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Abstract

This study investigates the relationship between perceived job insecurity and employee 
creativity, emphasizing the roles of social cyberloafing and talent management practic-
es as mediators and moderators in this relationship. Data were collected from 308 su-
pervisor-subordinate pairs across various sectors in Jakarta, Indonesia. This study uti-
lized Macro Process 4.0 for data analysis, hypotheses testing, and assessing moderation 
and mediation effects. The findings indicate that job insecurity is positively associated 
with social cyberloafing and negatively impacts employee creativity. Additionally, so-
cial cyberloafing positively influences creativity and mediates the relationship between 
job insecurity and employee creativity. Furthermore, talent management practices sig-
nificantly mitigate job insecurity’s negative effects on social cyberloafing and creativity 
and influence the relationship between social cyberloafing and creativity. This study 
enhances the understanding of the process model connecting job insecurity and em-
ployee creativity in the workplace, highlighting the crucial roles that social cyberloaf-
ing and talent management play as mediators and moderators in these relationships.
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INTRODUCTION 

The current dynamic changes – encompassing demographic shifts, eco-
nomic downturns, labor markets, technology, and politics – and the 
anticipated economic repercussions of the COVID-19 pandemic pres-
ent a substantial risk of millions of job losses globally. Understanding 
this evolving landscape and its implications for employment is essen-
tial (Adekiya, 2024). As organizations strive to stabilize and recover, 
workers need more clarity about their job security and future em-
ployment opportunities. This heightened sense of insecurity can re-
sult in considerable psychological stress, adversely affecting employee 
morale, productivity, and overall well-being. Therefore, it is crucial to 
comprehend the ramifications of job insecurity and develop effective 
strategies to mitigate its effects, fostering a resilient workforce and en-
hancing organizational health during these challenging times. 

As a developing country, Indonesia faces global economic challeng-
es similar to those encountered by other nations. The Indonesian 
Ministry of Manpower reports that over 101,536 workers were laid off 
between January and June 2024, highlighting the issue of job insecu-
rity that Indonesia must address this year. Projections suggest that this 
number may continue to rise by year-end and into the following year. 
Considering the possible effects of job insecurity on employee behav-
ior, organizations must explore its potential influence on employee at-
titudes and behaviors in the workplace. While numerous studies have 
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established a connection between job insecurity and counterproductive behaviors – such as heightened 
absenteeism and diminished motivation – there is also evidence suggesting that, in certain situations, 
job insecurity can prompt employees to boost their effort and creativity (Guo et al., 2023; Jiang et al., 
2022; Lawrence et al., 2021). Consequently, there is a need to explore these complex dynamics for or-
ganizations to develop effective interventions that alleviate anxiety while leveraging the motivating 
aspects of job insecurity to foster creativity, including developing talent management to enhance em-
ployee creativity and overall organizational performance.

1. LITERATURE REVIEW 

This study employs threat-rigidity theory (TRT) 
(Staw et al., 1981) to elucidate the impact of job in-
security on creativity, with further insights provid-
ed by transactional stress theory (TST) (Lazarus 
& Folkman, 1984). TRT suggests that when faced 
with threats like job insecurity, individuals and 
organizations tend to limit their information pro-
cessing and behaviors, resulting in rigidity instead 
of flexibility and innovation. This threat-rigidity 
response prompts employees to prioritize imme-
diate survival over long-term creative thinking, 
ultimately reducing creative outputs (Probst et 
al., 2007). The theory indicates that individuals 
react to perceived threats by narrowing their fo-
cus, which fosters a more rigid mindset and be-
havior (Van Hootegem et al., 2019). Consequently, 
job insecurity, viewed as a perceived threat, can 
diminish cognitive flexibility and creativity due 
to heightened cognitive failures and negative emo-
tions (Probst et al., 2020; Van Hootegem et al., 
2019). Additionally, the theory accounts for the 
indirect relationships between job insecurity and 
creativity, mediated by factors such as attentive-
ness and irritation (Teng et al., 2018).

Second, the TST suggests that individuals respond 
to stressors like job insecurity through cognitive 
appraisal and various coping strategies, including 
cyberloafing (Teng et al., 2018; Wang et al., 2021). 
Cyberloafing can mediate the relationship between 
job insecurity and creativity by acting as a coping 
mechanism that temporarily reduces stress, there-
by preserving the cognitive resources necessary for 
creative tasks (Jamaluddin et al., 2023). While cy-
berloafing may help employees manage stress in the 
short term, its long-term effects on creativity can be 
mixed. Additionally, within the same theoretical 
framework, job resources are essential for fostering 
creativity, with talent management being a key focus 
of this study. This theory posits that job insecurity 

induces stress, negatively impacting employee cre-
ativity through emotional processes. Talent man-
agement strategies can buffer the adverse effects of 
job insecurity and support employees. Furthermore, 
receiving support can enhance attentiveness, posi-
tively affecting creativity (Teng et al., 2018). From 
a TRT perspective, job insecurity can lead to cog-
nitive failures and decreased affective well-being, 
negatively influencing creativity. However, effec-
tive talent management can intervene by creating 
an environment that minimizes cognitive failures 
and enhances job-related affective well-being, ul-
timately fostering a supportive atmosphere for cre-
ativity (Probst et al., 2020). In summary, TRT and 
TST serve as theoretical frameworks to explain the 
connections between job insecurity, cyberloafing, 
creativity, and the influence of talent management 
in this context, as depicted in Figure 1.

Job insecurity is generally defined as an employee’s 
subjective feeling of threat regarding the possi-
bility of losing their job or experiencing signifi-
cant changes to key job attributes (Urbanaviciute 
et al., 2021). This concept has two main compo-
nents: quantitative job insecurity, which refers to 
the fear of involuntary job loss, and qualitative job 
insecurity, which involves anxiety about potential 
changes in job conditions or status (Shoss, 2017). 
Numerous studies have demonstrated that job in-
security can lead to various negative consequenc-
es for employees, affecting their health, well-being, 
attitudes toward their jobs and organizations, and 
their behavior in the workplace (De Witte, 2005; 
Richter et al., 2020). Furthermore, job insecurity 
is linked to adverse effects on both psychological 
and physical health, as well as lower job satisfac-
tion, increased negative emotions, and diminished 
mental health (Richter & Näswall, 2019).

Cyberloafing refers to the voluntary actions of 
employees who use internet technology for per-
sonal activities during work hours, such as brows-
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ing non-work-related websites, sending personal 
emails, playing online games, or engaging in so-
cial networking (Hendryadi & Mustika, 2023; 
Henle & Kedharnath, 2012; Lim, 2002). Many 
scholars classify cyberloafing as counterproduc-
tive work behavior and workplace production de-
viance, which can negatively impact employee pro-
ductivity (Andel et al., 2019; Henle & Kedharnath, 
2012). One significant factor influencing cyberloaf-
ing is job stress, which has been documented as 
a determinant of this behavior in the workplace. 
Recent studies indicate that employees may re-
sort to cyberloafing as a coping strategy for man-
aging workplace stressors, including exposure 
to workplace aggression (Andel et al., 2019) and 
other role-related stressors such as role conflict, 
role ambiguity, and role overload (Varghese & 
Barber, 2017). Additionally, research in the edu-
cational sector has consistently shown a positive 
correlation between academic and job-related 
stress and cyberloafing behaviors. Stress can lead 
to emotional exhaustion, which subsequently in-
creases the likelihood of cyberloafing as a coping 
mechanism (Chen et al., 2021; Jamaluddin et al., 
2023). Conversely, experiencing job insecurity can 
heighten stress and anxiety levels, leading employ-
ees to adopt rigid behaviors, such as cyberloafing, 
as a coping mechanism (Bhattacharjee & Sarkar, 
2024; Van Hootegem et al., 2019). This behavior is 
a strategy to mitigate the negative emotions linked 
to the fear of potential job loss (Andel et al., 2019; 
Reizer et al., 2022). Therefore, this study posits 
that job insecurity is a significant predictor of em-
ployee cyberloafing behavior in the workplace.

Creativity is often defined as the ability to gen-
erate new and original ideas, solutions, or ap-
proaches to problems and produce new and 
useful things or objects appropriate for a given 
situation or purpose (Boden, 2008; Hoda, 2023). 
In the workplace, creative performance refers 
to individuals or teams generating new ideas, 
methods, approaches, inventions, or applica-
tions (James et al., 2004; Kratzer et al., 2005; 
Probst et al., 2020). It encompasses the effective-
ness and efficiency of producing novel and valu-
able outcomes within an organizational context 
(Szostak, 2024). Previous studies have confirmed 
that job insecurity has a complex relationship 
with employee motivation and performance, ex-
hibiting positive and negative effects depending 

on job insecurity (Jiang et al., 2022; Probst et al., 
2020). At low to moderate levels, job insecurity 
can enhance employee motivation and creativ-
ity (Qu et al., 2023; Teng et al., 2018). However, 
at high levels, quantitative job insecurity (the 
fear of job loss) tends to reduce radical creativ-
ity, while qualitative job insecurity (the fear of 
changes in job quality) diminishes incremental 
creativity (Qu et al., 2023). 

Job insecurity can lead to irritation and cog-
nitive failures, which hinder creative perfor-
mance. The stress and distraction from job inse-
curity reduce the mental resources available for 
creative thinking (Probst et al., 2020; Teng et al., 
2018). Moreover, job insecurity negatively im-
pacts proactive behavior, which is essential for 
fostering creativity. Hence, while low to mod-
erate job insecurity may stimulate creativity by 
motivating employees, high job insecurity can 
significantly impair creative performance by in-
ducing stress and reducing cognitive resources. 
In other words, high perceived job insecurity re-
flects employees’ uncertainty about their future 
in the company, which tends to lower their mo-
tivation to engage in creative efforts. Consistent 
with this reasoning, research has confirmed a 
negative relationship between job insecurity 
and creativity (Jiang, 2018; Probst et al., 2007).

The relationship between cyberloafing and em-
ployee work behavior has been extensively re-
searched, leading to various findings. A com-
mon conclusion is that cyberloafing is often 
viewed as counterproductive work behavior. 
According to Koay et al. (2019), the mixed re-
sults can be attributed to several factors. First, 
excessive engagement in non-work-related on-
line activities can reduce employee productivity 
by distracting them from their responsibilities. 
Second, cyberloafing poses risks to network se-
curity; employees may inadvertently visit unsafe 
websites or click on suspicious links, potentially 
introducing viruses or spyware into the organi-
zation’s network. Third, cyberloafing can hin-
der workplace engagement and collaboration, 
as employees might spend their time playing 
online games, browsing social media platforms 
like Facebook, or watching YouTube videos in-
stead of using their free time to build meaning-
ful relationships with colleagues. Conversely, 
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more recent studies have generally highlighted 
the positive effects of cyberloafing on employee 
behavior, including increased creativity and in-
novation (Coskun & Akar, 2020; Derin & Gökçe, 
2016; Koay, 2018; Tsai, 2023).

In this study, talent management involves identify-
ing and developing employees’ skills and competen-
cies through training and development programs. 
Talent management is understood as the imple-
mentation of specific procedures and practices such 
as recruitment, selection, career development, and 
employee retention. These practices are designed 
to attract, develop, and retain talented individu-
als within the organization (Kravariti & Johnston, 
2020; Sugiono et al., 2023). In the context of COR 
theory, job insecurity represents a threat to the re-
sources of employment, and it also implies the po-
tential loss of other valuable resources, including 
financial and social resources (Selenko et al., 2013; 
Teng et al., 2018; De Witte, 1999). Therefore, talent 
management, which focuses on enhancing employ-
ees’ skills and abilities (Hassanein & Özgit, 2022), 
can be a practical approach to providing employ-
ees with the necessary capabilities and emotional 
resources. This practice can enhance job security by 
increasing employees’ confidence in their abilities 
and value to the organization. 

The present study examines the relationship be-
tween perceived job insecurity and employee 
creativity, focusing on the mediating and mod-

erating effects of social cyberloafing and talent 
management practices. Specifically, the study 
investigates 

1) the direct relationship between job insecurity 
and social cyberloafing, as well as creativity;

2) the relationship between social cyberloafing 
and creativity; 

3) the intermediary role of social cyberloafing in 
the relationship between job insecurity and 
creativity; and 

4) the introduction of talent management as 
a contextual factor that may act as a bound-
ary condition in the interplay between job 
insecurity, social cyberloafing, and employee 
creativity. 

The conceptual model illustrating these relation-
ships is presented in Figure 1, and the research hy-
potheses are as follows:

H1: Job insecurity is positively related to social 
cyberloafing.

H2: Job insecurity is negatively related to 
creativity.

H3: Social cyberloafing is positively related to 
creativity.

Note: H1-H3 (direct effect), H4 (indirect effect), H5a-c (moderation).

Figure 1. Hypothesized moderation and mediation model 

Job Insecurity

Social 

Cyberloafing

Creativity

Talent 

Management

H1

H2

H4

H3

H5b

H5a H5c
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H4: Social cyberloafing mediates the relationship 
between job insecurity and creativity.

H5: Talent management moderates the relation-
ship between (a) job insecurity and social cy-
berloafing, (b) job insecurity and employee 
creativity, and (c) social cyberloafing and 
employee creativity.

2. METHODOLOGY

The data were collected from two universities in 
Jakarta that held management programs (under-
graduate and master). This study’s target respon-
dents are students already working full-time in 
various sectors, including finance and banking, 
government, education, and other industries. At 
the time of data collection, the research team 
collaborated with the university and six lectur-
ers as collaborators. First, collaborators asked 
for respondents’ willingness to voluntarily be 
involved in the research process, including seek-
ing approval from their supervisor. Secondly, the 
respondents were informed that the survey was 
intended for academic studies and improvement 
management through an official letter to each 
participant. 

After obtaining approvals from each participat-
ing institution, 362 subordinates and 28 super-
visors were randomly selected for the survey. To 
ensure confidentiality and independence, separate 
questionnaires were provided to subordinates and 
supervisors. The subordinate questionnaire was 
distributed in a paper-pencil format during class-
room sessions, while supervisors received their 
questionnaires via email. Each questionnaire was 
assigned unique codes and links to ensure accu-
rate matching between the responses of subordi-
nates and their respective supervisors. From the 
subordinate questionnaire, the present study col-
lected information about demographic data and 
self-assessments of job insecurity, social cyberloaf-
ing, and talent management. Conversely, the su-
pervisor questionnaire focused on evaluating the 
creativity of their respective subordinates. Using 
this dual questionnaire approach, the present 
study aimed to gather comprehensive data while 
maintaining the integrity and confidentiality of 
the responses.

Out of the total number of questionnaires distrib-
uted, the present study received a response rate of 
86.7 percent from the subordinates, with 314 com-
pleted questionnaires. From the supervisors, a re-
sponse rate of 96.1 percent was achieved, resulting 
in a total of 348 completed questionnaires. After 
thoroughly checking for completeness and data 
quality, the final sample for analysis comprised 
308 supervisor-subordinate dyads. Among the 
308 subordinates, 53.9 percent identified as male, 
while the remaining 46.1 percent identified as fe-
male. Regarding employment status, 69.2 percent 
of the subordinates reported being contract em-
ployees. The remaining 30.8 percent had perma-
nent positions or other employment arrangements. 
These demographics provide a snapshot of the 
sample characteristics included in the study. The 
average age of the respondents was 29 years (SD 
= 6.89), more than half (59.4 percent) were under-
graduate students, and the majority were married 
(66.2 percent). Based on the employment sector, 
34.7 percent of respondents worked in the finance 
and banking sector, 26.9 percent in the education 
sector, and 14.6 percent in the manufacturing sec-
tor. The other two sectors included government 
(11.7 percent) and service/hospitality (12 percent) 
of the total sample.

Job insecurity was evaluated using a five-item 
scale originally developed by Kraimer et al. (2005). 
This study follows Ma et al. (2019) using reverse-
coded five items to reflect job insecurity rather 
than security. An example item from this scale is 

“I am secure in my job.” Social cyberloafing was 
adapted from Andreassen et al. (2014) and subse-
quently retested by Hendryadi and Mustika (2023) 
with seven items. Example items include: “When 
I need to take a break from work, I use social me-
dia (e.g., WhatsApp, Instagram) during working 
hours,” and “I would use social media to follow 
the current situation and update my family mem-
bers or friends during working hours.” 

Talent management is measured using long-term 
strategy of talent management consisting of eight 
items developed by Singh and Sharma (2015). 
Example items are “providing extensive training 
and valuing employees” and “providing a clear 
career paths and opportunities to progress.” The 
internal consistency Cronbach α is .89. Finally, 
following Zhang et al. (2019), creativity measures 
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used five items (Farmer et al., 2003). Sample item 
is “This employee seeks new ideas and ways to 
solve problems.” 

The present study includes demographics (em-
ployment status, age, gender) as control variables. 
In the literature on job insecurity, employment 
status influences employee attitudes toward work 
(Kim et al., 2020; Ma et al., 2019). 

3. RESULTS 

The first stage of analysis is to assess the valid-
ity and reliability of the scale used using confir-
matory factor analysis (CFA). As shown in Table 
1, all items met the eligibility criteria because 
they exceeded 0.50 (Hair et al., 2019). Moreover, 
the analysis results also show that all constructs 
have met the internal consistency reliability using 
Cronbach’s α coefficient above the cut-off value of 
0.70 (Nunnally & Bernstein, 1994).

Table 1. Measurement evaluation 

Construct and indicator Factor loading Mean SE

Job Insecurity (CA = .86)

JINC1 .72 3.29 .81

JINC2 .75 2.94 .94

JINC3 .72 3.02 1.88

JINC4 .77 2.78 .95

JINC5 .78 3.52 1.25

Social cyberloafing (CA = .82)
SC1 .85 3.08 .76

SC2 .79 3.26 .79

SC3 .85 2.78 .74

SC4 .53 3.08 1.05

SC5 .61 3.48 .84

SC6 .56 3.42 .93

Creativity (CA = 0.91)
CREA1 .88 2.91 .79

CREA2 .87 3.78 .86

CREA3 .73 3.40 .83

CREA4 .80 3.68 .81

CREA5 .78 2.84 .83

Talent Management (CA = .89)
TLM1 .75 2.82 .91

TLM2 .71 3.12 1.02

TLM3 .78 3.52 1.01

TLM4 .81 3.13 .95

TLM5 .81 2.78 .95

TLM6 .71 2.72 .99

TLM7 .73 2.81 .97

TLM8 .74 3.32 .94

Note: CA = Cronbach’s α.

The means, standard deviations, and correlations 
among the variables are presented in Table 2. In 
general, all variables are at a moderate level: job 
insecurity (M = 3.11, SE = .94), social cyberloafing  
(M = 3.18, SE = .92), creativity (M = 3.32, SE = .89), and 
talent management (M = 3.03, SE = .91). As shown in 
Table 3, employees’ job insecurity was positively re-
lated to social cyberloafing (r = .28, p < .01) and talent 
management (r = .11, p-value < .05) and negatively 
related to creativity (r = –.19, p < .01). Social cyber-
loafing was negatively related to creativity (r = –.19,  
p < .01) but not related to talent management (r = .08, 
ns). Additionally, creativity was positively related to 
talent management (r = .12, p < .05).

Table 2. Descriptive statistics and matrix 
correlation

No. Variable Mean
Std. 

Deviation 1 2 3 4

1 Job Insecurity 3.11 .94 1 – – –

2
Social 

cyberloafing 3.18 .92 .28** 1 – –

3 Creativity 3.32 .89 –.19** .08 1 –

4
Talent 

management 3.03 .91 .11* .08 .12* 1

Note: * p-value < .05, ** p-value < .01.

Hypothesis 1 suggests a positive correlation be-
tween job insecurity and social cyberloafing. 
This hypothesis is supported by findings show-
ing a significant positive relationship (b = .291,  
p < .01), even after accounting for demographic 
factors such as employment status, age, and gen-
der. Hypothesis 2 proposes a negative relationship 
between job insecurity and creativity. The results 
confirm this hypothesis, showing a negative cor-
relation (b = –.22, p < .01) after controlling for de-
mographic variables. Hypothesis 3 posits a posi-
tive link between social cyberloafing and creativ-
ity. The findings also support this hypothesis (b = 
.16, p < .01). 

Concerning the mediation hypothesis, social cy-
berloafing was suggested to mediate the connec-
tion between perceived job insecurity and creativ-
ity. The results displayed in Table 4 indicate a sig-
nificant positive indirect effect of job insecurity on 
creativity through social cyberloafing (effect = .053; 
95% bootstrap CI = .01, .10). These findings support 
Hypothesis 4, suggesting that social cyberloafing 
acts as a mediating factor in the relationship be-
tween job insecurity and employee creativity.
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Table 3. Results of moderation mediation 
analysis 

Variable coeff SE t p LLCI ULCI

Model 1

Control

Employment status .24 .11 2.20 .03 .03 .46

Age .00 .01 .26 .80 –.01 .02

Gender .30 .10 3.98 .00 .10 .50

Job insecurity .29 .05 5.49 .00 .19 .40

Mod 1 –.12 .06 –2.13 .03 –.23 –.01

Model 2
Control

Employment status –.04 .11 –.34 .73 –.25 .18

Age .00 .01 –.48 .63 –.02 .01

Gender –.15 .10 –1.45 .15 –.34 .05

Job insecurity –.22 .06 –4.03 .00 –.33 –.11

Social cyberloafing .16 .06 2.92 .00 –.05 .27

Mod 2 .13 .06 2.22 .03 .01 .24

Mod 3 .21 .06 3.65 .00 .09 .32

Note: Model 1 = social cyberloafing is dependent; Model 2 = 
creativity is dependent.

The subsequent hypothesis proposes that perceived 
talent management moderates the relationship be-
tween job insecurity, social cyberloafing, and cre-
ativity. As shown in Table 4, the interaction effect 
between job insecurity and talent management 
(Mod 1) was significant (b = –0.12, p < 0.01). The 
results, depicted in Table 4, reveal that when per-
ceived talent management is high, the impact of 
job insecurity on social cyberloafing is notably re-
duced (simple slope = 0.19, p < 0.05) compared to 
when talent management is perceived as low (sim-
ple slope = 0.40, p < 0.01). These results support 
Hypothesis 5a, indicating that perceived talent 
management moderates the relationship between 
job insecurity and social cyberloafing.

The results indicated that talent management plays 
a moderating role in the relationship between job 
insecurity and creativity. As illustrated in Table 3, 
the interaction effect between talent management 
and job insecurity (Model 2) was significant (b = 
0.13, p < 0.01). Table 4 further demonstrates that 
when employees perceive talent management to 
be high, the negative impact of job insecurity on 
creativity is not significant (simple slope = –0.11, 
p > 0.05). In contrast, when employees view tal-
ent management as weak within the organization, 
the negative effect of job insecurity on creativity 
becomes more pronounced (simple slope = –0.34, 
p < 0.01). These findings support Hypothesis 5b, 
indicating that talent management moderates the 
relationship between job insecurity and creativity.

Finally, the findings indicate that talent manage-
ment moderates the relationship between cyber-
loafing and creativity. As shown in Table 3, the in-
teraction effect (Mod 3) is significant (b = 0.21, p < 
0.01). Moreover, Table 4 illustrates that the effect of 
social cyberloafing on creativity is significant only 
when talent management is perceived to be high 
(simple slope = 0.35, p < 0.01). In contrast, when 
talent management is perceived as low, the effect is 
insignificant (simple slope = –0.02, p > 0.01).

4. DISCUSSION

First, the study results indicate that job insecuri-
ty positively predicts employees’ social cyberloaf-
ing. These findings suggest that social cyberloaf-
ing serves as a coping mechanism in response 
to various stressors, a notion supported by pre-

Table 4. Mediation analysis and conditional effects 

Simple slope model Effect SE t p LLCI ULCI

Indirect effect .05 .02 – – .01 .10

Moderation 1
–1SD Talent management .40 .07 5.63 .00 .26 .54

+1SD Talent management .19 .05 2.44 .02 .04 .34

Moderation 2
–1SD Talent management –.34 .08 –4.45 .00 –.48 –.19

+1SD Talent management –.11 .07 –1.45 .15 –.26 .04

Moderation 3
–1SD Talent management –.02 .08 –.29 .77 –.17 .13

+1SD Talent management .35 .07 4.70 .00 .20 .50

Note: Moderation 1 = moderating effect of talent management on job insecurity/social cyberloafing relationship, Moderation 
2 = moderating effect of talent management on job insecurity/creativity relationship, Moderation 3 = moderating effect of 
talent management on social cyberloafing/creativity relationship.
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vious research (Andel et al., 2019; Bhattacharjee 
& Sarkar, 2024; Chen et al., 2021; Jamaluddin et 
al., 2023; Reizer et al., 2022; Van Hootegem et al., 
2019). Specifically, employees who perceive high 
job insecurity are more likely to engage in non-
work-related activities, such as social media dur-
ing work hours, to alleviate stress. Job insecurity 
can trigger social cyberloafing because employees 
who feel insecure about their jobs look for ways to 
reduce stress or distract themselves from uncer-
tainties related to their employment, leading them 
to spend time on social media or other online plat-
forms. Furthermore, this study provides the first 
evidence of the relationship between job insecu-
rity and social cyberloafing, contributing new in-
sights to the existing literature on this topic.

Second, the findings also indicate that job insecu-
rity is negatively associated with creativity, corrob-
orating previous studies that highlight the harm-
ful effects of job insecurity on creative behavior 
(Jiang et al., 2022; Probst et al., 2020; Qu et al., 
2023; Teng et al., 2018). In line with transactional 
stress theory, job insecurity creates fear and un-
ease among employees, distracting their attention 
and cognitive resources from engaging in creative 
activities. This study contributes new evidence to 
the limited literature exploring the link between 
job insecurity and creativity (Jiang, 2018; Probst et 
al., 2007). In particular, it reinforces prior research 
that found a negative relationship between job in-
security and creativity among employee groups 
in China (Jiang, 2018) and students in the United 
States (Probst et al., 2007).

Third, the study finds that social cyberloafing pos-
itively influences employees’ creative behavior, in-
dicating that those who engage in this activity are 
more creative at work. This aligns with previous 
research on the positive effects of cyberloafing on 

creativity and innovation (Coskun & Akar, 2020; 
Derin & Gökçe, 2016; Koay & Soh, 2018; Tsai, 
2023). The findings also explore the implications 
of social cyberloafing and reveal that it partially 
mediates the relationship between job insecurity 
and creativity. This study introduces social cyber-
loafing as a new mediating factor in understand-
ing the connection between job insecurity and 
creativity, complementing existing research on 
various mediators.

Finally, the study underscores the vital role of tal-
ent management in the interplay between job in-
security, social cyberloafing, and creativity. It re-
veals that talent management significantly influ-
ences three critical pathways: 

1) the connection between job insecurity and so-
cial cyberloafing;

2) the link between job insecurity and creativity; 
and 

3) the relationship between social cyberloafing 
and creativity. 

Specifically, effective talent management hurts 
the relationship between job insecurity and social 
cyberloafing, suggesting that a higher perception 
of talent management can alleviate the impact of 
job insecurity on social cyberloafing. The analysis 
shows that individuals who perceive low levels of 
talent management are more adversely affected by 
job insecurity when engaging in social cyberloaf-
ing than those who perceive high levels of talent 
management. As a result, employees who believe 
their organization actively practices talent man-
agement are better equipped to navigate workplace 
changes and challenges, perceiving insecure situa-
tions as commonplace rather than threatening.

CONCLUSION

This study examines the relationship between perceived job insecurity and employee creativity, empha-
sizing the mediating role of social cyberloafing and the moderating influence of talent management 
practices. The findings support all proposed hypotheses. First, there is a significant positive correlation 
between job insecurity and social cyberloafing; second, job insecurity negatively affects creativity; third, 
social cyberloafing is positively linked to creativity and acts as a mediator in the relationship between 
job insecurity and creativity. Finally, the study establishes that talent management practices moderate 
the link between job insecurity, social cyberloafing, and creativity. This study offers new theoretical 
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insights into the relationship between job insecurity and social cyberloafing, emphasizing how talent 
management can alleviate the negative effects of job insecurity on employees’ behaviors and attitudes 
in the workplace.

The study’s findings emphasize important management implications in the post-pandemic industry 
characterized by job insecurity. First, managers should prioritize transparent communication about the 
company’s status and future, which helps manage employee expectations and reduce anxiety, fostering 
trust and morale. Second, organizations must invest in talent management practices that enhance em-
ployees’ perceptions of job security through skill development opportunities, particularly in technical 
areas. Additionally, a constructive approach to social cyberloafing is necessary; rather than banning 
social media use, clear guidelines should be established to balance productivity and employee flexibility. 
Finally, effective talent management is essential for mitigating the negative impacts of job insecurity on 
social cyberloafing and creativity. By developing relevant skills and competencies, organizations can 
better prepare their workforce for competitive job markets, supporting employee development and en-
hancing overall organizational resilience.

Despite the valuable contributions made by this study, there are also certain limitations to consider. The 
initial limitation is associated with the cross-sectional research design, which restricts the ability to es-
tablish causal claims between the variables. Thus, future studies should employ longitudinal and experi-
mental approaches incorporating a combination of methods to provide evidence of the causal effects. 
Second, this study was carried out in a post-pandemic transition situation, which caused the economic 
and business situation not to recover fully. Undeniably, job insecurity occurs almost all over the country, 
so this issue needs further attention in future studies.
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