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Introduction
Economic and political associations between Africa and China have been escalating since the start 
of the new millennium, resulting in the formation of the Forum on China-Africa Cooperation in 
October 2000 to encourage infrastructure connectivity, industrialisation and expedited trade 
(Carciotto & Chikohomero, 2022). Similarly, Gukurume and Matsika (2022) postulate that China-
Africa relations have been intensifying, increasing small-scale Chinese entrepreneurs investing in 
African nations. Nonetheless, the swift growth of Chinese-owned corporations in Africa has 
concerned practitioners, academics and activists (Carciotto & Chikohomero, 2022). 

Ideally, Carciotto and Chikohomero (2022) further indicate that environmental and labour 
conditions, a lack of transparency and Chinese corporates’ practices are some of the major 
concerns. For instance, existing research has indicated that Chinese-owned firms in several 
African countries, including Zimbabwe, are characterised by hazardous working conditions 
and  abusive labour practices (see, e.g. Carciotto & Chikohomero, 2022; Matsika, 2024; 

Orientation: Chinese-owned businesses in Zimbabwe are affected by high labour turnover. 
High labour turnover in these businesses reduces productivity, causes low employee morale, 
and augments recruitment and training costs.

Research purpose: The study assesses the association between precarious employment, job 
engagement and employees’ intention to quit in Chinese-owned businesses considering the 
Midlands Province in Zimbabwe as a case study. 

Motivation for the study: There is limited literature on the connection between 
precarious employment, job engagement and employees’ intention to quit in Chinese-
owned businesses.

Research approach/design and method: This assessment is quantitative. Employing the 
Employment Precariousness Scale, Utrecht Work Engagement Scale and employees’ 
intention to quit scale, the data implemented in this study were collected from 211 workers 
employed by Chinese-owned businesses. Structural equation modelling was adopted to 
examine the connection between precarious employment, job engagement and employees’ 
intention to quit and to test the structural model.

Main findings: The study results indicate that precarious employment is negatively 
connected to job engagement, job engagement is negatively connected to employees’ 
intention to quit and precarious employment positively influences employees’ intention 
to quit. 

Practical/managerial implications: Precarious employment, job engagement and 
employees’ intention to quit are linked. Interventions and strategies are required to 
address these issues.

Contribution/value-add: This assessment adds a voice to the existing discourse by 
illuminating the connection between precarious employment, job engagement and 
employees’ intention to quit.

Keywords: precarious employment; job engagement; employees’ intention to quit; 
Chinese-owned businesses; structural equation modelling; Zimbabwe.
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Ofosu  &  Sarpong, 2022). Interestingly, Gukurume and 
Matsika (2022) propound that there is limited research on 
daily workplace encounters, styles of management and 
labour dynamics in these corporations.

This study assesses the association between precarious 
employment, job engagement and employees’ intention to 
quit in Chinese-owned businesses considering the Midlands 
Province in Zimbabwe as a case study. Precarious employment 
refers to ‘atypical’ employment that is different from the 
‘Standard Employment Relationship’, which is characterised 
by full-time, steady and socially protected employment with a 
solitary employer (Bosch, 2004). Irvine and Rose (2024) 
postulate that precarious employment includes numerous 
insecure contractual classes, incorporating casual, temporary 
agency, fixed-term, gig or platform work, zero-hours, self-
employment and freelancing. Thus, precarious work describes 
non-standard or temporary employment that may be poorly 
paid, insecure, unprotected and above all unable to support a 
household. 

Job engagement encompasses a person’s emotional and 
cognitive connection with their job, personified by 
outstanding commitment, enthusiasm and absorption in job 
responsibilities (Zhou et al., 2022). Job engagement therefore 
refers to a positive motivational condition symbolised by 
putting cognitive, emotional and physical energy into an 
individual’s work functions. 

Chinese-operated companies in Zimbabwe have faced 
accusations of unfair labour practices, severe human rights 
violations and poor worker safety standards. The 
mistreatment of employees by Chinese companies’ owners 
has highlighted the exploitation of local workers and the 
unethical behaviour of these employers. Chinese investors 
are often accused of subjecting their employees to verbal and 
physical abuse and openly disregarding laws. In some circles, 
Chinese business ventures in Zimbabwe are referred to as 
‘the darkest side of capitalism’. This is also supported by the 
fact that precarious employment has increased in these 
businesses.

This study is organised as follows. The ‘Literature review 
and hypotheses development’ section reviews relevant 
literature and outlines the formulated hypotheses. The 
methodology used in the study is detailed in the ‘Method’ 
section. The ‘Results’ section presents the findings, while the 
‘Discussion’ section interprets and analyses these results. 
Finally, the study is concluded in the ‘Conclusions’ section.

Research objectives

•	 To examine the relationship between precarious 
employment and job engagement in Chinese-owned 
businesses in Zimbabwe.

•	 To determine whether there is a positive relationship 
between job engagement and employees’ intention to 
quit in Chinese-owned businesses in Zimbabwe.

•	 To assess the extent to which precarious employment 
leads to employees’ intention to quit in Chinese-owned 
businesses in Zimbabwe.

Literature review and hypotheses 
development
Theoretical framework
Schaufeli et al. (2002) model of job engagement
This model provides a comprehensive framework for 
understanding job engagement by incorporating three 
key components: vigour, dedication and absorption. 
Vigour refers to high levels of energy and mental 
resilience at work, dedication involves being intensely 
involved in one’s work and experiencing a sense of 
significance, and absorption reflects being concentrated 
and engrossed in one’s tasks (Bakker & Demerouti, 2007). 
The model offers practical implications for enhancing 
organisational job engagement (Schaufeli & Bakker, 
2004). It can be applied across different cultural contexts, 
making it suitable for studying job engagement in 
Chinese-owned businesses. The Schaufeli et  al. (2002) 
model has been widely validated through empirical 
research in diverse settings, demonstrating its reliability 
and validity as a theoretical framework for studying 
job   engagement (Kwon et  al., 2024). Existing literature 
propounded that the model emphasises the importance 
of psychological well-being in the workplace, highlighting 
how factors such as demands, job resources and personal 
resources influence employees’ engagement and intention 
to quit. Schaufeli and Bakker (2004) opine that the model 
considers individual and organisational factors contributing 
to job engagement, including job characteristics, personal 
characteristics and organisational support. Therefore, the 
model can help researchers uncover the relationship 
between precarious employment, job engagement and 
employees’ intention to quit.

Conceptual framework
Figure 1 presents a conceptual framework adopted in this 
study.

H, hypothesis.

FIGURE 1: Conceptual framework.
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Hypotheses development
Precarious employment and job engagement
Existing literature has indicated that precarious employment 
and job engagement are negatively correlated (Irvine & Rose, 
2024; Jindain & Gilitwala, 2024; Trappmann et al., 2024). This 
is unsurprising because precarious employment hurts 
workers’ well-being, financial stability and job satisfaction. 
Moreover, insecure employment conditions, such as high job 
demands, low job control and limited job resources, can 
hinder employees’ ability to engage fully in their work. Atta 
et  al. (2024) propound that job engagement indicates a 
worker’s willingness to put effort habitually, leading to more 
outstanding organisational commitment, productivity, and 
job satisfaction. Employees engaged within the organisation 
are more proactive, encourage innovation and make efforts to 
improve the organisation’s results (Kerti et al., 2024). Extant 
literature also indicated that job engagement could lead to 
more excellent employees’ job performance and well-being 
and offer a competitive advantage to organisations. Based on 
the reviewed literature, the following hypothesis is designed:

H1: �Precarious employment is negatively associated with job 
engagement.

Job engagement and employees’ intention to quit
When employees are engaged in their work, the turnover 
rates and intentions to quit the organisation are reduced as 
employees will be motivated and satisfied with what they are 
doing. Bakker (2011) discovers that higher levels of job 
engagement are associated with lower intentions to quit 
across various industries, for example, healthcare, financial 
services and manufacturing. In the service and manufacturing 
industries, Khan et al. (2024) expose that higher levels of job 
engagement are associated with lower intentions to quit. 
Alarcon and Edwards (2011) indicate that higher levels of job 
engagement are associated with lower intentions to quit 
among healthcare professionals. Premised on the examined 
literature, the following hypothesis is developed: 

H2: �Job engagement is negatively related to employees’ intention 
to quit.

Precarious employment and employees’ intention to quit
Precarious employment and employees’ intention to quit are 
closely linked. Specifically, precarious employment is 
associated with higher job dissatisfaction, stress and turnover 
intentions among employees (Sora et  al., 2019). In other 
words, precarious employment and employees’ intention to 
quit are positively connected (Eduardo & Lacap, 2018; Irvine 
& Rose, 2024; Solomon & Du Plessis, 2024). Employees in 
precarious jobs often face uncertainty about their income, job 
security and future prospects; work-life balance challenges; 
lack of access to benefits such as healthcare or retirement 
plans; and limited opportunities for career advancement, 
which can lead to feelings of job insecurity and dissatisfaction 
(see, for instance, Kerti et al., 2024; Trappmann et al., 2024). 
These factors contribute to their intentions to quit their 
current jobs in search of more stable and secure employment 
opportunities. Precarious employment significantly impacts 

an individual’s psychological well-being and job attitude 
(Bodin et al., 2020; Irvine & Rose, 2024; Oh & Chhinzer, 2021). 
It is associated with lower levels of organisational 
commitment as employees in precarious positions are less 
likely to identify with the organisation’s goals and values 
resulting in reduced loyalty and engagement. Based on the 
analysed literature, the following hypothesis is generated:

H3: �Precarious employment is positively related to employees’ 
intention to quit.

Method
Positivism research philosophy
The positivist research paradigm is a philosophical and 
methodological approach to research that emphasises using 
empirical evidence and scientific methods and a belief in 
objective reality (Bhangu et  al., 2023; Verma et  al., 2024). 
Positivism is commonly associated with experiments and 
quantitative research (Verma et  al., 2024). Fundamentally, 
positivism relies on the hypothetico-deductive method to 
test predefined hypotheses, often quantitatively, establishing 
functional relationships between causal variables and 
outcomes (Marshall et  al., 2021). Positivism seeks to 
maintain objectivity in research by minimising the influence 
of personal biases and subjective interpretations (Munce 
et al., 2021). 

Quantitative research approach
Quantitative research is a systematic empirical investigation 
using statistical, mathematical or computational techniques 
to collect and analyse numerical data (Verma et al., 2024) to 
precisely and objectively measure, quantify and compare 
variables (Bhangu et al., 2023). Quantitative research typically 
aims to quantify relationships, patterns and trends in data, 
often using statistical analysis to identify correlations, 
associations or causal relationships between variables. This 
study gathers data through a questionnaire and analyses it 
using statistical methods to test hypotheses and draw 
conclusions. Quantitative research allows researchers to 
generalise findings to larger populations, make predictions 
based on data analysis and provide objective and replicable 
results (Dehalwar & Sharma, 2024; Yamany et al., 2024). The 
objectivity of quantitative research enhances the credibility 
and reliability of the study’s results. 

Explanatory – Case study research design
A case study research design is a strategy of inquiry that 
involves an in-depth investigation of a phenomenon within 
its real-world context (Hunziker & Blankenagel, 2024). An 
‘explanatory – case study research design’ helps researchers 
understand perspectives regarding the object of research 
inquiry and assists them in obtaining a more holistic sense of 
the topic or issue. Hence, it yields comprehensive, in-depth 
and richly contextualised insights about the phenomenon of 
interest. This illuminates the readers’ understanding of the 
phenomenon beyond its abstract statistical or theoretical 
explanations. 

http://www.sajhrm.co.za�
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Research population and research sample
The target population of Chinese-run companies was derived 
from the Midlands Province in Zimbabwe. Specifically, the 
target population consisted of managerial and non-
managerial employees from different departments. 
Researchers conveniently selected a sample of 220. Midlands 
Province is situated at a central point in Zimbabwe, and it is 
home to a myriad of Chinese-run companies. This is not 
surprising because the Midlands Province is mineral-rich. 
For instance, the mineral-rich Great Dyke is part of the 
Midlands Province. Fundamentally, identifying a sufficient 
sample size in this study was determined by Etikan and Bala 
(2017); 10% or more of the target population is regarded as a 
sample because the population is homogeneous. Hence from 
a target population of 2200 employees, a sample size of 220 
participants was selected to participate in the study.

Convenience sampling technique
Convenience sampling is a non-probability sampling method 
whereby the researcher selects the participants because of 
their locality and convenient accessibility (Nyimbili & 
Nyimbili, 2024). Participants were selected because of their 
accessibility, physical proximity, readiness at a specific time 
and willingness to partake in the examination. Convenience 
sampling allows researchers to quickly and conveniently 
select participants (Munce et  al., 2021). It streamlines the 
recruitment process, reducing costs associated with extensive 
participant outreach, screening and data collection (Marshal 
et al., 2021). 

Data collection
We developed online questionnaires and sent the respective 
links to participants through WhatsApp and email. The 
participants were given 2 months to complete the 
questionnaire (i.e. June 2023 and July 2023). A sample of 220 
employees was selected for the analysis, and questionnaires 
were sent to them over 2 months. Out of the 220 questionnaires 
sent, only 215 were returned, giving a response rate of 
97.70%. Here are factors that can lead to a high response rate 
during online interviews. The high response rate was attained 
because of the robust strategies that the authors employed 
such as ensuring that the invitation was concise, clear and 
relevant to the participant’s interests and above all, the 
participants were told to attempt the questions at their own 
convenient times over a period of 60 days. In addition, a user-
friendly platform such as WhatsApp was used. The 
participants were also provided with clear instructions on 
how to join the interview.

The authors also established a warm and welcoming tone 
during the introduction and there was clarity of purpose, 
duration and format of the interview. Lastly, closed-ended 
questions designed using the Likert Scale encourage swift 
responses from the participants. Ultimately, 211 
questionnaires remained after we removed invalid and 
incomplete questionnaires. Male responses contributed 
75.24% and female responses contributed 25.76% of the total 
number of valid responses. Most of the responses came from 

the 30–39-year research group. The majority of the 
participants (68.57%) had 2–3 years working experience. 
Most of the respondents had certificates (48.60%) when it 
comes to qualifications. 

Procedure
Only Chinese-owned companies’ employees were allowed to 
participate in this study. Participants were contacted through 
their human resources departments. Researchers recruited 
participants by personally talking to them and articulating 
the study’s aim. Respondents were requested to sign the 
informed consent forms before attempting the questionnaires. 
Participants were notified that their responses were 
confidential and anonymous and would be used for academic 
intentions only. Hence, they were notified not to indicate 
their names on the questionnaires. The objectivity and 
accuracy of the research outcomes were augmented. 
Researchers advised the participants that their participation 
in the study was voluntary. Thus, they can discontinue the 
survey at any time if they want to. This study involved 
human participants. Therefore, all procedures agreed with 
the ethical principles of the institutional research committee, 
and all methods were implemented in accordance with the 
applicable protocols and guidelines.

Instruments
Precarious employment: This study examines precarious 
employment using the Employment Precariousness 
Scale  (EPRES) (Vives et  al., 2010). The EPRES is a 
multidimensional scale that incorporates the following six 
aspects: disempowerment (negotiation level of the employment 
conditions), temporariness (contract length), vulnerability 
(defencelessness against workplace authoritarianism), low 
wages, workplace rights, and the ability to exercise 
them  (Padrosa et  al., 2021). In this study, we dropped two 
elements  of the EPRES and focussed only on vulnerability 
(VU), wages (WA), rights (RI) and exercise rights (ER). The 
EPRES has been extensively implemented and validated in 
various studies.

Job engagement: The Utrecht Work Engagement Scale 
(UWES) (Schaufeli et  al., 2002) was used to assess job 
engagement with a particular focus on three components (i.e. 
vigour, absorption and dedication). Conceptually, the UWES 
is structured into three subsections which assess the three 
core dimensions of job engagement in essence, vigour (six 
items), dedication (five items) and absorption (six items), 
each rated on a five-point frequency scale. The UWES has 
been widely used and validated in numerous countries.

Employees’ intention to quit: Employees’ intention to quit 
was measured using a two-item intention to quit scale based 
on a five-point scale (Firth et  al., 2004). We adopted this 
because of its simplicity and efficiency. Simplicity is helpful 
in settings where time and attention are restricted, such as 
busy workplaces. Moreover, the scale can be applied in 
different contexts in a reliable manner.

http://www.sajhrm.co.za�
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Plan for data analysis: The study assesses the relationship 
between precarious employment, job engagement and 
employees’ intention to quit. The smart partial least squares 
(PLS) software was employed, and the PLS path modelling 
approach was implemented to estimate the structural 
equation model of interest. Statistical Package for the Social 
Sciences 28.0 and Microsoft Excel were also employed in the 
analysis. Partial least square structural equation modelling 
(PLS-SEM) was implemented because of its efficiency in 
parameter forecasting (Andrade, 2021). The relationships 
between the variables were examined through path analysis 
in the framework of the structural model test. Several 
measures were employed to examine the reliability and 
validity of the outcomes and the model’s goodness-of-fit.

Ethical considerations
Ethical clearance to conduct this study was obtained from the 
Julius Nyerere School of Social Sciences Research Ethics 
Committee (reference no.: 07/05/2023).

Results
Study results are outlined in this section.

Measurement model testing
We used Cronbach’s alpha (CA), composite reliability (CR) 
and average extracted variance (AVE) to evaluate the internal 
consistency of the constructs, which enabled us to check the 
reliability and validity of the research instrument.

Results outlined in Table 1 support the internal consistency of 
the constructs. Values for CA and CR exceed the recommended 
threshold of 0.7 indicating that the data are reliable (Hair et al., 
2010). Average extracted variance values surpass the 
recommended 0.5 level (Fornell & Larcker, 1981; Hair et  al., 
2010; Nunnally, 1994), indicating good convergent validity. 
To  ensure the dependability of the model, items with factor 
loadings below 0.70 were excluded from the model.

Table 2 displays the results of discriminant validity analysis 
as indicated by the Fornell–Larcker criterion. These results 
indicate that discriminant validity is established because 
AVE’s square roots are greater than the correlation coefficients 
between constructs (Wan & Duffy, 2022). This indicates an 
apparent distinction between the constructs, which are said 
to measure diverse concepts.

We also used a heterotrait–monotrait ratio of correlations 
(HTMT) technique to assess further the discriminant validity 
between constructs (see Table 3). Discriminant validity has 
been established because the HTMT values are below the 
recommended cut-off threshold of 0.90.

We assessed the existence of multicollinearity using the 
variance inflation factors (VIFs) for latent variables in 
the model. Table 4 shows that all the VIF values are below 
the recommended cut-off threshold of 3.3 (Hair et al., 2011). 
This implies that our model is not affected by multicollinearity. 

When variables are not highly correlated, the model can 
precisely forecast the distinct influence of each construct. 
This leads to more trustworthy results.

Goodness-of-fit metrics
We analysed the goodness-of-fit of our model using the 
normed fit index (NFI) and standardised root mean square 
residual (SRMR). Table 5 shows the values for NFI and SRMR.

Table 5 indicates that the value of SRMR is 0.077, which is 
below the recommended cut-off value of 0.08 (Goretzko et al., 
2024). An SRMR value below 0.08 indicates a fit model. 
Existing literature indicates that the value of NFI close to 1 
means a good fit (Sathyanarayana & Mohanasundaram, 
2024). Therefore, the NFI value of 0.910 (greater than the 
threshold of 0.9) indicates a good fit.

TABLE 3: Heterotrait–monotrait discriminant validity.
Variable A D EIQ JE PE VI

A - - - - - -
D 0.334 - - - - -
EIQ 0.409 0.233 - - - -
JE 0.076 0.258 0.665 - - -
PE 0.248 0.143 0.342 0.522 - -
VI 0.082 0.236 0.646 0.175 0.551 -

PE, precarious employment; JE, job engagement; VI, vigour; D, dedication; A, absorption; 
EIQ, employees’ intention to quit.

TABLE 2: Correlation coefficient matrix and discriminant validity.
Variable A D EIQ JE PE VI

A 0.819 - - - - -
D -0.280 0.764 - - - -
EIQ -0.291 0.201 0.710 - - -
JE 0.052 -0.205 -0.554 0.766 - -
PE -0.199 0.087 0.260 -0.431 0.791 -
VI 0.054 -0.202 -0.541 0.591 -0.443 0.823

Note: The number in bold is the square root of AVE.
PE, precarious employment; JE, job engagement; VI, vigour; D, dedication; A, absorption; 
EIQ, employees’ intention to quit.

TABLE 1: Reliability and convergent validity.
Variable CA CR AVE

A 0.759 0.856 0.670
D 0.666 0.804 0.584
EIQ 0.752 0.834 0.504
JE 0.815 0.873 0.587
PE 0.711 0.833 0.626
VI 0.837 0.892 0.677

CA, Cronbach’s alpha; CR, composite reliability; AVE, average extracted variance; PE, 
precarious employment; JE, job engagement; VI, vigour; D, dedication; A, absorption; EIQ, 
employees’ intention to quit.

TABLE 4: Variance inflation factor results.
Links JE -> A JE -> D JE -> EIQ JE -> VI PE -> EIQ PE -> JE

VIF 1.000 1.000 1.228 1.000 1.228 1.000

VIF, variance inflation factor; PE, precarious employment; JE, job engagement; VI, vigour; D, 
dedication; A, absorption; EIQ, employees’ intention to quit.

TABLE 5: Goodness-of-fit results.
SRMR NFI

0.077 0.910

SRMR, standardised root mean square residual; NFI, normed fit index.
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Structural equation model and hypotheses 
testing
In this study, we employed a structural equation model to 
assess the relationship between precarious employment, 
job engagement and employees’ intention to quit as 
indicated by the conceptual framework. Table 6 presents 
the path analysis results.

The results in Table 6 indicate that precarious employment 
hurts job engagement (β = −0.43, p < 0.001), suggesting that as 
precarious employment rises, job engagement declines. Hence, 
H1 is supported. Job engagement was found to negatively 
influence employees’ intention to quit (β = −0.542, p < 0.001), 
implying that as job engagement increases, employees’ 
intention to quit falls. Therefore, H2 is supported. Lastly, 
precarious employment has a positive and insignificant effect 
on employees’ intention to quit (β = 0.026, p = 0.743). 
Consequently, H3 is not supported.

Figure 2 indicates the fitted model containing coefficients 
and factor loadings. The model shows the associations 
between the variables of interest and their strengths. Factor 
loadings exceeding 0.60 indicate strong convergent validity, 
suggesting a robust model.

Discussion 
Precarious employment and job engagement
Study results indicate a significant negative relationship 
between precarious employment and job engagement. This 
is not surprising because precarious employment can result 
in financial distress (which can reduce occupational self-
efficacy), insecurity, loss and instability, emotional stress 
(which adversely affects mental health and well-being), 
weak social connectedness, increased intention to quit, 
burnout, job dissatisfaction and can influence family 
decisions (Solomon & Du Plessis, 2024; Trappmann et  al., 
2024). Further, existing literature indicates that precarious 
employees can be exposed to inadequate rewards, poor job 
resources, high job demands, weak occupational health and 
safety measures, and under-protection from social risks 
(Weston & McMunn, 2023). Zhong and Xu (2023) postulate 
that precarious employment adversely affects career 
success, especially by augmenting financial stress and 
lessening occupational self-efficacy. Zheng et  al. (2021) 
articulate that job precariousness is positively associated 
with workers’ withdrawal behaviour (where employees 
disengage from work, either psychologically or physically) 
through increasing job insecurity. Irvine and Rose (2024), 
Jindain and Gilitwala (2024) and Jung et al. (2021) are some 

TABLE 6: Path analysis results.
Hypothesis Relationship Std Beta SE T p Decision

H1 PE -> JE -0.431 0.065 6.661 < 0.001 Supported
H2 JE -> EIQ -0.542 0.069 7.906 < 0.001 Supported
H3 PE -> EIQ 0.026 0.079 0.328 0.743 Not supported

Std, standard; SE, standard error; PE, precarious employment; JE, job engagement; EIQ, employees’ intention to quit.

PE, precarious employment; JE, job engagement; VI, vigour; D, dedication; A, absorption; EIQ, employees’ intention to quit; ORD, ordinal data.

FIGURE 2: Structural equation model.
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of the authors who indicate that there is an adverse 
association between precarious employment and job 
engagement.

We discovered that job engagement has a negative effect 
on employees’ intention to quit. This implies that investing 
in initiatives to foster higher levels of job engagement 
reduces turnover intentions among employees in Chinese-
owned businesses in the Midlands Province. Hur and 
Abner (2024) postulate that workers who are more engaged 
in work endeavours, more satisfied with their jobs and 
more emotionally devoted to their organisation are less 
expected to quit. In the same vein, employees who are 
highly engaged in their work are more committed to their 
organisations and are less likely to have intentions of 
quitting. Kerti et  al. (2024) emphasise that investing in 
initiatives to foster higher levels of job engagement among 
precarious employees can help reduce turnover intentions. 
Trappmann et  al. (2024) highlight the importance of 
promoting job engagement to reduce turnover intentions 
among precarious employees. They suggested that job 
engagement can enhance worker well-being, productivity 
and organisational commitment, leading to lower turnover 
rates. Irvine and Rose (2024) and Shuck and Reio (2014) 
proffer that job engagement and employees’ intention to 
quit are negatively related.

The study results indicated an insignificant positive 
relationship between precarious employment and employees’ 
intention to quit. Allan et al. (2024) articulate that employees 
in precarious employment arrangements are likelier to quit 
their jobs than those in stable employment, suggesting a 
positive relationship between precarious employment and 
intention to quit. Under the same reasoning, Ali and Anwar 
(2021) highlight that addressing precarious conditions is 
essential to reduce intentions to quit among employees 
because precarious employment is associated with higher 
levels of job insecurity, a lack of job control and limited 
opportunities for career development. These factors lead to 
decreased job satisfaction, lower organisational commitment 
and higher turnover intentions. Hult et al. (2024) and Irvine 
and Rose (2024) are some of the authors who indicate that 
precarious employment and employees’ intention to quit are 
positively related.

Conclusions 
This study used the SEM to examine the association 
between precarious employment, job engagement and 
employees’ intention to quit in Chinese-owned businesses 
considering the Midlands Province in Zimbabwe as a 
case study. Employing the EPRES, UWES and employees’ 
intention to quit scale, the data implemented in this study 
were collected from 211 workers employed by Chinese-
owned businesses. The study results indicate that 
precarious employment is negatively connected to job 
engagement, job engagement is negatively connected to 
employees’ intention to quit, and precarious employment 
positively and insignificantly influences employees’ 

intention to quit. This shows that precarious employment, 
job engagement and employees’ intention to quit are 
linked. Hence, interventions and strategies are required 
to address these issues. To achieve organisational goals, 
Chinese-owned firms must adopt strategies that enhance 
job engagement and reduce precarious employment and 
employees’ intention to quit.

The results of this study reveal that precarious 
employment and employees’ intention to quit can be 
termed employee engagement. This is closely associated 
with Schaufeli et  al. (2002) model of job engagement 
which is premised on the notion that employee 
engagement leads to increased productivity. In this 
regard, employee productivity is crucial for any business. 
The more productive employees are, the more likely the 
business will succeed. Employers in Chinese-owned 
firms ought to realise that the most critical solution in 
retaining personnel is employee engagement. Engaged 
employees have a positive attitude towards their 
organisation as they strongly believe in the company’s 
mission and vision. This makes them like what they do 
and find their work meaningful. All in all, such employees 
work harder and with more enthusiasm to proactively 
reach their goals.

The results of this study are specific to Chinese-owned 
businesses in the Midlands Province. Therefore, the 
respective results may not be generalised to other areas 
of the economy. Future studies can consider Chinese-run 
corporations in other provinces to allow for the 
generalisability of the results beyond the Midlands 
Province. More variables can be included in future 
studies to enhance the credibility and reliability of the 
study results. This current study is quantitative. It would 
be prudent for future studies to adopt mixed methods by 
introducing a qualitative component. Integrating 
quantitative and qualitative approaches makes the study 
more comprehensive, resulting in reliable and applicable 
results in real-world settings. 
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