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	Like previous studies, this study is based on the theory of social exchange that allows us to understand whether insecurity in the workplace is negative. In the theory of social exchange (Blau, 1964; Gouldner, 1960), reciprocity stimulates a sense of duty towards others, mainly because these have shown past conduct that has proven beneficial. Likewise, if an organization is fair to its employees, they will react positively in individual performances (Coyle-Shapiro, 2002; Turnley, Bolino, Lester, & Bloodgood, 2003). But when employees feel betrayed by the organization they can reduce their level of individual performance (De cuyper & De Witte, 2006; Robinson & Morrison, 1995). 
	Similarly, when employees feel that their organizations’ commitments and promises have not been fulfilled, their individual performance has been shown to be affected negatively. So when workers feel they are at risk (i.e. job insecurity), they see that the organization doesn't comply with its commitments and reciprocal with similar obligations towards the organization, which leads to lower performance (Ashford et al., 1989). For example, empirically, De Cuyper, De Witte (2006) and Armstrong-Stassen (1993) confirmed a lower (self-rated) job perception of job insecurity. 
	Correspondingly, this negative relationship between job insecurity and performance was supported in the meta-analytic research and assessment conducted by Cheng and Chan (2008) and Shoss (2017) respectively. Based on this theory, the perception of job insecurity will decrease employee performance.
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· [bookmark: _Toc531548517]Organizational Support
Dependent Variables
· Job commitment
· Job insecurity 
· Performance 
Mediator Model 
	
Moderator 
Perceived organizational support as a moderator of the relationship between job insecurity and job commitment and performance.  
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