipment and abilities (Sanden et al. 2014). Therefore, MR is not the 
ability  of  an individual  alone,  but  an output  that  can be developed 
within  the  chain  of  individuals,  organizations  and  colleagues.  This 
output, which is very important in high-risk professions, is important 
not only in terms of completing tasks but also in terms of minimizing 
the work accident of employees due to mental health problems. In this 
regard, it is necessary to be at the desired level in mental health for 
MR.  Factors  such  as  long  working  hours,  financial  risks,  critical 
decision-making and dilemmas need to be assessed and dealt with for 
mental health (McDonald & Paganelli 2021). Failure to protect mental 
health  in  employees  also  causes  significant  consequences  for 
organizations, one of which being the economic burden. This burden is 
largely  due  to  costs  associated  with  reduced  productivity  due  to 
absenteeism and absenteeism (Fikretoglu et al. 2019). 

When assessing mental health, the motivation of employees is also 
a  prominent  issue.  Intrinsically  motivated  individuals  orient 
themselves to achieve success, make plans to achieve the desired goal, 
and try to implement the plan. In extrinsic motivation, the individual is 
motivated  to  compete  with  performance-dependent  rewards  and 
positive  reinforcements  (Yalçın  et  al.  2021).  Employees’  concerns 
about  their  families  and  family  problems  directly  affect  motivation 
(Sanden et al. 2014). Therefore, in the face of these external factors 
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that reduce motivation in employees, resilience as a factor that  will 
support intrinsic motivation emerges. Resilience, which is expressed as 
the ability to recover after stressful events, is very important as it is 
both protective of the individual and therapeutic of stress (van Baarle 
&  Molendijk  2021).  Although  mental  resilience  means  increasing 
acceptance, reducing exposure to stress and mental health issues, it can 
also be more easily stated as “sucking it up” (Eidelson et al. 2011; van 
Baarle & Molendijk 2021). Therefore, psychological resilience is an 
important  factor  that  positively supports  the process  of  focusing on 
work by filtering toxic environmental effects in employees. 

MR is achieved through learned mental practices that need to be 
continuously  improved  (McDonald  &  Hale  2021).  Being  mentally 
ready to compete requires at least two types of skills. The first of these 
skills consists of preparation, positive attitude and perception that will 
enable  the  individual  to  achieve  long-term  goals.  The  other  skill 
consists  of  centring,  concentration,  and  control  that  will  ensure 
performance output in the short term (Mack 2002). If we evaluate MR 
within a team, it is necessary to examine other colleagues in addition to 
the individual perspective. Although the individual is mentally ready 
for the task personally, other colleagues should also be ready in this 
sense, so that the risk is minimized (Sanden et al. 2014). It should be 
noted that the balance between physical, technical and MR is crucial to 
achieving  performance  excellence  (McDonald  &  Hale  2021). 
However,  as  with  any  other  skill,  good  training  and  practice  are 
required to become proficient in MR (Mack 2002). 

MR skills are an important factor for ensuring high performance in 
employees (McDonald & Paganelli 2021). Seven elements of MR for 
high  performance  have  been  identified  in  the  literature.  These  are 
(Marquardt et al. 2018; Filby et al. 1999; Crocker & Graham 1995; 
Hackfort  &  Munzert  2005;  Valey  2001;  Bandura  1986;  Weinberg 
2008): Attentional control is the ability to focus one’s attention on the 
relevant  task  and  combat  distraction.  Attentional  control  is  an 
important MR strategy for the employee to direct to the right stimuli. 
Goal  setting is  a  technique  in  which  goals  are  set  to  guide  the 
employee and increase his motivation. In the process of MR for high 
performance,  concrete  and  realistic  goals  are  of  high  importance. 
Relaxation and activation is  a strategy for successfully coping with 
stressful events.  Activation involves a state of planned response.  Self-
efficacy refers  to  the  belief  that  an  individual  can  do  a  job.  Self-
confidence is based on self-control. Inner talk is an important strategy 
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that  both  increases  self-confidence  and  improves  performance. 
Imagery is defined as “using all the senses to create or re-create an 
experience in the mind”. 

MR is generally the construction of an event as it is desired to be. 
Repeated practices  in  the  right  ways in  the mind before  starting to 
apply ensure success. With MR, self-confidence increases and success 
is  focused.  Thanks  to  MR,  coordination  skills  are  improved, 
concentration skills are enhanced, anxiety and stress are reduced, and 
team spirit  and communication are  improved.  It  is  thought  that  the 
factor of JIS will affect this situation, which is important in terms of 
individual and organizational aspects. Based on this approach, H1a, H1b 

and H1c have been created. 
H1a: There is a significant relationship between MR and JIS. 
H1b: As quantitative JIS increases, MR decreases. 
H1c: As qualitative JIS increases, MR decreases. 

It  is  thought  that  the  MR of  the  employees  in  the  high-voltage 
electrical transmission system varies according to their gender due to 
the  fact  that  men  are  more  courageous  and  skilled  than  women in 
dangerous jobs and that the MR of men is higher than women in terms 
of the danger of the working area. Based on this approach, H1d1 has 
been created. 
H1d1: MR varies significantly according to gender. 

In the demonstration of MR, there may also be differences between 
age groups. Older workers are thought to be more successful in MR 
than younger people. It is thought that the fact that employees in the 
older age group have more life experience and work-related knowledge 
will have a positive effect on MR. Accordingly, H1d2 has been created 
with the view that MR would increase as the age increased. 
H1d2: MR varies significantly according to age. 

It is thought that it will be easier for employees to be mentally ready 
thanks to the fact that they are trained and equipped in the high voltage 
electricity transmission system. Based on this approach, H1d3 has been 
created. 
H1d3: MR varies significantly according to educational status. 

Considering that financial gain is an important motivating tool, it is 
thought that the high-income level will be important for the employees 
working  in  a  dangerous  area  such  as  high  voltage  electricity 
transmission system and accordingly the level of MR will be higher at 
the high-income level. Based on this, H1d4 has been created. 
H1d4: MR varies significantly according to monthly income level. 
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Work experience gained from the past  is  important  in exhibiting 
MR behaviours. Those who have been working in organizations for a 
long time are considered to be more successful in demonstrating their 
MR. Based on this approach, H1d5 has been created. 
H1d5: MR varies significantly according to work experience. 

Considering that the working hours in the public sector, where the 
public service is the basis, are more specific than in the private sector 
and that the anxiety of dismissal is less, it is thought that the MR of the 
employees in the public sector will be higher than those working in the 
private sector. Based on this, H1d6 has been created. 
H1d6: MR varies significantly by sector. 

It  is  thought  that  among  the  personnel  working  under  stress, 
employees who use depression medication will  feel  better  mentally, 
their motivation will increase and they can control their emotions and 
in this way, MR will be higher. Based on this argument, H1d7 has been 
created. 
H1d7: MR varies significantly from the depression medication use. 

In industrializing societies, the frequency of occupational accidents 
in business life is also increasing. Since employees who have had a 
work  accident  before  are  aware  of  the  physical,  social  and 
psychological situation they have encountered, it is thought that their 
MR for work will be higher in order not to have a work accident again. 
Based on this, H1d8 has been created. 
H1d8:  MR varies significantly according to the situation of  having a 
work accident. 

Methodology 
The population and sample of the research 
The population of the research consists of employees working in the 
high-voltage electricity transmission system in Turkey. The sample of 
the study consists of public and private sector employees working in 
high voltage electricity transmission system in Ankara, Istanbul, Izmir, 
Sakarya, Samsun, Şanlıurfa, Diyarbakır, Düzce, Zonguldak, Kocaeli, 
Bursa, Manisa, Malatya, Van, Mardin and Konya. Purposeful sampling 
and snowball sampling methods have been used in the study, survey 
feedback  has  been  obtained  from  555  employees  within  different 
enterprises,  and  these  questionnaires  have  not  been  taken  into 
consideration because there has been no integrity of the data in the 
survey of 37 respondents. 
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The data collection method of the research 
The data for this research was collected through face-to-face surveys. 
The questionnaire used to gather data includes two scales, namely MR 
and  JIS,  both  structured  on  a  5-point  Likert  scale.  The  MR  scale 
employed in this study consists of 35 items, developed by Zekioğlu et 
al. (2017). On the other hand, the JIS scale, comprising 9 items, was 
originally developed by Hellgren et al. (1999) and adapted to Turkish 
by Şeker (2011). 
The research model 
In the research utilizing the screening model, the dependent variable 
was  MR, while  the  independent  variable  was  JIS.  Furthermore,  the 
sub-independent variables were quantitative JIS and qualitative JIS. 
Data analysis of the research 
The collected data in the research were subjected to analysis using the 
SPSS 20.0 and AMOS 24.0 software packages. Confirmatory Factor 
Analysis (CFA) was employed to determine the structural validity of 
the utilized scales. Reliability analysis was conducted to assess internal 
consistency.  Correlation  analysis  was  performed  to  identify  the 
direction  and  strength  of  relationships  between  variables.  Multiple 
regression  analysis  was  employed  to  examine  the  relationships 
between variables. Independent Sample T-Test and One-Way ANOVA 
Test were utilized to detect variations. 

Findings 
According  to  the  descriptive  statistics  results,  the  male  employees 
constitute the majority with a percentage of 94.2%, while the female 
employees make up 5.8% of the sample. Analyzing the age distribution 
of the employees reveals that the largest portion, accounting for 79.8%, 
falls within the age range of 21-40. Regarding educational attainment, 
it  was  found that  52.8% of  the  employees  hold  university  degrees, 
while  45.8% have  completed  high  school.  Looking  at  the  monthly 
income level, it can be observed that 58.3% of the employees earn at 
the minimum wage level. According to the descriptive statistic, when 
the  duration  of  work  experience  is  taken  into  consideration,  it  is 
determined that 74.1% of the sample has more than a year of work 
experience and the majority of 43.6% have 7 years or more of work 
experience. In terms of the sector, it has been found that 81.5% of the 
respondents worked in the private sector. As a result of other questions 
directed  to  the  sampling;  it  has  been  determined  that  2.9% of  the 
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employees used depression medication and 8.9% had a previous work 
accident. 

Confirmatory Factor Analysis (CFA) was conducted to assess the 
structural validity of the scales utilized in the research. The fit indices 
resulting from the factor analysis carried out for the JIS scale, which 
consists of 2 dimensions and 9 items. Upon reviewing the fit values, it 
was found that the chi-square value is 152.009, the p-value is 17.091, 
the  RMSEA  value  is  0.051,  the  GFI  value  is  0.990,  the 
chi-square/degree of freedom is 2.442, the SRMR value is 0.034, the 
CFI value is 0.993, and the NFI value is 0.988. 

During the CFA, 4 items have been removed from the scale and the 
reliability analysis results for the dimensions of the revised scale. As a 
result  of  the  analyses  performed;  Cronbach’s  Alpha  coefficient  has 
been determined as 0.782 for the quantitative JIS dimension, 0.850 for 
the  qualitative  JIS  dimension  and  0.730  for  the  whole  scale,  and 
according  to  these  values,  the  scale  has  been  determined  to  have 
internal consistency. The fit values obtained from the application of 
CFA to the MR scale, which comprises 3 dimensions and 35 items, as 
used in the research. 

Upon reviewing the fit values, it has been found that the chi-square 
value is 152.009, the p-value is 400.017, the RMSEA value is 0.054, 
the GFI value is 0.930, the chi-square/degree of freedom is 2.614, the 
SRMR value is 0.049, the CFI value is 0.940, and the NFI value is 
0.907. 

During the process of CFA, a total of 15 items, including the entire 
focus dimension, were eliminated from the scale. The results of the 
analyses  reveal  that  the  Cronbach’s  Alpha  coefficient  for  the  MR 
dimension is 0.771, for the keeping composure dimension is 0.816, for 
the fear dimension is 0.789, for the motivation dimension is 0.616, and 
for  the  interest  dimension  is  0.531.  Upon  examination  of  these 
numerical findings, it was determined that all dimensions, except for 
motivation and interest, demonstrated acceptable internal consistency. 
The motivation and interest dimensions were excluded from the study 
due to  their  Cronbach’s  Alpha coefficients  being below 0.700.  The 
revised 16-item scale yielded a Cronbach’s Alpha coefficient of 0.859. 

The adaptation values of the JIS scale and the adaptation values of 
the MR scale were found to be consistent with the well-fit statistics 
reported by Schermelleh-Engel et al. (2003). These results indicate that 
the structural validity of both scales has reached an acceptable level. 
Kolmogorov-Smirnov  and  Shapiro-Wilk  values  have  been  obtained 
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from the normality test applied to the data collected in the research. 
When considering the Shapiro-Wilk values in light of the sample size, 
it is observed that the data sets used in the initial stage of the research 
do not exhibit a normal distribution. Consequently, in the second stage, 
the skewness and kurtosis values of the data sets were examined. It can 
be observed that  the skewness and kurtosis  values of  the data  sets, 
which do not exhibit a normal distribution based on the Shapiro-Wilk 
test, fall within the range of -2 to +2. According to the classification by 
George and Mallery (2003), these data sets can be considered to have a 
normal distribution. 

According  to  the  results  of  Pearson  correlation  analysis;  a 
statistically  significant  negative  relationship  has  been  determined 
between  independent  variables  quantitative  JIS  (r=-0.367,  p=0.000) 
and qualitative JIS (r=-0.212, p=0.000) and dependent variable MR. 

According to the ANOVA results of multiple regression analysis for 
JIS  dimensions  and  MR.  Based  on  the  results  of  the  analysis 
performance, the p value of the model is than 0.05; therefore, it has 
been determined that the regression model is statistically significant. 

According to the regression analysis are that 15.4% of the variance 
in MR (R2=0.154) can be explained by the changes in quantitative and 
qualitative JIS. Based on these findings, the possible values that MR 
can take are formulated as follows: “MR=45,146-(1,012xQuantitative 
JIS)-(0.406xQualitative JIS)”. According to the regression equation; it 
has  been  found  that  a  1-unit  increase  in  quantitative  JIS  caused  a 
decrease of 1,012 units on MR, while a 1-unit increase in qualitative 
JIS (β=-1.012) caused a decrease of 0.406 units on MR (β=-0.406). 

When  the  relationship  between  MR and  various  factors  such  as 
gender, sector of employment, depression medication use, and history 
of  occupational  accidents  among the  study participants,  it  has  been 
determined  that  the  significance  value  obtained  from  the  gender-
related test is greater than 0.05, while the significance values obtained 
from the tests for other factors are less than 0.05. This indicates that 
MR exhibits a statistically significant difference based on the sector of 
employment, depression medication use, and history of occupational 
accidents.  Specifically,  it  was  found  that  MR  is  lower  among 
employees in the private sector compared to those in the public sector. 
However,  MR  is  higher  among  employees  who  use  depression 
medication  and  among  employees  who  have  experienced  previous 
work accidents. 
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When the relationship between MR and the age of employees, it has 
been determined that the significance value is less than 0.05, indicating 
a  statistically  significant  difference  in  MR  based  on  the  age  of 
employees.  To  further  explore  the  specific  age  groups  where  the 
difference exists, post-hoc analysis was conducted. The results of the 
post-hoc analysis will provide insights into the specific age groups that 
show  significant  differences  in  MR.  When  the  results  of  the 
homogeneity test conducted to determine the appropriate technique for 
the  post-hoc  analysis,  it  is  observed  that  the  variances  are 
homogeneous.  However,  considering  that  the  distributions  in  the 
groups are not equal, the Scheffe test has been chosen for the post-hoc 
analysis. When investigating the statistical difference of MR based on 
age  in  detail,  it  has  been  determined  that  there  is  a  significant 
difference between employees in the 21-30 age range and employees 
in the 41-50 age range. Consequently, it has been found that employees 
in  the  41-50  age  range  exhibit  higher  levels  of  MR  compared  to 
employees in the 21-30 age range. 

When the relationship between MR and the educational status of 
employees, it has been determined that the significance value is less 
than 0.05, indicating a statistically significant difference in MR based 
on  educational  status.  To  further  identify  the  specific  educational 
situations that exhibit a difference, post-hoc analysis was conducted. 
The  results  of  the  post-hoc  analysis  will  provide  insights  into  the 
specific  educational  categories  that  show  significant  differences  in 
MR. When the results of the homogeneity test, which was conducted to 
decide on the suitable technique for the post-hoc analysis, it is evident 
that  the  variances  are  not  homogeneous.  However,  considering  the 
unequal distributions among the groups, Tamhane’s T2 test has been 
chosen  as  the  preferred  technique  for  the  post-hoc  analysis.  When 
investigating the statistical difference of MR based on education status 
with  a  5%  error  margin,  it  has  been  found  that  the  significant 
difference  exists  only  between  undergraduate  and  high 
school/associate degree groups. Consequently, it has been determined 
that  the  level  of  MR  among  undergraduate  employees  is  higher 
compared  to  employees  with  associate  degrees  and  high  school 
graduates. 

When the relationship between monthly income level and MR, it 
has been found that the significance value is less than 0.05, indicating 
a  statistically  significant  difference  in  MR  based  on  the  monthly 
income level.  To determine the specific monthly income levels that 
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differ significantly, post-hoc analysis was conducted. The results of the 
post-hoc analysis will provide insights into the specific income levels 
that  show  significant  differences  in  MR.  When  the  results  of  the 
homogeneity test, it is evident that the variances are not homogeneous. 
Consequently,  Tamhane’s  T2 test  has  been chosen as  the  preferred 
technique  for  the  post-hoc  analysis,  considering  the  unequal 
distributions among the groups. When examining the difference in MR 
based on monthly income level,  a  statistically  significant  difference 
has  been  found  only  between  employees  with  a  monthly  income 
between TRY 9001 - 15000 and employees with a monthly income 
between TRY 15001 - 21000. Therefore, it can be concluded that the 
MR level of employees with a monthly income between TRY 15001 - 
21000  is  higher  compared  to  employees  with  a  monthly  income 
between TRY 9001 - 15000. 

When the examines the relationship between MR and employees’ 
work experience, it has been determined that the significance value is 
less  than 0.05,  indicating a  statistically  significant  difference in  the 
level  of  MR based on employees'  work experience.  To identify the 
specific periods of work experience that exhibit significant differences, 
a post-hoc analysis has been conducted. The results of the post-hoc 
analysis will provide insights into the specific work experience periods 
that  show  significant  differences  in  the  level  of  MR.  When  the 
homogeneity  test  results,  it  is  observed  that  the  variances  are 
homogeneous.  However,  due  to  unequal  distributions  among  the 
groups, the Scheffe test has been selected for the post-hoc analysis. 
The  significance  value  for  MR  is  found  to  be  less  than  0.05  for 
employees with less than 1 year of work experience and employees 
with 7 years or more of work experience. This indicates a statistically 
significant difference in the level of MR between these two groups. 
Specifically,  employees  with  7  years  or  more  of  work  experience 
exhibit higher levels of MR compared to those with less than 1 year of 
work experience. 

Conclusions and recommendations 
This  study  examines  the  effect  of  the  perception  of  JIS  on  MR in 
workers working in high-voltage electricity transmission system. As a 
result of the research carried out; both quantitative and qualitative JIS 
have been found to adversely affect MR. It has been found that the 
factor affecting MR the most has been quantitative JIS. Witte (1999) 
stated as a result of the research that quantitative JIS in employees is 
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more  of  a  stressor  than  qualitative  JIS.  According  to  other  results 
obtained from the research; employees in the 41-50 age range have 
higher  MR compared to  employees  in  the  21-30 age range,  MR is 
lower in employees in the private sector compared to those working in 
the public sector,  and the level of MR is higher in employees with 
monthly  income  between  TRY  15001  and  21000  compared  to 
employees with monthly income between TRY 9001 and 15000. It has 
also been determined that MR is greater in employees with 7 years and 
more of work experience compared to employees with less than 1 year 
of work experience. When examined in terms of demographic factors, 
it is observed that age, income level, sector and work experience are 
also factors that statistically differentiate the MR of employees in high-
voltage electricity transmission system. However, it is understood that 
MR  is  significantly  higher  in  employees  who  use  depression 
medication and in employees who have previously been involved in 
work accidents. 

It is thought that this research, which is based on the idea that the 
perception  of  JIS  in  workers  working  in  high-voltage  electricity 
transmission system affects MR because it increases constant anxiety, 
has an important place. Since the job performance of a high-voltage 
employee whose MR is reduced will also be adversely affected, public 
institutions  or  private  electricity  distribution  companies  need  to 
intervene  in  the  perception  of  JIS  in  their  employees.  Organization 
managers should pay more attention to the issue of justice by listening 
to employees, especially in times of organizational change and in times 
of  crisis,  ensuring that  they participate  in  change processes,  clearly 
explaining the objectives of change, thus reducing the concern of JIS 
(Wang et al. 2015); because employees who experience JIS intensely 
may  turn  to  non-work  social  networks  due  to  the  decrease  in 
socialization  in  the  work  environment  (Sjöberg  2018).  However, 
reducing  JIS,  increasing  the  level  of  employee  engagement  and 
demonstrating higher performance are important  factors expected in 
the organization (Khan & Khan 2021). 

In this context, the proposed intervention can also be carried out 
through regulations (reduction of working hours, increase of financial 
possibilities, etc.). First of all, it is necessary to work with death, injury 
and health concerns, which are the most important risk factors that can 
lead to the perception of JIS in employees working in high-voltage 
electricity transmission systems. It is possible that an employee who is 
at risk of death or injury may not be able to work in the same job again 
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or lose his  job.  Therefore,  in this  research,  health anxiety that  may 
occur  as  a  result  of  accident  risk  is  considered as  a  risk factor  for 
losing a job. If companies are given opportunities to offer new options 
in the face of negative situations in order to control the risk factors that 
create  stress  such as  the  worry of  making mistakes  in  high-voltage 
employees and lead to the perception of JIS, it  can be ensured that 
employees minimize their perception of JIS and constant anxiety and 
increase their MR levels even more. This can have a positive impact on 
the  private  life  of  high-voltage  employees  personally  and  can  also 
benefit  companies  as  a  result  of  positively  affecting  their  work 
performance. It is thought that this study will be useful in terms of the 
positive effect of the findings obtained from the study on the individual 
and the suggestions that can be presented to high voltage electricity 
transmission and distribution companies. 
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