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Purpose: Numerous empirical studies consistently support the detrimental impact of job insecurity (JI) on employees. However, 
a new perspective suggests that individuals perceiving JI may proactively take measures to protect their positions. Drawing from the 
conservation of resources theory, this study argues that perceived resource loss due to JI motivates employees to engage in ingratiating 
behaviors for expanding their social capital. Additionally, this study empirically establishes the mediating role of emotional exhaustion 
and the moderating effect of power distance.
Methods: A daily diary design was used to examine the relationship between daily JI and next-day ingratiation. Our analyses of data 
collected from 134 full-time employees across 10 consecutive working days using multi-level model.
Results: Our results showed that daily JI was found to affect next-day ingratiation (γ = 0.14, p < 0.01), and this relationship was 
mediated by emotional exhaustion (indirect effect = 0.07, p < 0.05, 95% CI [0.01, 0.13]). Power distance moderated the relationship 
between emotional exhaustion and ingratiation (γ = 0.25, p < 0.001), and further moderated the indirect effect of JI on ingratiation via 
emotional exhaustion.
Conclusion: Our study has revealed that JI serves as a catalyst for employees to engage in resource creation behavior, thereby 
contributing to a deeper understanding of the implications of JI as an independent variable for both scholars and businesses.
Keywords: job insecurity, emotional exhaustion, power distance, ingratiation

Introduction
Job insecurity (JI) concerns a perceived threat to the continuity of employment as it is currently experienced.1 The 
advancement of technology and the globalization of markets have undeniably yielded numerous advantages for the 
general public; however, they have concurrently imposed heightened expectations on employees.2 Simultaneously, the 
emergence of artificial intelligence has facilitated the potential replacement of various conventional occupations. 
Unsurprisingly, the issue of JI has garnered increasing scholarly and public attention. Given its inevitable presence to 
some extent, it is imperative to comprehend the potential consequences associated with this phenomenon. Such under
standing will enhance scholars’ comprehension of JI while aiding enterprises in recognizing its detrimental effects.

In previous research, JI has predominantly been viewed as a detrimental stressor with numerous adverse consequences for 
employees. However, the specific behaviors that continue to be influenced by JI remain an unresolved inquiry.3 For instance, 
prior research has demonstrated that JI can influence negative behaviors such as retaliatory conduct and counterproductive 
work behavior, while also diminishing positive behaviors like job performance and organizational citizenship behavior.4 On 
the other hand, some studies describe employees who perceive JI as “proactive actors”,3 who may work hard to prove their 
importance in the organization, try to improve their relationships with superiors, and even compete with colleagues to keep 
their jobs. Simultaneously, employees perceiving JI are motivated to exhibit exemplary work behavior and minimize 
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absenteeism.5,6 The available evidence suggests that the perception of JI can serve as a motivating factor for employees to 
proactively engage in actions aimed at securing their employment.

At the same time, the conservation of resources (COR) theory posits that individuals have a tendency to preserve and 
acquire their own resources.7 Work is the primary source of income for individuals and is crucially important. From the 
perspective of COR theory, JI represents a state where a resource is about to be lost, and individuals will strive to 
maintain and defend their resources while also seeking ways to create more resources in order to avoid entering a “loss 
spiral”.8 Based on the aforementioned considerations, we assert that employees’ aspiration for resources constitutes 
a pivotal determinant influencing their own behavioral patterns. In order to counteract JI and mitigate further resource 
depletion, employees resort to ingratiation as a means of expanding their work-related resources.

Following an examination of the association between JI and ingratiation, our research endeavors to elucidate the under
lying mechanisms and boundary conditions governing this relationship. Primarily, JI acts as a detrimental stressor that depletes 
individuals’ resources, particularly their emotional reserves. Emotional exhaustion represents a crucial facet of job burnout, 
denoting a state characterized by the depletion of emotional and physiological resources.9 Consequently, it is reasonable to 
posit that the perception of resource loss resulting from JI will heighten employees’ levels of emotional exhaustion. On the 
other hand, employees experiencing emotional exhaustion may proactively engage in preventive measures to mitigate further 
resource loss and seek to generate new resources.10 In this context, ingratiation serves as a cost-effective strategy for resource 
craft, requiring employees to exhibit specific verbal expressions and actions aimed at gaining favor from both leaders and 
colleagues. The acquisition of such favor holds significant value as a social resource for employees. Thus, we posit that 
emotional exhaustion plays a crucial mediating role in transmitting the impact of JI on ingratiating behavior.

In addition, we posit that the impact of emotional exhaustion on ingratiation is contingent upon individual differences 
rather than being universally applicable. It is plausible that individuals with diverse cultural values exhibit varying levels of 
sensitivity towards this detrimental stressor, consequently leading to disparate psychological perceptions.11 Power distance, as 
a significant cultural value orientation, signifies the extent to which individuals embrace disparities in power distribution 
within a society or organization. The higher the power distance, the stronger an individual’s acceptance of unequal power 
distribution.12 Therefore, individuals with a high power distance will acknowledge the leader’s elevated status and naturally 
adopt a strategy of ingratiation as an additional resource upon perceiving emotional exhaustion. Conversely, individuals with 
a low power distance do not recognize the authority and high status of leaders, and even when they perceive inadequate 
resources, they will not embrace a strategy of ingratiation that contradicts their own volition. Hence, we hypothesize that 
power distance serves as a crucial boundary condition moderating the impact of emotional exhaustion on ingratiation.

Although numerous studies have been conducted to explore the consequences of JI, most of them primarily focus on 
its negative outcomes, suggesting that JI can have detrimental effects on both organizations and employees.4 However, 
this study posits that individuals who experience JI may not necessarily become demoralized or retaliate against their 
organization; instead, they might strive to retain their jobs.3 Furthermore, previous research tends to treat job insecurity 
as a relatively stable variable and investigates its long-term impact on emotions or behaviors. In contrast, the objective of 
this study is to examine the influence of short-term job insecurity on daily work behaviors. The work presented here 
makes three specific novel contributions to the literature. First, the daily diary method was employed to explore the 
relationship between daily JI and next-day ingratiation. Relevant research has seldom delved into the daily manifestation 
of JI and ingratiation.3 A daily diary-based design is useful not only to capture the dynamic changes of JI and 
ingratiation, but also to indicate the direction of JI-ingratiation relationships. Second, we investigated the specific 
mechanism by which JI influences employee ingratiation, specifically examining the mediating role of emotional 
exhaustion. Drawing upon COR theory, we posit that the scarcity of resources resulting from JI plays a pivotal role in 
driving employees to engage in ingratiating behaviors. Therefore, we selected emotional exhaustion as a variable 
representing employees’ state of resource scarcity and measured it separately from the independent and dependent 
variables to ascertain its mediating effect within this process. Third, despite the extensive research on power distance and 
workplace behavior, there has been a relative neglect in investigating how power distance influences employees’ coping 
strategies following their perception of JI. This study incorporates power distance as a between-individual variable to 
potentially moderate the relationship between JI and ingratiation. By doing so, this research contributes to the existing 
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body of knowledge on power distance within the workplace and explores its potential role as an effective boundary 
condition for determining resource crafting behaviors.

Theoretical Background and Hypotheses
Daily JI and Next-Day Ingratiation
We explore the consequences of daily JI because it possesses dynamism, which can be discussed from two perspectives. 
Firstly, for this study, Shoss’ (2017) definition of JI as “a perceived threat to the continuity and stability of employment as 
it is currently experienced” (p. 4) was adopted.1 This definition underscores the subjective nature of JI, distinct from the 
actual risk of unemployment or objective depletion of job resources.13 Consequently, this suggests that JI will not remain 
stable in the long term.14

Secondly, empirical research indicates that JI can be influenced by immediate factors. For instance, the negative 
behaviors exhibited by leaders have been found to impact employees’ levels of JI,15 Additionally, studies have 
demonstrated a link between negative affect and employees’ perceptions of JI.16 Based on these empirical investigations, 
Schreurs et al observed that employees’ perception of JI exhibits weekly fluctuations.17 Furthermore, Garrido Vásquez 
et al demonstrated that daily workplace events can induce fluctuations in employees’ perception of JI.14 They also found 
that 23% of the observed variance in JI was attributable to individual differences, underscoring the significance of 
investigating JI within studies employing within-person designs.

COR theory focuses on the acquisition, management, and response to resources by individuals, encompassing 
conditions (such as employment) and energy (such as effort).7,18 Previous research has predominantly examined the 
emotional experiences following resource loss but has given limited attention to post-loss behaviors. According to COR 
theory, in situations where resources are depleted, acquiring new resources becomes increasingly vital. Individuals tend 
to invest their remaining resources in order to obtain fresh ones, facilitating a swift recovery from resource loss.19 These 
findings suggest that individuals engage in resource creation behaviors in response to unemployment threats while 
mitigating its impact. Shoss et al revealed that JI stimulates individuals’ motivation for work retention.3

The concept of ingratiation was advanced to describe an impression management strategy taken by employees to 
improve their image and status in the eyes of others.20 Specifically, employees can acquire crucial resources, such as 
enhanced leader-subordinate exchange relationships, elevated social status, and increased opportunities for career 
progression through the mere act of expressing complimentary remarks or benevolent words.21 Employees who engage 
in ingratiation behavior may be seeking to obtain significant benefits through these seemingly simple means. Thus, the 
primary purpose of ingratiation may have been to secure resource advantages rather than for impression management. 
Based on the aforementioned inference, we have grounds to posit that the perception of resource depletion induced by JI 
will prompt employees to engage in ingratiation behaviors as a means of replenishing their resources.

The study employed a daily diary method to investigate the relationship between JI and ingratiation behavior by 
matching each day’s JI with the subsequent day’s ingratiation behavior, thereby separating the measurement time of 
independent and dependent variables for each individual. This approach not only facilitates capturing daily ingratiation 
behaviors and mitigating recall bias,22 but also enhances the ability to elucidate the directionality of the relationship 
between JI and employee ingratiation. We thus hypothesized the following:

H1: Daily JI is positively related to next-day employee ingratiation.

The Mediating Role of Emotional Exhaustion
According to the COR theory, JI leads to the depletion of individual resources, thereby prompting individuals to engage 
in more ingratiation behaviors. Therefore, it is crucial to have an indicator that can effectively represent the state of 
resource depletion in individuals. Emotional exhaustion refers to a state of fatigue that occurs after excessive utilization 
of psychological and emotional resources and is a stress reaction caused by workplace stressors.23 Emotional exhaustion 
is a facet of job burnout, encompassing the state of depletion and fatigue in emotional and physiological resources, 
leading to a sense of personal depletion in emotional and related physiological reserves.24 Previous research has 
established the association between emotional exhaustion and JI. For instance, Zhang et al revealed that JI influences 
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employees’ experience of emotional exhaustion through their engagement in emotional labor.9 Drawing on social 
exchange theory, Piccoli and De Witte (2015) examined the link between JI and emotional exhaustion.25 Nauman et al 
discovered that JI impacts work-family conflict by means of its effect on emotional exhaustion.26 As a crucial element of 
job burnout, emotional exhaustion refers to the state in which individuals deplete their emotional resources. These 
resources encompass the positive emotions necessary for maintaining employees’ well-being, known as vitality-based 
emotional resources.27 The alteration in emotional resources, such as an escalation in anger and a decline in joy, 
contributes to the experience of emotional exhaustion. Simultaneously, JI originates from employees’ subjective percep
tion and inevitably leads to a depletion of their emotional resources. In line with the COR theory, it is posited that 
perceiving JI as a threat to personal resources can deplete employees’ energy reserves, resulting in the experience of 
negative emotions and emotional exhaustion.25 Consequently, it can be inferred that JI acts as a detrimental stressor 
leading to emotional exhaustion among employees.

Emotional exhaustion is perceived by employees as a depletion of available resources. According to the COR theory, 
when employees perceive scarcity in their resource pool, they will actively strive to acquire or generate additional 
resources in order to alleviate the state of resource loss and replenish their cognitive and energetic reserves.7 For instance, 
Breevaart & Tims (2019) observed that daily experiences of emotional exhaustion prompt employees to strategically 
develop social resources.19 The overwhelming body of research indicates that ingratiation confers benefits upon employ
ees. For example, Koopman et al demonstrated that employees who engage in ingratiation behaviors are able to cultivate 
high-quality leader-member exchange, consequently increasing the likelihood of fair treatment by their supervisors.28 

Kim et al founded that employees who exhibit more ingratiating behavior than their colleagues have better social 
exchange quality with their supervisors.29 Therefore, for employees, engaging in ingratiation represents a highly cost- 
effective strategy for resource creation. By seeking recognition from both superiors and colleagues and fostering positive 
social relationships through simple verbal expressions and actions, employees can effectively replenish their depleted 
social resources when experiencing emotional exhaustion.

In summary, this study concludes that perceiving JI leads to increased emotional exhaustion and resource scarcity 
among employees. To address these challenges, employees adopt various strategies to supplement existing resources and 
generate new ones, thereby promoting ingratiation. We thus hypothesized the following:

H2: Daily emotional exhaustion mediates the relationship of daily JI with next-day ingratiation.

The Moderating Role of Power Distance
After investigating the mediating role of emotional exhaustion, we further explore the boundary conditions of how JI 
influences ingratiation through emotional exhaustion. Power distance is an individual’s acceptance level of unequal 
power distribution in institutions and organizations,30 which serves as a moderating variable influencing leader- 
subordinate behavior.31 Individuals with high power distance readily accept the unequal distribution of power and 
perceive power disparities as inherent and anticipated, whereas individuals with low power distance exhibit a greater 
concern for the equitable allocation of power and are intolerant towards instances of unfair treatment.32 This indicates 
that despite individuals experiencing comparable levels of emotional exhaustion and encountering resource scarcity, their 
behaviors may diverge due to variances in power distance.

Specifically, individuals with a high power distance orientation acknowledge the distinction between themselves 
and their leaders, perceiving ingratiation as an anticipated norm. Consequently, following experiences of emotional 
exhaustion, they are more inclined to naturally adopt this approach for resource generation. Conversely, individuals 
with a low power distance orientation perceive equality between leaders and subordinates without any discernible 
disparities in power or status.12 The conflict between ingratiating behavior and their individual values will lead to the 
rejection of this resource-creating behavior, even in situations involving potential loss of resources. Considering 
a moderating effect of power distance together with the indirect effect from Hypothesis 2, we posit that indirect effects 
from daily JI to next-day ingratiation via emotional exhaustion will be especially strong for individuals with high 
levels of power distance.
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H3: Power distance moderates the relationship between daily JI and ingratiation such that this relationship is stronger for 
high-power distance individuals than for low-power distance individuals.

H4: Power distance moderates the indirect effect in Hypothesis 2 such that it is stronger for high- power distance 
individuals than for low-power distance individuals.

A theoretical model encompassing the presently hypothesized relationships is presented in Figure 1.

Method
Participants
All procedures performed in this study involving human participants were in accordance with the ethical standards of the 
Academic Board of East China Normal University (HR1-1060-2020) and with the 1964 Helsinki Declaration and its later 
amendments or comparable ethical standards. We collected data from a total of 160 participants recruited through word- 
of-mouth and research recruitment ads in China. These recruitment methods, which have been used successfully in prior 
diary-based research,33 enabled a diverse pool of potential participants to be contacted. Since our daily diary method 
requires collecting employee data at a fixed time to measure their daily work behavior, we need to exclude night shift 
workers. Additionally, considering the adaptation period for new employees, they will also be excluded. The inclusion 
criteria were being 18 years or older, working full-time during normal business hours (ie, not working night shifts), and 
having a work history of at least 3 months in one’s current jobs. We invited potential participants to read a consent letter 
that provides complete information about the study, after which they could decide to participate or not. The informed 
consent form was signed by each participant prior to the commencement of the study.

Twenty-six participants did not have at least three observation days and were therefore excluded. Thus, the final study 
sample consisted of 134 participants, of which 55 (41.0%) were female. The cohort had a mean age (±standard deviation, 
SD) of 37.13 (±9.85) years and a mean organizational tenure of 15.09 (±11.23) years. Participants each received 35 yuan 
in compensation.

Procedure
Data were collected in two phases. In the first phase, participants completed a baseline survey that included questions 
about demographics and power distance. Commencing a week later, in the second phase, participants completed twice- 
daily surveys for 10 working days (ie, Monday-Friday for two weeks). We adopted an interval-contingent design such 
that there was a specific time window during which participants were expected to complete their daily surveys.34 The 
research team sent out an Email at 7:00 a.m. with a link to the morning survey, which consisted of questions about 
participants’ emotional exhaustion the night before, and asked participants to complete the survey within the next three 
hours. Those who had not completed the survey received a 9:00 a.m. reminder. The morning survey was closed at 10:00 
a.m. At 5:00 p.m., participants received their evening survey email, which asked them to complete that survey after work. 
The evening survey consisted of questions about JI, ingratiation, and workload during the workday. Around 8:00 p.m., 
a reminder was sent to those who had not completed the evening survey yet. The evening survey was closed at 11:00 p.m. 

Figure 1 Theoretical model.
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All surveys were administered in Chinese. We followed Brislin’s (1980) translation-back translation procedure to ensure 
the accuracy of translation.35

Our study hypotheses involve the independent variables of JI on day t, and the dependent variables of nighttime emotional 
exhaustion and ingratiation, surveyed on Day t + 1. Emotional exhaustion and ingratiation were also assessed on Day t to serve 
as control variables. Therefore, a complete daily observation required that the participant took both the morning and evening 
surveys on Day t and Day t + 1. We received 1037 of 1280 possible daily observations (160 people × 8 days), resulting in an 
overall participation rate of 81.02%.

Measures
All measurements are presented in Chinese, and participants answered all survey items on a 5-point Likert scale from 1 
(strongly disagree) to 5 (strongly agree).

Job insecurity (Day t evening survey)
Similar to Garrido Vásquez et al (2019),14 we assessed daily JI with a single-item query “Today I have been worrying 
about the future of my job”.

Emotional exhaustion (Day t + 1 morning survey)
Emotional exhaustion was assessed in the Day t + 1 morning survey with a three-item scale produced by Watkins et al36 

An example item is “Last night, I feel emotionally drained from my work”. The mean Cronbach’s alpha value for this 
scale was 0.93 (±.01) (range = 0.91–0.95).

Ingratiation (Day t + 1 evening survey)
Ingratiation was assessed with a four-item scale developed by Ingold et al.37 We adjusted the time frame so that the items 
referred specifically to the particular day. An example item is “Today, I have praised the idea of my supervisor/ 
colleague”. The mean Cronbach’s alpha value for this scale was 0.92 (±.02) (range = 0.90–0.95).

Power distance (baseline survey)
Power distance is an individual’s acceptance level of unequal power distribution in institutions and organizations. 
Individuals with a high power distance believe that their superiors are superior to them and do not need to take the 
opinions of subordinates into account when making decisions.We assessed power distance in a baseline survey with a six- 
item measure developed by Dorfman and Howell (1988).38 An example item is “Managers should make most decisions 
without consulting subordinates”. The Cronbach’s alpha value for this scale was 0.77.

Control variable
Given the established impact of workload on emotional exhaustion,39 and the influence of positive emotions on employees’ 
daily workplace behavior,40 we will incorporate workload and positive emotions as covariates in our model. We assessed daily 
workload (Day t evening survey) with a single-item query “Today, my workload is heavy”. At the same time, we measured 
positive affect (Day t + 1 morning survey) with the Positive and Negative Affect Schedule (PANAS).41 Participants rated their 
current experience of 10 emotions on a 5-point Likert scale from 1 (strongly disagree) to 5 (strongly agree). The mean 
Cronbach’s alpha value for this scale was 0.98 (±.01) (range = 0.96–0.98).

Analytic Strategy
Means, within-person SDs, and between-person SDs of the study variables were determined. Intraclass correlation 
coefficients (ICCs), and inter-class (Pearson) correlations among the variables were calculated. Multilevel confirmatory 
factor analysis was conducted to examine the factor structure of study variables. These preliminary analyses were 
conducted in SPSS (IBM, USA).

We subjected our nested data to multilevel modeling in Mplus 8.6. Days (level 1) were nested within individuals 
(level 2). Three models were tested. In Model 1, we examined the effect of daily JI on next-day ingratiation while 
controlling for positive affect and prior-day ingratiation at level 1. In Model 2, we examined our mediation hypotheses by 
estimating the effect of JI on emotional exhaustion, while controlling for workload and prior-day emotional exhaustion, 
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and analyzed the effect of exhaustion on next-day ingratiation while controlling for positive affect and prior-day 
ingratiation. In Model 3, we added level-2 power distance to the factors included in Model 2 and we specified the cross- 
level effect of power distance on the random slope between emotional exhaustion and ingratiation measurement results. 
To prevent the within-person level analyses from being confounded by between-person level relationships, within-person 
predictors were mean centered such that variable deviations were related to each individual’s own 2-week average. 
Between-person predictors were grand-mean centered. Model fitness was determined based on χ2, comparative fit index 
(CFI), and root mean square error of approximation (RMSEA) values. Simple slope test results are reported as γ variables 
and indirect effect analysis results are reported as conditional indirect effect values with 95% confidence intervals (CIs). 
In all cases, p < 0.05 was considered significant; otherwise, analysis results are indicated as not significant (n.s.).

Results
Preliminary Analysis
Descriptive statistics (means and SDs) and Pearson correlations among study variables are reported in Table 1. One-way 
analyses of variance showed that there were significant between-person variances in emotional exhaustion [(ICC1) = 0.62, 
F133, 903 = 13.85, p < 0.001] and ingratiation (ICC1 = 0.63, F133, 903 = 14.33, p < 0.001), thus supporting the use of 
multilevel modeling for incorporation of the nested nature of the data.42,43

For our multilevel confirmatory factor analysis conducted to examine factor structure, we first fit the data to a four-factor 
(JI, emotional exhaustion, positive affect, and power distance) model, in which each item was loaded on its respective latent 
variable. This four-factor model fitted well with our data [χ2 (340) = 943.85, p < 0.001, CFI = 0.90, RMSEA = 0.04]. 
Subsequently, an alternative three-factor model wherein items from emotional exhaustion and positive affect were loaded 
on one latent variable was tested. This model provided a worse fit than the four-factor model [χ2 (345) = 1859.83, p < 0.001, 
CFI = 0.76, RMSEA = 0.07]. These results support maintaining a distinction among the daily constructs.

Hypothesis Testing
Our multilevel modeling results are reported in Table 2 with unstandardized coefficients and standard errors. In Model 1, daily 
JI was found to affect next-day ingratiation (γ = 0.14, p < 0.01), thus supporting Hypothesis 1. In Model 2, daily JI affected 
emotional exhaustion (γ = 0.18, p < 0.001), emotional exhaustion affected next-day ingratiation (γ = 0.12, p < 0.05), and an 
indirect effect of daily JI on next-day ingratiation via emotional exhaustion was observed (indirect effect = 0.07, p < 0.05, 95% 
CI [0.01, 0.13]), thus supporting Hypothesis 2.

In Model 3, there was a significant interaction between emotional exhaustion and power distance (γ = 0.25, p < 0.001), 
indicating that power distance moderated the relationship between emotional exhaustion and ingratiation. The pattern 
(Figure 2) indicates that the positive relationship between emotional exhaustion and ingratiation was stronger in high-power 
distance participants than in low-power distance participants, thus supporting Hypothesis 3.

Table 1 Descriptive Statistics and Correlations Among Study Variables

Variable Mean Within-person 
SD

Between-person 
SD

1 2 3 4 5 6

Level 1
1 JI 2.23 1.04 0.84 – 0.63** −0.09** 0.42** −0.35**
2 EE 2.46 1.02 0.84 0.80** – −0.12** 0.44** −0.51**

3 Ingratiation 3.22 0.99 0.82 −0.26** −0.32** – −0.04 0.45**

4 Workload 2.77 1.24 0.97 0.54** 0.70** −0.05 – −0.27**
5 Positive affect 3.47 0.88 0.81 −0.45** −0.64** 0.59** −0.35** –

Level 2
6 Power distance 2.29 0.64 0.44** 0.40** 0.01 0.35** −0.11 –

Note: Correlations above (N = 1037) and below (N = 134) the diagonal are within-person level and between-person level correlations, respectively. Each 
person’s daily observations were aggregated for the calculations. JI, job insecurity. EE, emotional exhaustion. SD, standard deviation. ** p < 0.01.
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Simple slope tests showed that the effect of emotional exhaustion on ingratiation was significant when power distance was 
high (γ = 0.30, p < 0.001) but not when power distance was low (γ = −0.02, n.s.). Further, a conditional indirect effect of daily 
JI, via emotional exhaustion, on next-day ingratiation was significant for high-power distance participants (conditional indirect 
effect = 0.09, p < 0.05, 95% CI [0.02, 0.15]), but not for low-power distance participants (conditional indirect effect = −0.01, n. 
s., 95% CI [−.04, 0.03]). The difference between these indirect effects for the two power distance-tendency groups was 
significant (difference = 0.09, p < 0.05, 95% CI [0.01, 0.17]). Thus, Hypothesis 4 was supported.

Discussion
Theoretical and Practical Implications
Our two-week twice-daily survey suggests that JI as a subjective perception that can improve next-day ingratiation. As 
predicted, emotional exhaustion mediates this relationship. Our findings have important theoretical implications. Firstly, 

Table 2 Multilevel Modeling Results

Factor Model 1 Model 2 Model 3

Ingratiation EE Ingratiation EE Ingratiation

Level 1
Workload −0.03 (0.02) – −0.04 (0.02)* –
Positive affect 0.06 (0.06) 0.22 (0.05)*** 0.21 (0.05)***

EE control – 0.03 (0.03) – 0.04 (0.01)** –

Ingratiation control 0.01 (0.04) – 0.10 (0.04)* – 0.11 (0.04)**
JI 0.14 (0.04)** 0.18 (0.05)*** 0.05 (0.04) 0.29 (0.07)*** 0.06 (0.05)

EE – – 0.12 (0.05)* – 0.14 (0.05)**

Level 2
PD 0.04 (0.11)

PD × EE – – – 0.25 (0.07)***

Note: JI, job insecurity. EE, emotional exhaustion. PD, power distance. JI, workload and ingratiation control data are from Day t evening 
survey; EE control data are from Day t morning survey; EE and positive affect data are from Day t + 1 morning survey; ingratiation data are 
from Day t + 1 evening survey. Between-person level sample size = 134; within-person level sample size = 1037. *p < 0.05; **p < 0.01; 
***p < 0.001.

Figure 2 Moderating effect of power distance on the relationship between emotional exhaustion and ingratiation.
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according to the COR theory, we posit that the experience of resource depletion resulting from JI will augment 
employees’ inclination towards ingratiating behavior, thereby enhancing our comprehension of this phenomenon. In 
the present study’s hypothesis, ingratiating behavior is conceptualized not only as an impression management strategy 
but also as a proactive means for resource craft. The experience of JI leading to resource depletion can engender 
a profound sense of crisis among employees, compelling them to proactively generate additional resources.3 When 
individuals perceive uncertainty regarding their employment, they may employ various strategies aimed at safeguarding 
or replenishing their resources, such as seeking organizational or leadership support and expanding their interpersonal 
networks.44 Ingratiating behavior encompasses deliberate attitudes and actions displayed by employees in order to align 
with others’ perspectives or preferences, thereby seeking favor or advantages—a social influence tactic.29 Consequently, 
in an effort to secure their positions, employees are likely to exhibit heightened levels of ingratiating behaviors as 
a means of preserving their social capital.

Secondly, we have expanded the scope of outcome variables in our study on JI. Shoss et al has demonstrated that JI 
influences job preservation motivation and ingratiating behavior as a form of impression management, while providing 
an explanation based on COR theory.3 Building upon this foundation, we specifically selected ingratiating behavior as 
a representative resource-crafting behavior to investigate whether individuals engage in such behavior after experiencing 
JI in order to expand their own resources, thereby further exploring its underlying mechanisms. Currently, the majority of 
studies examining JI and workplace behavior are cross-sectional in nature, potentially implying that an individual’s 
behavior is the cause rather than the consequence of JI.3 To address this limitation, we conducted a daily diary study to 
investigate ingratiation dynamics at a micro level while maintaining ecological validity,45 thereby overcoming challenges 
associated with capturing and manipulating ingratiation in controlled settings. Meanwhile, our assessment of the indirect 
and direct variables at different time points enables us to infer their causal direction to some extent. In addition, there is 
limited understanding regarding the strategies employees may employ to secure their positions. Drawing upon the COR 
theory, our findings indicate that individuals who have encountered JI tend to proactively engage in resource-crafting 
behaviors, thus necessitating further investigation in future research.

Thirdly, our findings demonstrate that emotional exhaustion serves as a mediator in the relationship between JI and 
ingratiation. Studies have been conducted to explore the relationship between JI and emotional exhaustion, which have 
confirmed a positive association between JI and emotional exhaustion.25,46 Recently, in the context of the COVID-19 
pandemic, it has also been found that COVID-19-related JI is positively correlated with emotional exhaustion.47 Our 
research findings are consistent with these studies. Additionally, we used a daily diary method to verify that daily JI can 
impact daily emotional exhaustion. This indicates that the influence of JI on exhaustion is not only formed through long- 
term accumulation but can also have immediate effects within a short period of time.

Fourthly, our results also revealing the moderating influence of power distance. This not only enhances our under
standing of the specific mechanisms and boundary conditions through which JI impacts ingratiation but also provides 
partial validation for the impact of power distance on such behavior. Power distance is frequently employed as 
a moderating variable due to its reflection of individual values.48 Individuals with lower power distance exhibit 
heightened sensitivity towards organizational justice and promptly respond with corresponding behaviors upon perceiv
ing any degree of unfairness.49 Our study reveals that an individual’s subsequent actions following perceived resource 
inadequacy are contingent upon their level of power distance. For individuals with high power distance, ingratiating may 
be a strategy they frequently employ in their daily lives. Therefore, in situations of resource scarcity, they will actively 
use ingratiation to expand their social resources. However, for individuals with low power distance, ingratiation 
represents lowering their status to cater to others, which is unacceptable to them. This study combines the framework 
of COR theory with power distance to explore why employees choose different strategies when creating resources, 
providing new directions for future research.

Simultaneously, this study holds practical significance as it reveals that employees with JI experience are inclined to 
perceive resource loss and proactively seek opportunities to expand their resources, which also entails a certain level of 
organizational responsibility. Therefore, organizations should prioritize the support and assistance provided to resource- 
poor employees by monitoring their behaviors for signs of anxiety stemming from resource scarcity. By facilitating the 
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recovery and development of available resources, enterprises can enable employees to channel greater energy into their 
work, thereby contributing to overall enterprise growth.50

Limitations and Future Directions
Several limitations exist in our study. Firstly, the utilization of self-reported variables in our analyses may introduce 
common method variance issues,51 as individuals tend to respond to questions in a socially desirable manner.45,52 To 
address this concern, future research could consider incorporating multi-source data collection methods for obtaining 
more objective information.

Second, our daily diary-based design involved data collection of different variables at different timepoints. Although 
this approach had the benefit of enabling us to analyze a delayed effect of daily JI on next-day ingratiation via emotional 
exhaustion and the results obtained via this approach can be strongly indicative of causal directionality, causal conclu
sions cannot be made. Future studies may verify the presently suggested causal relationship between daily JI and 
ingratiation by employing experimental methods that manipulate employees’ perceptions of JI and by exploring the 
consequent effects on ingratiation.

Third, further verification is needed regarding the mediating role of emotional exhaustion. JI can be influenced by 
various life events, especially in light of the COVID-19 pandemic, which may render individuals more susceptible to 
experiencing emotional exhaustion. This necessitates considering additional control variables to determine whether the 
mediating effect of emotional exhaustion between JI and ingratiation remains stable Moreover, due to the volatility of 
emotional exhaustion, there may also exist other moderating variables that need further examination in future research on 
the impact of JI on emotional exhaustion.

Data Sharing Statement
The data that support the findings of this study are available from the corresponding author upon reasonable request.
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