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Abstract. Extant research shows that a variety of job stressors have a detrimental impact on the
employee sleep quality. However, it is not yet known about the influence of job insecurity on
employee sleep quality. Therefore, this study aimed to address this gap in the literature. Based on
conservation of resources theory, we investigated the mediating role of affective rumination and the
moderating role of resource management ability. Data analysis of 218 valid questionnaires in China
demonstrated that affective rumination mediated the negative relationship between job insecurity
and sleep quality. We further found that high levels of resource management ability buffer the
positive effect of job insecurity on affective rumination. Finally, we discuss the theoretical and
practical implications, and make suggestions for the direction of future study.

1. Introduction

Sleep quality refers to difficulties of falling sleep, maintaining sleep, and the number of
awakenings experienced during the night (Harvey et al., 2008), As an important reference index of
mental health, negative effects of poor sleep quality were especially problematic in individual
positive mood (Scott & Judge, 2006), job attitudes (Toker et al., 2015), behaviors (Kihnel et al.,
2016) and job performance (Gaultney, 2014).

In fact, poor sleep quality is relevant to Chinese employees due to long work hours and job
stressors (Wang, 2016), a trend that is expected to continue in the near future. Managers and
scholars have sought to seek a variety of job stressors that may threaten employee sleep quality. For
example, some studies explored the antecedents of sleep quality in the context of task-related job
stressors (i.e., time pressure, job demands and shift work) (Berset, 2011; Loft & Cameron, 2014;
Charles et al., 2007). Other scholars tested social stressors (e.g., distinct workplace bullying
experiences and customer mistreatment) as the antecedents of employee sleep quality (Magee, 2015;
Park & Kim, 2018). However, other important stressors, such as career-related stressors at work,
have been neglected. In this study, we argue that job insecurity, which is taken as an important
career-related stressor (Sonnentag & Frese, 2003), affects individual sleep quality drawing from
conservation of resources theory (COR). The conservation of resources theory proposed that stress
could give rise to psychological strain (Hobfoll, 1989, 2001). A growing focus on restructuring,
mergers, and layoffs may contribute to increasing job insecurity and posing a threat to
psychological well-being among employees (de Jong et al., 2016).

Although, prior studies have suggested that “detachment” and “emotion” are two Kkinds
mediating mechanism to explain how job stressors affect employee sleep quality (Clinton et al.,
2017; Garcia et al., 2018). However, this study will explore the impact of job insecurity on sleep
quality from the affective rumination, which is taken as a cognitive state and negative in affective
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terms (Pravettoni et al., 2007). Affective rumination has been associated with several health
problems, such as cardiovascular diseases, negative mood, and sleep disturbances (Cropley &
Zijlstra, 2011). It has been identified as a key mechanism explaining the relationship between job
stressor and strain outcomes (Berset et al., 2011; Davis et al., 2016). The “Perseverative Cognition
Model of Stress” holds perseverative cognition as one mechanism through which stress is linked to
strain. Above all, affective rumination may present a resource loss for individual and exactly
explain how job stressor negatively affects individual sleep quality.

In addition, not all employees respond in the same fashion to job insecurity (Greenhalgh &
Rosenblatt, 1984). A limited stream of research demonstrates that individual characteristics
influenced the way employees react to such adverse work conditions (Roskies et al., 1993; Mark &
Mueller, 2000; Jordan et al., 2002). For example, Yuan and Wang (2016) found that personality
trait (i.e., external attribution) influenced the extent to which employees responded to perceived
general insecurity. ten Brummelhuis and Bakker (2012) found that people who had more resources
were better equipped to deal with stressors. We leverage COR theory to provide a broad
investigation of the role of individual resource in moderating the relationship between job insecurity
and affective rumination. We do so by focusing on resource management ability which has received
much attention within the management research over the past few years (Hochwarter et al., 2007;
Frieder et al., 2015).

Given these issues, our research makes several contributions. First, we used two dimensions of
job insecurity developed by Hellgren et al. (1999) including quantitative and qualitative job
insecurity. This construct enhances our understanding the different effects of job insecurity on sleep
quality. Second, according to COR theory, we explored a resource loss mechanism by regarding
affective rumination as a mediator to explain how job insecurity manifests its effects on sleep
quality. Third, based on COR theory, we considered an important individual-level resource,
resource management ability, as a moderator between job insecurity and affective rumination.
Finally, we tested the moderated mediation model in order to demonstrate that the extent to which
affective rumination mediates the relationships between job insecurity and sleep quality depending
on resource management ability. The model framework of this study is shown in the Figure 1.

Resource

management ability

Job insecurity Affective rumination Sleep quality

Figure 1 Conceptual model

2. Literature Review and Hypotheses

2.1 Job Insecurity and Sleep Quality

Job insecurity refers to a sense of powerlessness to maintain desired continuity in a threatened
job situation (Greenhalgh and Rosenblatt, 1984). We use the terms quantitative and qualitative job
insecurity, which reflect two dimensions of perceived loss of continuity in a job situation (Hellgren
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et al., 1999). Quantitative job insecurity refers to the extent to which individual is concerned about
the future existence of the current job, while qualitative job insecurity pertains to perceived threats
of impaired employment relationship, such as lack of career opportunities and decreasing salary
development. Prior studies have showed that job insecurity had negative effects on subsequent job
satisfaction and physical symptoms (Heaney et al., 1994). Furthermore, according to a
meta-analysis conducted by Huang et al. (2012) also found that job insecurity can lead to impaired
well-being and job performance. Recently, Mauno et al. (2017) demonstrated that job insecurity had
a spillover effect, such as work-family conflict, impaired marital satisfaction and poor parent-child
relationship.

Why is job insecurity associated with lower levels of employee sleep quality? The main tent of
conservation of resources theory (COR) (Hobfoll, 1989, 2001) proposes that individuals strive to
obtain and conserve resources, such as objects, conditions or energies. Stress occurs when
individuals perceive objective resources (salary, career promotion) are likely to be threatened. COR
theory further points out resource losses from one domain (e.g., work) can spill over to another (e.g.,
home; ten Brummelhuis & Bakker, 2012). In the context of this study, we believe that one
important resource loss due to job insecurity can lead to difficulty in ability to initiate and maintain
sleep. More specifically, job insecurity is significantly positive with psychological contract breach
(Vander Elist et al., 2016), and psychological contract breach has a negative impact on employee
insomnia (Garcia et al., 2018).

Previous studies have shown that the work-related stress made the maintenance of sleep to be
more difficult (Rafferty et al., 2010). Grunberg et al. (2006) found that managers issuing the
warnings to dismiss the employees significantly increased their emotional exhaustion, and then led
to repeatedly waking up and difficulty in falling asleep. Similarly, when individuals reported higher
levels of organizational embeddedness, the negative influence of job insecurity on sleep quality was
enhanced (Allen et al., 2016). Given these theoretical and empirical considerations, we propose the
following:

H1. Job insecurity is negatively related to individual sleep quality.

2.2 Job Insecurity and Affective Rumination

A survey reveals that 72% of individuals worry about their job after work sometimes, with 22%
of describing themselves as regular worries. Moreover, 11% state they worry about their job after
work much of the time (Gallie et al., 1998), and this state of perseverative cognition has been
increased continuously in the past years (Felstead et al., 2002). Affective rumination, which is
described as a cognitive state characterized by the appearance of intrusive, pervasive, recurrent
thoughts about work and covered by negative mood, is an important component of work rumination.
In line with COR theory, we view affective rumination as a source of resources loss such as job
control, hope and time for recovery (Brokovec et al., 1991; Everson et al., 1996; Querstret and
Cropley, 2012). If a stressor is controllable, there is less likely to ruminate about it after work. At
the same time, perseverative cognition prolongs the cognitive representation of the stressor,
therefore contributes to further perceived uncontrollability (Brosschot et al., 2006). Additionally,
psychological detachment, which is opposite to affective rumination, is positive to recovery from
job stressors (Sonnentag & Fritz, 2015). Researchers have found affective rumination can lead to
chronic and acute work-related fatigue (Querstret & Cropley, 2012), less life satisfaction and
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happiness (Karabati et al., 2017). Therefore, affective rumination after work can be regarded as a
demand, which contributes to resource loss.

We argue that job insecurity is positive with affective rumination. First, job insecurity has been
taken as a resource loss, and COR theory holds that initial losses lead to further losses (ten
Brummelhuis & Bakker, 2012), hence job insecurity can increase individual affective rumination.
Second, job insecurity is considered as hindrance job demand (Cavanugh et al., 2000), which
hinders personal growth and task accomplishment. Research has indicated that goal failure relates
positively to state rumination (Jones et al., 2013). Third, prior studies suggest trying to push
unwanted thoughts out of consciousness (i.e., suppression) may actually make the thought more
accessible (Erber & Wegner, 1996; Wegner et al., 1987). In face of a demand and stress (i.e., job
insecurity) may make it unavoidable to negatively think about work-related matters during their free
time (i.e., affective rumination).

From the empirical point of view, Cropley and Purvis (2003) proved that high levels of job
demand contributed to the loss of the ability to arrange the free time and increased their rumination
after work. Weigelt et al. (2018) demonstrated that unfinished work tasks had an indirect effect on
work-related rumination at weekends via lower levels of competence need satisfaction. In addition,
Probst and Lawer (2006) examined that job insecurity can lead to an individual's negative emotional
response and job stress. Thus, job insecurity not only lead to the continuous cognitive state, but also
induce the negative emotional response. In line with these reasons, we predict the following:

H2. Job insecurity is positively related to individual affective rumination.

2.3 Affective Rumination and Sleep Quality

Affective rumination reflects to a cognitive state that the employees cannot get rid of the work
even after work, and the continuous state cognition is likely to have a negative impact on individual
sleep quality in the following ways. First, affective rumination is a process of resource losses, and it
may lead to a series of stress reactions, such as poor sleep quality. Second, based on the perspective
of “Perseverative Cognition Model of Stress”, the continuous invasive cognitive state links to strain
and in particular, somatic symptoms. Third, Brosschot et al. (2010) showed that worry or
rumination can slow down both cortisol and cardiovascular recovery. Fourth, negative mood (e.g.,
tension and annoyance) induced by affective rumination had a clearly negative effect on the
recovery process (Cropley & Zijlstra, 2011).

Most scholars have proved that perseverative cognition is harmful for employee sleep quality.
For example, Pereira et al. (2013) employed diary study to demonstrate that worry has a negative
impact on sleep fragmentation and sleep efficiency for individuals. Vahle-hinz et al. (2017) used a
longitudinal design to demonstrate that long-term affective rumination was negatively associated
with individuals’ recovery after one year. In addition, scholars have directly demonstrated that
affective rumination significantly lead to higher levels of insomnia (Demsky et al., 2018) and
decrease sleep quality (Querstret & Cropley, 2012).

H3. Affective rumination is negatively related to individual sleep quality.

2.4 The Mediating Role of Affective Rumination

Based upon the loss spiral (Hobfoll, 1989, 2001) and spillover effects (ten Brummelhuis &
Bakker, 2012), it is reasonable to suggest that job demand (e.g., job insecurity) may contribute to
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further resource loss (e.g., affective rumination), hence lead to strain reaction and poor well-being
(e.g., sleep quality). Additionally, in line with “Perseverative Cognition Model of Stress”, work
rumination is a mediating mechanism to explain the stress reactions caused by job stressor. More
specifically, empirical studies have demonstrated affective rumination plays a mediating role not
only between workplace incivility and insomnia symptom (Demsky et al., 2018), but also between
general job stressors and sleep quality (Van Laethem et al., 2015). Therefore, we hypothesized the
following:
H4. Affective rumination mediates the relationship between job insecurity and sleep quality.

2.5 The Moderating Effect of Resource Management Ability

Conservation of resources theory differs from earlier stress-strain theories in that it also accounts
for how individuals cope with stressful situation (Hobfoll, 1989). It holds that people reduce their
net loss of resources by investing in or drawing from other resources that they possess or are
accessible from the workplace. For instance, personal resource allows individuals to reappraise
stressful situation and regulate other resource to cope with the job demand (Halbesleben et al.,
2009). With respect to the current research, we argue that resource management ability (RMA) is an
important personal resource, which refers to one’s ability to maintain and mobilize one’s resources.
Prior study has found that resource management ability can significantly improve individuals’ job
satisfaction and well-being (Hochwarter et al., 2007). Individuals who are better to manage their
resources are likely to protect and acquire resources which include equipment, assistance, flexibility
and control over the pace of exertion towards one’s work (Hochwarter et al., 2007).

We argue that adequate resources promote effective adjustment (Ito & Brotheridge, 2003) by
limiting deleterious reactions to stressors (Halbesleben, 2006). For example, employees with high
levels of RMA are less likely to regard the stressor as threatening (Jackson et al., 1986) and more
likelihood to cope it successfully (Janssen et al., 1999). In addition, RMA can be seen as a kind of
personal control, which in turn helps to reduce the negative effects of perceived job demand. Aside
from that, past study showed that individuals with high RMA can get more work-based and
nonwork-based support (Brouer et al., 2016). Work-based support can contribute to high levels of
social bonds and integration, while nonwork-based support can help individuals to cope with
worrying (Lim, 1996).

Furthermore, we integrate the perceived job insecurity to elaborate on the moderating role of
RMA. First, having strong RMA means individual can get more job control, which may limit the
time to ruminate work after work (Bakker et al., 2003). Second, RMA contributes to get more
resources, and the sources are helpful to refrain themselves from negative mood (Hobfoll &
Lieberman, 1987). Third, more work-based support may make individual pay attention to social
relations than career opportunities and salary development. Thus, the impact of job insecurity on
affective rumination may be weakened due to relatedness need satisfaction. Fourth, it is posited that
having access to a supportive family or friend system may help individuals to deal with worrying,
hence, nonwork-based supports can buffer the negative effects of unemployment (Liem & Liem,
1979) or future job loss on affective rumination. We argue that those with higher levels of RMA
suffer less harm because they are better able to conserve, acquire, and redirect stress-buffering
assets to address demands inflicted by job insecurity. Conversely, employees with lower RMA may
experience more detrimental outcomes (affective rumination) because they are less able to
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efficiently utilize current resources or acquire additional ones from outside environment (Grijalva &
Newman, 2015).

In support, studies have shown that individuals with higher RMA are better equipped to handle
taxing environment at workplace, such as coping with work-induced guilt, or even facing with
abusive supervision, or buffer against the stressor of accountability (Hochwarter et al., 2007;
Frieder et al., 2015; Zellars et al., 2011). We therefore hypothesize:

H5: Resource management ability moderates the relationship between job insecurity and
affective rumination such that the positive relationship is weaker for individuals with higher
resource management ability.

2.6 An Integrative Moderated Mediation Model

Thus far, we have developed the theoretical underpinnings for the mediating effects of affective
rumination and as well as the moderating role of resource management ability in linking job
insecurity and affective rumination. More specifically, affective rumination mediated the
relationship between job insecurity and sleep quality (H4). Resource management ability moderates
the positive relationship between job insecurity and affective rumination (H5). Considering the
COR theory behind the above hypotheses, we also propose an integrative moderated mediation
model hypothesis:

H6: Resource management ability moderates the indirect relationship between job insecurity and
sleep quality via affective rumination such that the indirect relationship is stronger when resource
management ability is lower.

3. Materials and Methods

3.1 Participants and Procedures

All the participants were full-time employees from five organizations in three provinces
(Heilongjiang, Chongging, Sichuan). The employees were from various professions (e.g., car sales,
real estate, and teachers). Before collecting the data, we contacted the HR managers of each
organization, explained the purpose of the study. Data were collected through a Chinese web site
(www.sojump.com). Participants were paid ¥ 10 for completing a short survey. At first, we
recruited 300 full-time employees from these organizations. After deleting disqualified copies, we
acquired 218 effective questionnaires with an effective response rate of 73 per cent. The final
sample contained 85 males (41.9%) and 118 females (58.1). Among them, 15 individuals didn’t
report their gender. The age below 25 years old was 23 (11.3%), between 26 and 35 years was 42
(20.7%), between 36 and 45 years was 64 (31.5%), between 46 and 55 years was 72 (35.5%), and
above 56 years was 2 (1%). Similarly, 15 individuals didn’t report their age. The department tenure
below 1 year was 12 (5.9%), between 1 and 5 years was 56 (27.6%), between 6 and 10 years was 24
(11.8%), more than 10 years was 111 (54.7%).

3.2 Measures

We used self-report questionnaires to assess our variables. Given that the participants were
Chinese, all constructs were translated from English into Chinese with the procedures
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recommended by Brislin (1980). Responses were made on a 5-point scale different from 1 (strongly
disagree) to 5 (strongly agree), except for sleep quality scale.

3.3 Job Insecurity

Job insecurity was measured by seven items developed by Hellgren et al. (1999). Quantitative
job insecurity included 3 items, which was perceived threats to the continuity of the job itself. A
sample item is: “l am worried about having to leave my job before I would like to”. Qualitative job
insecurity had 4 items, which was designed to reflect a threat to the continuity of important job
features, and a sample item is: “I feel that the organization can provide me with a stimulating job
content in the near future”. Scores were averaged, and higher scores indicated higher levels of job
insecurity. Quantitative job insecurity Composite Reliablity (CR) was 0.83 and Average Variances
Extracted (AVE) was 0.62. Qualitative job insecurity CR was 0.83 and AVE was 0.57.

3.4 Affective Rumination

Five items from Cropley et al. (2012) were used to assess affective rumination. An example of
items is: “Are you troubled by work-related issues when not at work”. Scores were averaged, and
higher scores indicated higher levels of affective rumination. In this study, affective rumination CR
was 0.84 and AVE was 0.54.

3.5 Resource Management Ability

We used a six-item scale to measure employees’ resource management ability (Hochwarter et al.,
2008). Sample items are: “When work is stressful, | am able to conserve my energy’’ and “‘I have
enough equipment and personnel at my disposal to fill in for me at work when things get stressful”’.
Scores were averaged, and higher scores indicated higher levels of resource management ability. In
this study, resource management ability CR was 0.79 and AVE was 0.51.

3.6 Sleep Quality

The Pittsburgh Sleep Quality Index (PSQI) was used to assess employee sleep quality (Buysse et
al., 1989). The 19 items were combined to form seven component scores including objective and
objective items. The components included subjective sleep quality, sleep latency, sleep duration,
habitual sleep efficiency, sleep disturbances, use of sleep medicine, and daytime dysfunction.
Sample items are: “How do you rate your sleep quality overall?’” and ““How long (in minutes) has
it usually take you to fall asleep each night’’. A global score was calculated by summing up the
seven components, ranging from 0 (no difficulty) to 21 (severe difficulties in all areas), and higher
scores indicated poor sleep quality. The PSQI has been the most common scale to evaluate
employee sleep quality in different countries (Magee et la., 2015; Shi & Long, 2018). Sleep quality
Cronbach’s a coefficient was 0.76.

3.7 Control Variables

For all analyses, we controlled for individuals’ age and gender, because past studies have shown
that both variables affected employee sleep quality (Hughes et al., 1998; Li et al., 2002). In addition,
we controlled if it existed family members under 12 years, because research has shown that the
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number of younger children was associated with employee sleep quality (Demsky et al., 2018).
Gender and children under 12 years were coded as dummy variables, 0 = female, 1 = male; 0 = no
child under 12 years, 1 = have children under 12 years. According to the age background,
participants were classified into five types: 1 = below 25 years, 2 = between 26 and 35 years, 3 =
between 36 and 45 years, 4 = between 46 and 55 years, and 5 = above 56 years.

3.8 Analysis

Hypotheses 1-3 and Hypothesis 5 were tested using ordinary least squares regression models,
whereas Hypotheses 4 and 6 were tested using Hayes’s (2013) PROCESS macro in SPSS 22.0.
PROCESS uses an ordinary least squares regression-based path analytic framework to estimate
direct and indirect effects and allows for the estimation of moderated mediation (conditional
indirect effect) models. PROCESS also provides several important statistics for testing mediation
and conditional indirect effects, such as the index of moderated mediation, which require the
combination of parameters across multiple equations (Hayes et al., 2017).

4. Results

4.1 Confirmatory Factor Analysis and Assessment of Common Method Variance

We adopted CFA to evaluate the discriminant and convergent validity of our core study variables:
job insecurity, affective rumination, resource management ability, and sleep quality. A CFA was,
therefore, conducted with the maximum likelihood estimation procedure with Mplus version 7.11
(Muthén and Muthén, 1998-2010). The indices were as follows: 2/df, comparative fit index (CFI),
Tucker-Lewis (TLI) and root mean square error of approximation (RMSEA). As expected, the
hypothesized fourth-factor model yielded a good fit to the data: 2/df = 2.71, CFI = 0.88, TLI = 0.85,
RMSEA = 0.09; additionally, as shown in Table 1, this model had a better fit than alternative
model.

However, since all the data were collected via self-report scales, common method bias problems
may arise and inflate the patterns of the relationships among the research variables. To address this
problem, this study used two methods to check whether CMB is a problem in our research. First, we
conducted Harman’s single factor test on the four constructs. The results of the principal component
factor analysis yielded fourth factors with eigenvalue greater than 1.0, which together explained
58.944 per cent of total variance. The first factor accounted for 19.289 per cent of the variance, thus
showing that common method bias was not a serious problem in this study (Podsakoff et al., 2003).
Then, a single common method factor (CMF) approach was also used to check for the existence of
CMB through CFA. At first, we formed the CMF model, namely, the total measurement items that
were loaded on the theoretical constructs and on a created latent construct labeled CMB separately.
Then the model fit indices were compared between the CMF model and the four-factor model. The
results showed that the fit indices of the CMF model reached accepTable levels (2/df = 2.93, CFI =
0.88, TLI = 0.83, RMSEA = 0.09). However, the difference between the two model was not
significant, which suggested that the CMF model did not improve the model fit.
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Table 1 Comparison of the measurement models

Factor models x° df x’/df | CFI TLI RMSEA
1 Single-factor model 943.60 119 7.93 0.48 0.40 0.18
2 Two-factor model 565.67 118 4.79 0.72 0.67 0.14
3 Three-factor model 534.47 116 4.61 0.74 0.69 0.13
4 Four-factor model 306.38 113 2.71 0.88 0.85 0.09
5 CMF model 287.23 98 2.93 0.88 0.83 0.09

N = 218.1 = Job insecurity + Resource management ability + Affective rumination + Sleep
quality; 2 = Job insecurity + Sleep quality, Resource management ability + Affective rumination; 3
= Job insecurity, Resource management ability + Affective rumination, Sleep quality; 4 = Job
insecurity, Resource management ability, Affective rumination, Sleep quality.

4.2 Descriptive Statistics

Table 2 displays descriptive statistics and the correlations between the main variables. As
expected, resource management ability was negatively related to affective rumination (r =-0.30, p <
01), sleep quality scores (r = -0.18, p <0.01). Quantitative job insecurity was positively associated
with affective rumination (r = 0.29, p < 0.01), and sleep quality scores (r = 0.16, p < 0.05).

Table 2 Descriptive statistics and correlations among all variables

Variables M | SD 1 1 3 4 5 6 7 8 ‘9
1 Gender 04|05 -
2 |10
2 Age 29110011 -
4 | 3
3 Children 03|06]|-00|-023| -
6| 9| 4 ”
4 Job Insecurity 27105]0.00|-011| 0.11 -
5 2
5|  Quantitative Job 29109 |-00 [-0.18|0.20"|0.66 | -
insecurity 8|0 | 4 i . .
6 Qualitative Job 25|06 | 004 | 003 |-0.05|0.67 | -0.1 -
insecurity 7 | 8 . 1
7 | Resource management | 3.3 | 0.6 | -0.0 | 0.23" | -0.04 | -0.30 | -0.1 | -0.25 -
ability 7121 6 : A I
8| Affective rumination | 0.2 | 0.8 | -0.1 | -0.21 | -0.08 | 0.29" | 0.29 | 0.09 | -0.30 -
9 7 5 - . - -
9 Sleep Quality 6.0 |25(0.03| 003 |-020| 013 | 0.16 | 0.02 | -0.18 | 0.27 | -
0 5 - - - :

Notes: N = 218; *p <0.05, **p <0.01

4.3 Mediation and Moderation Testing

With regarded to hypothesis 1, the results of Model 2 in Table 3 indicated that job insecurity was
positively related to sleep quality scores (p = 0.80, p < .05), which meant that higher levels of job
insecurity decreased employee sleep quality. Thus, hypothesis 1 was supported. More specifically,
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we investigated the different effects of quantitative and qualitative job insecurity on sleep quality.
Results showed that quantitative job insecurity decrease employee sleep quality (B = 0.60, p <.01),
and not for qualitative job insecurity (p = 0.14, p > .05).

Table 3 Results of hierarchical regression analysis on sleep quality

Sleep quality
Model 1 Model 2 Model 3
Variable B t B t B t
Intercept 6.37 | 1052 | | 4.08 | 1.16" | | 3.10 | 3.24*
* *
Step 1
Gender 0.11 0.32 0.11 | 3.52 0.33 | 0.91
Age -0.0 | -0.23 -0.0 | -0.04 0.13 | 0.70
4 1
Children under 12 0.7 | -797 -0.8 | -3.027 | | -0.6 | -2.307
7 2 i 1
Step 2
Job insecurity 0.80 | 2.31
Step 3
Affective rumination 0.92 | 4317
Resource management ability
Step 4
Job insecurity X Resource management
ability
R? 0.04 0.06 0.12
F 2.71 3.40° 6.85
AR? 0.03" 0.06""

Notes: N = 218; *p<0.05; **p<0.01; ***p<0.001
With respect to hypothesis 2, as displayed the results of Model 5 in Table 4, the relationship
between job insecurity and affective rumination was significantly positive (B = 0.50, p < .001).
When individuals were in face of job insecurity, they were prone to affective rumination after work,

hypothesis 2 was thus supported.

Table 4 Results of hierarchical regression analysis on affective rumination

Affective rumination

Model 4 Model 5 Model 6
Variable B t B t B t
Intercept 354 | 18457 | | 2.12 | 6.017" | | 3.15 | 6.30"
Step 1
Gender 0.2 | -1.91 -0.2 | -2.08" 0.2 | -2.46"
3 3 7
Age -01 |-3157| | -0.1 | -2.90” 0.1 | -2.23"
8 6 . 2

19
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Children under 12 0.1 | -1.94 0.2 | -2.44" 0.2 | -2.48"
7 0 0
Step 2
Job insecurity 0.50 | 4677 | | 0.40 | 3.77"
Step 3
Affective rumination
resource management ability 0.2 | -2.87
7 N
Step 4
Job insecurity X Resource management 0.3 | -2.02
ability 0
R? 0.08 0.17 0.22
F 5.447" 9.96" 9.20™"
AR? 0.09™" 0.05""

Notes: N = 218; *p<0.05; **p<0.01; ***p<0.001

Hypothesis 3 predicted that affective rumination would lead to poor sleep quality. As shown in
Table 3 model 3, the relationship between affective rumination and sleep quality scores were
significant positive (f = 0.92, p <.001), hence, hypothesis 3 was supported.

Hypothesis 4 proposed that affective rumination mediated the relationship between job
insecurity and sleep quality. We tested this hypothesis through Model 4 of Hayes’s (2013)
PROCESS macro. Job insecurity was associated with sleep quality indirectly through affect
rumination (indirect effect = 0.42, SE = 0.14, lower level confidence interval [LLCI] = 0.19, upper
level confidence interval [ULCI] = 0.74). Significance of indirect effects was determined via
bias-corrected bootstrap confidence intervals using 5000 bootstrap samples and 95% confidence
intervals. Significance of the indirect effect is indicated when confidence intervals do not include
zero. These results provided support for Hypothesis 4.

Model 6 of Table 4 reports the results of our moderation analyses. Hypothesis 5, which predicted
that individual resource management ability moderates the positive effect of job insecurity on
affective rumination, was supported (p = -0.30, p < .05). We plotted this interaction in Figure 2.
From the figure 2, the relationship between job insecurity and affective rumination was stronger
when RMA was lower.

Affective rumination

4.8 —— Low Resource management ability

---8--- High Resource management ability

+
-
1

12
(=]
]

=
| S
1

Low Job insecurity High Job insecurity
Figures 2 Interaction between job insecurity and resource management ability
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Hypothesis 6, which proposed that the mediated effect of job insecurity on employee sleep
quality via affective rumination would be significantly stronger for employees with low (vs. high)
RMA, was supported. As shown in Table 5 when RMA was low, the indirect of job insecurity on
sleep quality scores was significant and positive (estimate = 0.50; 95% CI [.22, .97]). When RMA
was high, the indirect effect of job insecurity on sleep quality was also significant and positive
(estimate = 0.19; 95% CI [.01, .48]). The index of moderated mediation was significant (estimate =
-0.25; 95% CI [-.63, -.04]). Thus, hypothesis 6 was supported.

Table 5 Moderated Mediation Results for Job insecurity

Values of moderator Conditional indirect effect SE | Lower Cl | UpperClI
Resource management ability
-1 SD 0.50 0.18 0.22 0.97
M 0.34 0.12 0.15 0.65
+1SD 0.19 0.12 0.01 0.48
Index -0.25 0.15 -0.63 -0.04
Notes: N =218

4.3.1 Discussion

This research examined how and when job insecurity decreases individual sleep quality. We
found that job insecurity negatively related to individual sleep quality and positively influenced
affective rumination, and affective rumination was negatively associated with sleep quality. There
existed an indirect effect that affective rumination mediated the relationship between perceived job
insecurity and sleep quality. Moreover, individual resource management ability negatively
moderated the relationship between job insecurity and affective rumination, such that the positive
relation was significant when individuals were lower levels of resource management ability.

These findings are in consistent with some prior studies. Existing research suggested that
career-related stressors was bad for employee’s health (Garst et al., 2000), which was also verified
in our study. We also explored the mediating role of affective rumination between job insecurity
and sleep quality, which was in accordance with previous studies that affective rumination would
play the indirect role in the relationship between job stressor and strain (Vahle-Hinz et al., 2014).
Besides, we proved that the positive relationship between job insecurity and affective rumination
would be stronger for individual who was lower levels of resource management ability. It echoed
past research and conclusion that resource management ability would promote job and life
satisfaction (Hochwarter et al., 2007), decrease depressed mood (Gallagher, 2012).

4.3.2 Theoretical Implications

This study makes several theoretical contributions. To date, the bulk of task-related and social
stressors research has been conducted on sleep quality (Magee et al., 2015; Loft and Cameron,
2014), yet limited research has examined career-related stressor as a cause of poor sleep quality.
Our research just extends the antecedent of sleep quality to job insecurity. Meta-analytic findings
suggest employees exposed to hostile workplaces (e.g., unfair treatment, high job insecurity) are
more likely to experience deteriorated physical and mental health, and even higher mortality rates
(Goh et al., 2016). In line with previous study, our findings suggest that job insecurity predicts
employee poor sleep quality. With organizations being forced to readjust to globalization,
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restructuring and horizontal organizational structure have become an inevitable trend, therefore
triggering more quantitative and qualitative job insecurity. Our results showed that quantitative was
negatively related to sleep quality, whereas was not for qualitative job insecurity. It indicates that
the threat of being unemployed is intimately related to stress symptoms such as sleep quality, and
the negative effect tends to transfer to non-work environment.

Prior studies mainly demonstrate that job insecurity can lead to loss of individual resource,
which in turn predict subsequent poor individual health (Kinnunen et al., 1999; Vander Elst et al.,
2014). In this study, we found affective rumination as an important link between job insecurity and
sleep quality. The result contributes to COR theory by testing the loss spiral. Our study also adds to
the increasing body of research in support for “Perseverative Cognition Model of Stress” by
examining the affective rumination as an appropriate mediating mechanism between job insecurity
and employee sleep quality. Affective rumination is the key component of perseverative cognition,
in that an individual may find it difficult to stop thinking about a past event or may be anticipating a
future event-in this case, incidents of job insecurity. In addition, our study echoed Allen et al.
(2016), who called for future research about how individuals respond to adverse work conditions
from cognitive process.

Our study demonstrated that increasing levels of RMA can mitigate the negative relationship
between job insecurity and affective rumination. This is in line with past study, which proved that
resource management ability is a neutralizer for job stressor (Hochwarter et al., 2008). Examining
individual resource is critical for COR theory to advance. Resources are likely to affect each other
such that acquiring one leads to gaining another. Thus, the present study is an important step in
exploring the positive effect of RMA within the management research. Gallagher (2012) proposed
that future research should explore the spillover benefits of resource management into non-work
domains, and our research just addressed this gap. Finally, in support of COR theory, we used a
unified moderated mediation path analysis method to conduct a holistic test of our model. As such,
our study offers a clear picture of how job insecurity affects individual sleep quality as well as the
boundary condition of resource management ability through conceptualizing and testing a
moderated mediation model.

4.4 Practical Implications

Generally, job insecurity is not an inevitable result of organizational changes leading to
reductions in personnel (Burke & Nelson, 1998). Organizations could take steps, such as providing
accurate information, strengthening communication, preparing for alternative employment, and
training their employees on how to cope with the stress caused by insecurity (Hartley et al., 1991;
Kets de Vries & Balazs, 1997), to prevent the negative effects of job insecurity. HR processes are
needed for the regular and sustained monitoring of employees in times of restructuring and change.
At the same time, organization can observe the mental state of employees, especially when
employees are always dozing off at the workplace.

Furthermore, in the face of job insecurity, affective rumination is one of mechanism about how
adverse work conditions affect sleep quality. Organizations should take measures to reduce the
employee affective rumination. It is supposed that Mindfulness Based Stress Reduction and
Rumination-focused Cognitive Behavior Therapy are the common way to reduce perseverative
cognition (Crain et al., 2017; (Jacobs et al., 2016). At the same time, both Mindfulness training and
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CBT can also improve employee sleep quality, therefore the organization might invite professional
consultants to cut down employee affective rumination and improve employee sleep quality.

The present research sheds light on the positive role of resource management ability, hence
organizations should select new employees based on their personal stress robustness. For example,
individuals possess optimism, self-discipline, an ability to communicate, and organization skills in
face of job stress. Although RMA is an individual difference, some scholars have found that it can
be strengthened through expressive writing interventions (Barclay and Skarlicki, 2009).

4.5 Limitations and Future Research

Despite these contributions, our study has several limitations that point to avenues for future
research. First, self-report data was used in this research. Although we conducted Harman’s single
factor and CMF test, the result shows the common method bias may not be severe, future research
could use multi-source data from a broader sample, such as objective sleep quality by Actigraphy
(Barber et al., 2017). Second, the cross-sectional design of this study we used, however, limited our
ability to determine the direction of causality among the variables. Prior research has explored the
reciprocal relationship between job insecurity and strains (De Cuyper et al., 2012). Therefore,
longitudinal studies may be better to explore the casual relationship. Finally, based on COR theory,
we choose resource management ability as an individual resource in our study, it has largely
overlooked the roles played by individual behaviors because the three-way interactions of employee
behavior and RMA can better deal with job demand (Frieder et al., 2015). We thus encourage
efforts to explore the moderating role of both individual behavior (i.e., communication) and RMA
together.

5. Ethics Statement

5.1 Ethical Approval

According to institution’s guidelines and regulations in our university, ethics approve was not
required during this study. However, all procedures performed in studies involving human
participants were in accordance with the ethical standards of the institutional and/or national
research committee and the 1964 Declaration of Helsinki and its later amendments or comparable
ethical standards.

5.2 Informed Consent

All individual participants included in the study have been informed and signed the informed
consent.

References

[1] Allen, D. G., Peltokorpi, V. and Rubenstein, A. L. (2016). When “embedded” means “stuck”:
Moderating effects of job embeddedness in adverse work environments. Journal of Applied
Psychology, 101, 1670-1686.

198



[2] Bakker, A. B., Demerouti, E., Taris, T. W., Schaufeli, W. B. and Schreurs, P. J. G. (2003). A
multigroup analysis of the job demands-resources model in four home care organizations.
International Journal of Stress Management,10, 16-38.

[3] Barber, L. K., Taylor, S. G., Burton, J. P. and Bailey, S. F. (2017). A self-regulatory perspective
of work-to-home undermining spillover/crossover: Examining the roles of sleep and exercise.
Journal of Applied Psychology, 102, 753-763.

[4] Barclay, L. J. and Skarlicki, D. P. (2009). Healing the wounds of organizational injustice:
Examining the benefits of expressive writing. Journal of Applied Psychology. 94, 511-523.

[5] Berset, M., Elfering, A., Stefan, L., Simon, L. and Semmer, N. K. (2011). Work stressors and
impaired sleep: rumination as a mediator. Stress and Health, 27, 71-82.

[6] Borkovec, T. D., Shadick, R. and Hopkins, M. (1991). The nature of normal and pathological
worry in Chronic anxiety, generalized anxiety disorder, and mixed anxiety depression, eds R. M.
Rapee, and D.H.Barlow (New York, GP), 29-51

[7] Brislin, R.W. (1980). Translation and content analysis of oral and written material in Handbook
of Cross-Cultural Psychology: Methodology, Vol. 2, eds H. C. Triandis, and J.W.Berry (Bonson,
MA: Allyn & Bacon), 349-444

[8] Brosschot, J. F., Gerin, W. and Thayer, J. F. (2006). The perseverative cognition hypothesis: A
review of worry, prolonged stress-related physiological activation, and health. Journal of
Psychosomatic Research, 60, 113-124.

[9] Brosschot, J. F., Verkuil, B. and Thayer, J. F. (2010). Conscious and unconscious perseverative
cognition: Is a large part of prolonged physiological activity due to unconscious stress. Journal of
Psychosomatic Research, 69, 407-416.

[10] Brouer, R. L., Gallagher, V. C. and Badawy, R. L. (2016). Ability to manage resources in the
impression management process: The mediating effects of resources on job performance. Journal of
Business and Psychology, 31(4), 515-531.

[11] Burke, R. J. and Nelson, D. (1998). Mergers and acquisitions, downsizing, and privatization: A
North American perspective, in The new organizational reality: Downsizing, restructuring, and
revitalization, eds, M. K. Gowing, J. D. Kraft, and J. C. Quick, (Washington, DC), 21-54

[12] Buysse, D. J., Reynolds, C. F., Monk, T. H., Berman, S. R. and Kupfer, D. J. (1989). The
Pittsburgh Sleep Quality Index: A new instrument for psychiatric practice and research. Psychiatry
Research, 28, 193-213.

[13] Cavanaugh, M. A., Boswell, W. R., Roehling, M. V. and Boudreau, J. W. (2000). An empirical
examination of self-reported work stress among US managers. Journal of Applied Psychology, 85,
65-74.

[14] Charles, L. E., Burchfiel, C. M., Fekedulegn, D., Andrew, M. E., Violanti, J. M. and Vila, B.
(2007). Obesity and sleep: the buffalo police health study. Policing: An International Journal of
Police Strategies, 30, 203-214.

199



[15] Clinton, M. E., Conway, N. and Sturges, J. (2017). It’s tough hanging-up a call: The
relationships between calling and work hours, psychological detachment, sleep quality, and
morning vigor. Journal of Occupational Health Psychology, 22, 28-39.

[16] Crain, T. L., Schonert-Reichl, K. A. and Roeser, R. W. (2017). Cultivating teacher mindfulness:
Effects of a randomized controlled trial on work, home, and sleep outcomes. Journal of
Occupational Health Psychology, 22, 138-152.

[17] Cropley, M. and Purvis, L. J. M. (2003). Job strain and rumination about work issues during
leisure time: A diary study. European Journal of Work and Organizational Psychology, 12,
195-207.

[18] Cropley, M., Michalianou, G., Pravettoni, G. and Millward, L. J. (2012). The relation of post -
work ruminative thinking with eating behavior. Stress and Health, 28, 23-30.

[19] Cropley, M. and Zijlstra, F. R. H. (2011). Work and rumination, in Handbook of stress in the
occupations, eds, J. Langan-Fox, and C. L. Cooper, (Northampton, MA), 487-501.

[20] Davis, T. J., Morris, M. and Drake, M. M. (2016). The moderation effect of mindfulness on the
relationship between adult attachment and wellbeing. Personality and Individual Difference, 96,
115-121.

[21] De Cuyper, N., Mékikangas, A., Kinnunen, U., Mauno, S. and Witte, H. D. (2012). Cross -
lagged associations between perceived external employability, job insecurity, and exhaustion:
Testing gain and loss spirals according to the conservation of resources theory. Journal of
Organizational Behavior, 33, 770-788.

[22] De Jong, T., Wiezer, N., de Weerd, M., Nielsen, K., Mattila-Holappa, P. and Mockalto, Z.
(2016). The impact of restructuring on employee well-being: a systematic review of longitudinal
studies. Work and Stress, 30, 91-114.

[23] Demsky, C. A., Fritz, C., Hammer, L. B. and Black, A. E. (2018). Workplace incivility and
employee sleep: The role of rumination and recovery experiences. Journal of Occupational Health
Psychology, Advance online publication.

[24] Erber, R. and Wegner, D. M. (1996). Ruminations on the rebound, in Ruminative Thoughts.
Advances in social cognition, Vol 9, eds R. S. Wyer, Jr, (Hillsdale, NJ), 73-79.

[25] Everson, S. A., Goldberg, D. E., Kaplan, G. A., Cohen, R. D., Pukkala, E., Tuomilehto, J. and
Salonen, J. (1996). Hopelessness and risk of mortality and incidence of myocardial infarction and
cancer. Psychosomatic Medicine, 58, 113-121.

[26] Felstead, A., Gallie, D. and Green, F. (2002). Work skills in Britain 1986-2001. Nottingham:
DfES Publications.

[27] Frieder, R. E., Hochwarter, W. A. and DeOrtentiis, P. S. (2015). Attenuating the negative
effects of abusive supervision: The role of proactive voice behavior and resource management
ability. The Leadership Quarterly, 26, 821-837.

[28] Gallagher, V. C. (2012). Managing resources and need for cognition: Impact on depressed
mood at work. Personality and Individual Difference, 53, 534-537.

200



[29] Gallie, D., White, M., Cheng, Y. and Tomlinson, M. (1998). Restructuring the employment
relationship, Oxford: Clarendon Press.

[31] Garcia, P. R. J. M., Bordia, P., Restubog, S. L. D. and Caines, V. (2018). Sleeping with a
broken promise: The moderating role of generativity concerns in the relationship between
psychological contract breach and insomnia among older workers. Journal of Organizational
Behavior, 39, 326-338.

[32] Garst, H., Frese, M. and Molenaar, P. C. M. (2000). The temporal factor of change in
stressor—strain relationships: A growth curve model on a longitudinal study in East Germany.
Journal of Applied Psychology, 85, 417-438.

[33] Gaultney, J. F. (2014). Association of weekend to weeknight changes in sleep duration with
peer and supervisor ratings of business leaders’ performance. The Psychologist-Manager Journal,
17, 112-127.

[34] Goh, J., Pfeffer, J. and Zenios, S. A. (2016). The relationship between workplace stressors and
mortality and health costs in the United States. Management Science, 62, 608-628.

[35] Greenhalgh, L., and Rosenblatt, Z. (1984). Job insecurity: Toward conceptual clarity. Academy
of Management Review, 9, 438-448.

[36] Grijalva, E. and Newman, D. A. (2015). Narcissism and counterproductive work behavior
(CWB): Meta-analysis and consideration of collectivist culture, big five personality, and
narcissism’s facet structure. Applied Psychology, 64(1), 93-126.

[37] Grunberg, L., Moore, S. and Greenberg, E. S. (2006). Managers’ Reaction to Implementing
Layoffs: Relationship to Health Problems and Withdrawal Behaviors. Human Resource
Management, 45, 159-178.

[38] Halbesleben, J. R. B. (2006). Sources of social support and burnout: A meta-analytic test of the
conservation of resources model. Journal of Applied Psychology, 91, 1134-1145.

[39] Halbesleben, J. R. B., Harvey, J. and Bolino, M. C. (2009). Too engaged? A conservation of
resources view of the relationship between work engagement and work interference with family.
Journal of Applied Psychology, 94, 1452-1465.

[40] Hartley, J., Jacobson, D., Klandermans, B. and VVan Vuuren, T. (1991). Job insecurity: Coping
with jobs at risk, London: Sage Publications.

[41] Harvey, A. G., Stinson, K., Whitaker, K. L., Moskovitz, D. and Virk, H. (2008). The subjective
meaning of sleep quality: A comparison of individuals with and without insomnia. Sleep, 31,
383-393.

[42] Hayes, A. F. (2013). Methodology in the social sciences. Introduction to mediation,
moderation, and conditional process analysis: A regression-based approach, New York, NY:
Guilford Press.

[43] Hayes, A. F., Montoya, A. K. and Rockwood, N, J. (2017). The analysis of mechanisms and
their contingencies: PROCESS versus structural equation modeling. Australasian Marketing Journal,
25, 76-81.

201



[44] Heaney, C. A., Israel, B. A. and House, J. S. (1994). Chronic job insecurity among automobile
workers: Effects on job satisfaction and health. Social Science & Medicine, 38, 1431-1437.

[45] Hellgren, J., Sverke, M. and Isaksson, K. (1999). A two-dimensional approach to job insecurity:
Consequences for employee attitudes and well-being. European Journal of Work and
Organizational, 8, 179-195.

[46] Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing stress.
American Psychologist, 44, 513-524.

[47] Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self in the stress
process: Advancing Conservation of Resources theory. Applied Psychology.50, 337-370.

[48] Hobfoll, S. E. and Leiberman, J. R. (1987). Personality and social resources in immediate and
continued stress resistance among women. Journal of Personality and Social Psychology, 52, 18-26.

[49] Hochwarter, W. A., Laird, M. D. and Brouer, R. L. (2008). Board up the windows: The
interactive effects of hurricane-induced job stress and perceived resources on work outcomes.
Journal of Management, 34, 263-289.

[50] Hochwarter, W. A., Perrewé, P. L., Meurs, J. A. and Kacmar, C. (2007). The interactive effects
of work-induced guilt and ability to manage resources on job and life satisfaction. Journal of
Occupational Health Psychology, 12, 125-135.

[51] Huang, G., Niu, X., Lee, C. and Ashford, S. J. (2012). Differentiating cognitive and affective
job insecurity: Antecedents and outcomes. Journal of Organizational Behavior, 33, 752-769.

[52] Hughes, R. J., Sack, R. L., and Lewy, A. J. (1998). The role of melatonin and circadian phase
in age - related sleep - maintenance insomnia: Assessment in a clinical trial of melatonin
replacement. Sleep, 21, 52-69.

[53] Ito, J. K. and Brotheridge, C. M. (2003). Resources, coping strategies, and emotional
exhaustion: A conservation of resources perspective. Journal of VVocational Behavior, 63, 490-5009.

[54] Jackson, S. E., Schwab, R. L. and Schuler, R. S. (1986). Toward an understanding of the
burnout phenomenon. Journal of Applied Psychology, 71, 630-640.

[55] Jacobs, R. H., Watkins, E. R., Peters, A. T., Feldhaus, C. G., Barba, A. and Carbray, J. (2016).
Targeting ruminative thinking in adolescents at risk for depressive relapse: rumination-focused
cognitive behavior therapy in a pilot randomized controlled trial with resting state fMRI. Plos One,
11, 1-17.

[56] Janssen, P., de Jorge, J. and Bakker, A. (1999). Specific determinants of intrinsic work
motivation, burnout, and turnover intentions: A study among nurses. Journal of Advanced Nursing,
29, 1360-1369.

[57] Jones, N. P., Papadakis, A. A., Orr, C. A., and Strauman, T. J. (2013). Cognitive processes in
response to goal failure: A study of ruminative thought and its affective consequences. Journal of
Social and Clinical Psychology, 32, 482-503.

[58] Jordan, P. J., Ashkanasy, N. M. and Hartel, C. E. J. (2002). Emotional intelligence as a
moderator of emotional and behavioral reactions to job insecurity. Academy of Management.
Review, 27, 361-372.

202



[59] Karabati, S., Ensari, N. and Fiorentino, D. (2017). Job satisfaction, rumination, and subjective
well-being: A moderated mediational model. Journal of Happiness Studies, 2, 1-18.

[60] Kets de Vries, M. F. R. and Balazs, K. (1997). The downside of downsizing. Human Relations,
50, 11-50.

[61] Kinnunen, U., Mauno, S., Nétti, J. and Happonen, M. (1999). Perceived job insecurity: A
longitudinal study among Finnish employees. European Journal of Work and Organizational, 8,
243-260.

[62] Kihnel, J., Bledow, R. and Feuerhahn, N. (2016). When do you procrastinate? Sleep quality
and social sleep lag jointly predict self - regulatory failure at work. Journal of Organizational
Behavior, 37, 983-1002.

[63] Li, R. H. Y., Wing, Y. K, Ho, S. C. and Fong, S. Y. Y. (2002). Gender differences in
insomnia--a study in the Hong Kong Chinese population. Journal of Psychosomatic Research, 53,
601-609.

[64] Liem, G. R. and Liem, J. H. (1978). Social support and stress: Some general issues and their
application to the problems of unemployment, in Mental Health and the Economy, eds L.A.Ferman,
and J.P. Gordus (Upjohn Institute, Kalamazoo, Michigan, W.E), 347-379.

[65] Lim, V. K. G. (1996). Job insecurity and its outcomes: Moderating effects of work-based and
nonwork-based social support. Human Relations, 49, 71-1194.

[66] Loft, M. and Cameron, L. (2014). The importance of sleep: Relationships between sleep
quality and work demands, the prioritization of sleep and pre-sleep arousal in day-time employees.
Work and Stress, 28, 289-304.

[67] Magee, C., Gordon, R., Robinson, L., Reis, S., Caputi, P. and Oades, L. (2015) Distinct
workplace bullying experiences and sleep quality: A person-centred approach. Personality and
Individual Difference, 87, 200-205.

[68] Mak, A. S. and Mueller, J. (2000), Job insecurity, coping resources and personality
dispositions in occupational strain. Work and Stress, 14, 312-328.

[69] Mauno, S., Cheng, T. and Lim, V. (2017). The far-reaching consequences of job insecurity: A
review on family-related outcomes. Marriage & Family Review, 53, 717-743.

[70] Park, Y. and Kim, S. (2018). Customer mistreatment harms nightly sleep and next-morning
recovery: Job control and recovery self-efficacy as cross-level moderators. Journal of Occupational
Health Psychology, Advance online publication.

[71] Pereira, D., Meier, L. L. and Elfering, A. (2013). Short-term effects of social exclusion at work
and worries on sleep. Stress and Health, 29, 240-252.

[72] Podsakoff, P. M. and Organ, D. W. (1986). Self-reports in organizational research: problems
and prospects. Journal of Management, 12, 531-544.

[73] Podsakoff, N. P., MacKenzie, S. B., Lee, J. Y., and Podsakoff, N. P. (2003). Common method
biases in behavioral research: a critical review of the literature and recommended remedies. Journal
of Applied Psychology, 885, 10-1037.

203



[74] Pravettoni, G., M. Cropley, S. N. Leotta, and S. Bagnara. The Differential Role of Mental
Rumination among Industrial and Knowledge Workers. Ergonomics, 50, 1931-1940.

[75] Probst, T. M. and Lawler, J. (2006). Cultural Values as Moderators of Employee Reactions to
Job Insecurity: The Role of Individualism and Collectivism. Applied Psychology, 55, 234-254.

[76] Querstret, D. and Cropley, M. (2012). Exploring the relationship between work-related
rumination, sleep quality, and work-related fatigue. Journal of Occupational Health Psychology, 17,
341-353.

[77] Rafferty, A. E., Restubog, S. L. D. and Jimmieson, N. L. (2010). Losing sleep: Examining the
cascading effects of supervisors’ experience of injustice on subordinates’ psychological health.
Work and Stress, 24, 36-55.

[78] Roskies, E., Louis-Guerin, C. and Fournier, C. (1993). Coping with job insecurity: How does
personality make a difference. Journal of Organizational Behavior, 14, 617-630.

[79] Scott, B. A. and Judge, T. A. (2006). Insomnia, Emotions, and Job Satisfaction: A Multilevel
Study. Journal of Management, 32, 622-645.

[80] Sonnentag, S., and Frese, M. (2003). “Stress in organizations” in Industrial and organizational
psychology, Vol. 12 eds W.C.Borman, D.R. llgen, and R.J.Klimoski (John Wiley & Sons Inc,
Hoboken, NJ), 453-491.

[81] Sonnentag, S. and Fritz, C. (2015). Recovery from job stress: The stressor - detachment model
as an integrative framework. Journal of Organizational Behavior, 36, 72-103.

[82] Tabachnica, B.G. and Fidell, L.S. (2007). Using Multivariate Statistics, 5th Ed., Allyn and
Bacon, Boston, MA.

[83] Teece, D. J., Pisano, G. and Shuen, A. (1997). Dynamic capabilities and strategic management.
Strategic Management Journal, 18, 509-533.

[84] ten Brummelhuis, L. L. and Bakker, A. B. (2012). A resource perspective on the work—home
interface: The work—home resources model. American Psychologist, 67, 545-556.

[85] Toker, S., Laurence, G. A. and Fried, Y. (2015). Fear of terror and increased job burnout over
time: Examining the mediating role of insomnia and the moderating role of work support. Journal
of Organizational Behavior, 36, 272-291.

[86] Vahle-Hinz, T., Bamberg, E., Dettmers, J., Friedrich, N. and Keller, M. (2014). Effects of work
stress on work-related rumination, restful sleep, and nocturnal heart rate variability experienced on
workdays and weekends. Journal of Occupational Health Psychology, 19, 217-230.

[87] Vahle-Hinz, T., Mauno, S., de Bloom, J. and Kinnunen, U. (2017). Rumination for innovation?
Analysing the longitudinal effects of work-related rumination on creativity at work and off-job
recovery. Work and Stress, 31, 315-337.

[88] Van Laethem, M., Beckers, D. G. J., Kompier, M. A. J., Kecklund, G., van den Bossche, S. N.
J. and Geurts, S. A. E. (2015). Bidirectional relations between work-related stress, sleep quality and
perseverative cognition. Journal of Psychosomatic Research, 79, 391-398.

[89] Vander Elst, T., De Cuyper, N., Baillien, E., Niesen, W. and De Witte, H. (2016). Perceived
control and psychological contract breach as explanations of the relationships between job

204



insecurity, job strain and coping reactions: Towards a theoretical integration. Stress and Health. 32,
100-116.

[90] Vander Elst, T., Van den Broeck, A., De Cuyper, N. and De Witte, H. (2014). On the
reciprocal relationship between job insecurity and employee well - being: Mediation by perceived
control. Journal of Occupational & Organizational Psychology, 87, 671-693.

[91] Weigelt, O., Syrek, C. J., Schmitt, A. and Urbach, T. (2018). Finding peace of mind when there
still is so much left undone-A diary study on how job stress, competence need satisfaction, and
proactive work behavior contribute to work-related rumination during the weekend. Journal of
Occupational Health Psychology, Advance online publication.

[92] Wang, M. (2016). The first sleep survey of Internet employees in China has been released.
Available at: https://www.csdn.net/article/a/2016-03-17/15836473

[93] Wegner, D. M., Schneider, D. J., Carter, S. R. and White, T. L. (1987). Paradoxical effects of
thought suppression. Journal of Personality and Social Psychology, 53, 5-13.

[94] Yuan, W. and Wang, L. (2016). Optimism and attributional style impact on the relationship
between general insecurity and mental health. Personality and Individual Difference, 101, 312-317.

[95] Zellars, K. L., Hochwarter, W. A., Lanivich, S. E., Perrewé, P. L. and Ferris, G. R. (2011).
Accountability for others, perceived resources, and well-being: Convergent restricted non-linear
results in two samples. Journal of Occupational Health Psychology, 84, 95-115.

205


https://www.csdn.net/article/a/2016-03-17/15836473



