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Abstract: The present study examines the effect of the emotional exhaustion associated with
salespersons’ job insecurity on their sleep (i.e., insomnia symptoms). We identified two types of
formal organizational control systems (i.e., outcome-based and behavior-based controls) as boundary
conditions that strengthen/weaken the positive relationship between job insecurity and emotional
exhaustion. To test this moderating effect, we collected online panel surveys from 187 Korean
salespersons at two time points, which were separated by three months. Like our predictions,
the positive relationship between job insecurity and negative sleep quality (i.e., insomnia symptoms)
was found to be mediated by emotional exhaustion. We further found a significant three-way
interaction between job insecurity, outcome-based control, and behavior-based control, which is
mediated by emotional exhaustion, indicating that the positive relationship between job insecurity
and emotional exhaustion was strongest when the outcome-based control and behavior-based control
of salespersons were high and low, respectively. The indirect effect of the emotional exhaustion
associated with job insecurity on sleep quality was also weakest when the outcome-based control and
behavior-based control were both high. These results provide theoretical and practical implications
for managing employees in job insecurity contexts.

Keywords: job insecurity; emotional exhaustion; sleep; formal organizational control system;
outcome-based control; behavior-based control

1. Introduction

The economic recession that has taken place over the last few decades and the concomitant
increase in uncertainty in the labor market have led employees to feel job insecurity [1]. Job insecurity
is referred to as “the uncertainty a person feels in relation to his or her job continuity” [2]. Job insecurity
is challenging and poses a critical problem in several industries [3], leading to considerable costs [4].
Previous studies have examined employees experiencing job insecurity across a wide range of
occupations and industries [5] and have proposed a model of job insecurity relevant to each job [6].
While job insecurity is a critical issue for service firms [7–9], few studies have examined the job
insecurity of service employees and, in particular, salespersons. In response to this lack in the literature,
we attempt to develop a model of job insecurity that is specifically targeted at salespersons.

Given that job security is a pivotal factor affecting salespersons’ outcomes, it is both theoretically
and practically crucial to investigate job insecurity in the sales sector. There are three reasons for
this. First, salespersons tend to engage in emotional labor through direct interactions with customers,
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leading to a high level of emotional exhaustion and job stress [10–12]. Salespersons also experience
threats of temporary employment and minimum wages [13], which jeopardize their job security [14].
Second, since internet-based sales channels can make salespersons’ roles in an organization obsolete,
this makes them especially vulnerable, thus increasing their job insecurity [15]. Third, a salesperson’s job
insecurity is considered as a largely unexamined job stressor, which might have important implications
for the welfare and performance of salespersons [3]. Thus, it is vital to examine salespersons’ job
insecurity and its effects [3,4].

To meet this demand, our research examines how salespersons’ job insecurity impacts on their sleep
(i.e., insomnia symptom). This research is based on affective events theory (AET; [16]), which suggests
that negative work events trigger negative emotional responses, thus depleting the resources necessary
for psychological well-being and deteriorating sleep quality. Deteriorated sleep quality is defined as
“difficulty in falling asleep and staying asleep, waking up several times during the night, and not feeling
rested upon waking” ([17], p. 683). In this respect, we propose emotional exhaustion (i.e., a negative
emotional reaction) as a critical intermediary mechanism linking job insecurity and insomnia symptoms.

Another aim of our research is to investigate the role of organizational control systems in causing
the negative effect of job insecurity on salespersons’ sleep. A control system is especially important
in explaining the extent to which salespersons are left exhausted when experiencing uncertainty
in their job continuity, something which has not yet been sufficiently addressed in the literature.
Since organizational control systems are management strategies that are used to manage and monitor
employee task performance [18], we expect these two control systems (e.g., outcome-based and
behavior-based controls) to differentially influence the effect of job insecurity on emotional exhaustion.
The prior research in this area has an important limitation, i.e., the effects of organizational control
systems on salespersons are examined separately, which may lead to uncertain or even misleading
findings [19,20]. A few studies have investigated the effects of hybrid organizational control systems
on salespersons [21–23], but the question of how they influence salespersons’ emotional exhaustion
remains unanswered.

To fill this gap, based on the job demands-resources (JD-R) model, which indicates that
job-relevant contextual factors, such as job demands and resources, predominantly influence employee
outcomes [24], we examine the jointly moderated mediation effects of organizational control systems
(e.g., outcome-based and behavior-based controls) on this relationship. That is, we test the jointly
moderating effects of organizational control systems on the relationship between salespersons’ job
insecurity and sleep, as mediated by emotional exhaustion. The proposed model is illustrated in
Figure 1 and is explained in detail in the following sections.
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Figure 1. Moderated mediation model. Notes: † p < 0.1, * p < 0.05, ** p < 0.01. Coefficient: 
unstandardized coefficient. For parsimony, the control variables (i.e., gender, age, education, job 
tenure, job status, social desirability bias, and PANAS) are not included in this figure. 

2. Theoretical Background and Hypothesis Development 

2.1. Mediation of Emotional Exhaustion on the Job Insecurity–Sleep Problem Relationship 

Job insecurity research has identified stress-related mechanisms as mediators between job 
insecurity and psychological well-being. Job insecurity, as a major job stressor, has been found to 
exert a negative effect on psychological well-being by increasing psychological strains, such as 
anxiety and emotional exhaustion (e.g., [8,25]). While most of the previous studies have focused on 
psychological well-being and job performance as outcomes of service employees’ job insecurity, a 
few studies have paid attention to sleep problems or poor sleep quality as influencing factors of job 
insecurity (e.g., [26,27]). Thus, we investigate the link between job insecurity and sleep problems, as 
recent studies are increasingly examining sleep as a crucial factor of employee well-being and job 
performance (i.e., decision making and safety; [28,29]). 

Organizational sleep research has conceptualized sleep in terms of the quantity and quality of 
sleep [17,30–32]. Sleep quantity is defined as the amount of time a person remains in a sleeping state 
[28], while sleep quality is defined as “the ability of an individual to fall asleep and stay asleep, the 
number of times he/she wakes up at night, and the feeling of restfulness upon waking” ([17], p. 683). 
Some studies have demonstrated that both sleep quality and quantity have the same effects on 
outcomes, such as health, well-being, and cognition [28], while others have shown that sleep quality 
is more strongly correlated with such outcomes than sleep quantity [17,33]. Accordingly, we focus 
on sleep quality and examine insomnia symptoms, including difficulty falling asleep, difficulty 
staying asleep, and experiencing nonrestorative sleep [34] as indicators of a poor sleep quality. 

While it is possible that a poor sleep quality endangers employees’ job insecurity threats by 
increasing their emotional exhaustion, we propose that the reverse relationship between job 
insecurity and sleep quality that is mediated by emotional exhaustion has a stronger theoretical 
foundation. The positive relationship between job insecurity and emotional exhaustion has been well 
supported in the literature [25]. Shin and Hur [8] found that the positive link between job insecurity 
and job performance was mediated by emotional exhaustion. Our proposed mediating effect of 
emotional exhaustion between job insecurity and insomnia symptoms can be explained by AET, 

Figure 1. Moderated mediation model. Notes: † p < 0.1, * p < 0.05, ** p < 0.01. Coefficient: unstandardized
coefficient. For parsimony, the control variables (i.e., gender, age, education, job tenure, job status,
social desirability bias, and PANAS) are not included in this figure.

2. Theoretical Background and Hypothesis Development

2.1. Mediation of Emotional Exhaustion on the Job Insecurity–Sleep Problem Relationship

Job insecurity research has identified stress-related mechanisms as mediators between job
insecurity and psychological well-being. Job insecurity, as a major job stressor, has been found
to exert a negative effect on psychological well-being by increasing psychological strains, such as
anxiety and emotional exhaustion (e.g., [8,25]). While most of the previous studies have focused
on psychological well-being and job performance as outcomes of service employees’ job insecurity,
a few studies have paid attention to sleep problems or poor sleep quality as influencing factors of
job insecurity (e.g., [26,27]). Thus, we investigate the link between job insecurity and sleep problems,
as recent studies are increasingly examining sleep as a crucial factor of employee well-being and job
performance (i.e., decision making and safety; [28,29]).

Organizational sleep research has conceptualized sleep in terms of the quantity and quality of
sleep [17,30–32]. Sleep quantity is defined as the amount of time a person remains in a sleeping
state [28], while sleep quality is defined as “the ability of an individual to fall asleep and stay asleep,
the number of times he/she wakes up at night, and the feeling of restfulness upon waking” ([17], p. 683).
Some studies have demonstrated that both sleep quality and quantity have the same effects on outcomes,
such as health, well-being, and cognition [28], while others have shown that sleep quality is more
strongly correlated with such outcomes than sleep quantity [17,33]. Accordingly, we focus on sleep
quality and examine insomnia symptoms, including difficulty falling asleep, difficulty staying asleep,
and experiencing nonrestorative sleep [34] as indicators of a poor sleep quality.

While it is possible that a poor sleep quality endangers employees’ job insecurity threats by
increasing their emotional exhaustion, we propose that the reverse relationship between job insecurity
and sleep quality that is mediated by emotional exhaustion has a stronger theoretical foundation.
The positive relationship between job insecurity and emotional exhaustion has been well supported
in the literature [25]. Shin and Hur [8] found that the positive link between job insecurity and job
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performance was mediated by emotional exhaustion. Our proposed mediating effect of emotional
exhaustion between job insecurity and insomnia symptoms can be explained by AET, postulating
that negative workplace events cause employees to experience negative emotions, which then trigger
negative behavioral responses [16]. The job insecurity literature has shown that job insecurity is a
primary negative event associated with work. Salespersons experience threats of job insecurity at
work, which develops into negative emotional reactions, such as a low level of emotional energy and
vigor, as well as a high level of anxiety, helplessness, and hopelessness [35]. We propose that emotional
exhaustion triggered by job insecurity leads to negative behavioral reactions, which discourage
salespersons from engaging in their work and then negatively affect their sleep quality. Drawing on
AET and empirical findings, we propose that job insecurity is positively related to insomnia symptoms
by stifling emotional exhaustion, which leads to the following mediation effect:

Hypothesis 1. The positive relationship between salespersons’ experienced job insecurity and insomnia
symptoms is mediated by emotional exhaustion.

2.2. The Moderating Effect of Organizational Control

Organizational control systems play a key role in determining the contextual factors that influence
salespersons’ attitudes and behaviors in a desirable manner [36]. Salespersons often work under an
organizational control system (e.g., either outcome-based control or behavior-based control) during
service encounters with customers. Experiencing job insecurity in a different context may lead to a
different level of emotional exhaustion, unlike that associated with job insecurity by itself. In accordance
with the JD-R model, we predict that organizational outcome-based control and behavior-based control
have different moderating effects on the link between job insecurity and emotional exhaustion.
More specifically, we propose that organizational outcome-based control functions as a job demand,
which strengthens the positive association between job insecurity and emotional exhaustion, whereas
behavior-based control serves as a job resource, which attenuates this relationship.

A behavior-based control system requires managers to have more time to communicate with
salespersons through close monitoring and supervision in order to attain desired goals [37]. Under a
behavior-based control system, managers are likely to have more information about salespersons’
effort during service encounters with customers and be able to provide substantial support, care,
and managerial direction, which enhances salespersons’ trust in the organization and satisfaction
towards their jobs [38,39]. Previous studies have found that a behavior-based control system is positively
associated with several employee outcomes, such as sales skills and motivation, job satisfaction, trust
in supervisors, and behavior performance [40]. By contrast, outcome-based control systems are based
on objective measures of the outcomes (i.e., a salesperson’s sales volume, revenue, or quota attainment)
that are demanded by the firm, and salespersons are fully responsible for their accomplishment,
with little monitoring of salespersons by management [41]. Under an outcome-based control system,
salespersons tend to have substantial autonomy in performing their jobs (e.g., they may choose their
own sales strategies) and are tightly evaluated and rewarded for positive outcomes, such as a high sales
volume, market share, and profit contribution [38]. Since salespersons’ compensation is determined by
output standards, managers provide little support and have little concern for employees, which may
lead to a substantial performance risk, job pressure, and role stress on salespersons [40].

We propose that an interaction effect between job insecurity, high outcome-based control, and low
behavior-based control may increase emotional exhaustion. Salespersons are likely to take a greater
amount of time to fulfill their sales order in the context of a high level of job uncertainty due
to the feeling of job insecurity. Based on the JD-R model, a lack of supervisor support and job
pressure under an outcome-based control system function as important job demands, which can cause
salespersons to be frustrated and discouraged, leading to a decrease in job satisfaction and commitment
to organizations [41,42]. Moreover, salespersons are less likely to have perceptions of fairness in
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terms of rewards and punishments if mangers have less chance to observe and accurately measure
certain aspects of salespersons’ contributions [41]. Outcome-based control allows a salesperson to
receive compensation based on the extent to which the organizational goals, such as sales volumes,
are accomplished, as opposed to the process requirements, which increases job stress and pressure and,
in turn, may increase emotional exhaustion. In short, salespersons who are emotionally exhausted due
to job insecurity are likely to be even more exhausted, because they operate under higher outcome-based
control and lower behavior-based control systems. Based on the preceding discussion, we advance the
following hypothesis:

Hypothesis 2. There is a three-way interaction between salespersons’ job insecurity perception, outcome-based
control, and behavior-based control, which is mediated by emotional exhaustion, such that the positive effect of
salespersons’ job insecurity perception on emotional exhaustion is strongest when outcome-based control is high
and behavior-based control is low.

Our study suggests a three-way interaction mediation model to comprehensively account for the
relationship between salespersons’ job insecurity and sleep quality (i.e., insomnia symptoms), such that
the support provided by control systems is likely to strengthen or mitigate the indirect relationship
between job insecurity and insomnia symptoms through emotional exhaustion. In our article,
job demands, such as performance pressure generated from outcome-based control, mitigate the positive
relationship between job insecurity and insomnia symptoms via emotional exhaustion, whereas job
resources (e.g., feedback for improving salespersons’ selling skills) generated by behavior-based control
reduce the positive link between job insecurity and insomnia symptoms via emotional exhaustion.
Drawing on JD-R theory, we further propose that both outcome-based and behavior-based control
systems play a moderating role in the mediating effect of emotional exhaustion on the relationship
between job insecurity and insomnia symptoms. By adding resources and reducing demands,
an outcome-based control system tends to attenuate the indirect effect of job insecurity on insomnia
symptoms through emotional exhaustion. By contrast, a behavior-based control system is likely to
increase job resources in handling a potential job loss situation. Under higher outcome-based and lower
behavior-based control systems, job insecurity should be related to increased emotional exhaustion,
leading to an increase in negative sleep quality (i.e., insomnia symptoms). Based on the preceding
discussion, we advance the following hypotheses:

Hypothesis 3. There is a three-way interaction between salespersons’ job insecurity, outcome-based control,
and behavior-based control on insomnia symptoms, which is mediated by emotional exhaustion, such that the
positive indirect effect of salespersons’ job insecurity on insomnia symptoms mediated by emotional exhaustion is
strongest when outcome-based control is high and behavior-based control is low.

3. Methods

3.1. Data Collection and Sample

Our sample comprised salespersons in several sales organizations (e.g., department stores,
the insurance industry, and the retail sector), who were recruited by a web-survey agency, located
in the Republic of Korea. This web-survey organization possessed a subject pool of 1.2 million
Republic of Koreans, who provided their occupation at the time of registration for online membership.
Such web-survey panels have been employed as a credible source for accessing various samples
(e.g., [43,44]). The web-survey agency allowed us to contact its members who worked in the service
sector and solicit their participation in research on work environment and job stress (i.e., job insecurity
and insomnia symptoms) [45]. The participants were assured of anonymity and confidentiality.
We gathered their demographic information from the online survey. The participants received about
USD 3 as a reward for their survey response.
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We used a two-wave study model in order to reduce CMV and define the casual linkage between
job insecurity and insomnia symptoms. We distributed the Time 1 (T1) survey in July 2019 and the Time
2 (T2) survey in October 2019. The T1 survey comprised items evaluating job insecurity, emotional
exhaustion, output-based control, and behavior-based control, as well as positive (PA) and negative
affect (NA) and social desirability biases, while the second (T2) survey included the measurement of
insomnia symptoms. Of the 318 salespersons who responded to the T1 survey, 187 completed the T2
survey (retention rate = 58.8%). To test research hypotheses with a power of 0.80 and a significance
level (alpha) of 0.05 [46], we calculated the optimal sample size using the G * Power sample size
calculator [47], which recommended a sample size ranging between 118 and 143 for a medium effect
size (0.15). Our sample size (n = 187) exceeded this criterion. Fifty-nine percent of the subjects were
women. The average age and organizational tenure of the respondents were 37.96 (SD = 8.90) years
and 5.16 years (SD = 4.65), respectively. The education level of the respondents varied: graduate school
(3.7%), four-year university (42.2%), two-year college education (21.4%), and a high school education
(32.6%). The subjects reported 5.16 (SD = 4.65) years of average work experience.

3.2. Measurement

As the original survey instruments were written in English, they were translated into Korean
and then back-translated, checked, and validated by bilingual management scholars [48]. Except
for insomnia symptoms, all the other variables were assessed on a five-point Likert-type scale (1 =

“strongly disagree,” 5 = “strongly agree”) (see Table 1).
Job insecurity. Job insecurity was measured with four items from De Witte’s [49] and Schreurs et

al.’s [50] studies. An example of the items is “There is a risk that I will lose my present job in the near
future.” (α = 0.89).

Emotional exhaustion. Emotional exhaustion was measured using four items from Maslach and
Jackson’s [51] study. A sample measurement is “I feel emotionally drained from my work” (α = 0.83).

Insomnia symptoms. Participants responded to four items on a scale, ranging from 1 (less than
once per month) to 5 (every day) [34], regarding the extent to which they experienced insomnia
symptoms (i.e., sleep quality) over the previous six months [52]. An example item is “woke up several
times during the night” (α = 0.87).

Organizational control system. Outcome-based control (e.g., “My supervisor monitors the extent
to which I attain my performance goals”; α = 0.93) and behavior-based control (e.g., “My supervisor
evaluates whether I provide a courteous service to customers”; α = 0.96) were each measured using
three items from the study of Rodrigues et al. [37].

Table 1. The measurement scales results of confirmatory factor analysis.

Construct Measurement Items λ

Job Insecurity

I am sure that I will be able to keep my job. ® 0.85
There is a risk that I will lose my present job in the near future. 0.83

I feel uncertain about the future of my job. 0.73
I think that I will lose my job in the near future. 0.90

Emotional
Exhaustion

I feel emotionally drained from my work. 0.83
I feel fatigued when I get up in the morning and have to face another

day on the job. 0.75

I feel burned out from my work. 0.76

Insomnia
Symptoms

I had trouble falling asleep. 0.82
I had trouble staying asleep (including waking up too early). 0.82

I woke up several times during the night. 0.92
I woke up after my usual amount of sleep feeling tired and worn out. 0.61
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Table 1. Cont.

Construct Measurement Items λ

Outcome-based
Control

My supervisor establishes specific performance goals for my job. 0.75
My supervisor monitors the extent to which I attain my performance

goals. 0.84

If my performance goals were not met, I would be required to explain
why. 0.66

Behavior-based
Control

My supervisor evaluates whether I provide a courteous service to
customers. 0.86

My supervisor evaluates my ability to deal innovatively with unique
situations and/or discover customer needs. 0.93

My commitment to customers is evaluated by my supervisor. 0.83

Positive
Affectivity

Active 0.74
Attentive 0.89

Alert 0.69

Negative
Affectivity

Nervous 0.79
Scared 0.88

Ashamed 0.55

Social
Desirability Bias

I am always courteous, even to people who are disagreeable. 0.63
There have been occasions when I took advantage of someone. 0.50

I sometimes try to get even, rather than forgive and forget. 0.62
I sometimes feel resentful when I don’t get my way. 0.69

No matter whom I’m talking to, I’m always a good listener. 0.69

χ2
(322) = 508.96; p < 0.05, CFI = 0.93, TLI = 0.92, RMSEA = 0.06, SRMR = 0.06

Note: ®= reversed scale.

We employed gender, age, job tenure, education, job status, and PANAS (positive emotion
(PA) and negative emotion (NA)) as control variables, due to their hidden confounding effects on
emotional exhaustion (e.g., [8,53,54]) and insomnia symptoms (e.g., [55–57]). In addition, because our
surveys treated sensitive issues (e.g., job insecurity), we needed to add social desirability bias as a
covariate [8,58]. Social desirability bias was measured with five items from the short social desirability
bias scale of Hays et al. [59]. Example scales include “I am always courteous, even to people who are
disagreeable” and “There have been occasions when I took advantage of someone” (α = 0.74). Lastly,
we measured PA (α = 0.81) and NA (α = 0.77) using each of the three items from “The International
Positive Affect and Negative Affect Schedule Short Form” [60].

4. Results

4.1. Descrptive Stastistics, Reliability amd Validity

Table 2 provides the means, standard deviations, Cronbach’s alpha, and correlations of the
research variables. The Cronbach’s alphas for the variables ranged from 0.71 to 0.90, which presents
a satisfactory level of reliability [61]. To assess the convergent and discriminant validity, we used a
confirmatory factor analysis (CFA) with the M-plus 8.4 software. As reported in Table 1, the suggested
eight-factor model (i.e., job insecurity, outcome- and behavior-based controls, emotional exhaustion,
insomnia symptoms, social desirability bias, PA, and NA) exhibited an acceptable fit in an absolute
sense (χ2

(322) = 508.96; p < 0.05; CFI [comparative fit index] = 0.93; TLI [Tucker–Lewis index] = 0.92;
RMSEA [root mean square error of approximation] = 0.06; SRMR [standardized root mean square
residual] = 0.06). Furthermore, the eight constructs displayed a sufficient level of composite reliability,
ranging from 0.77 to 0.91 (see Table 2). Additionally, we assessed the discriminant validity among the
constructs based on Fornell and Larcker’s [62] procedure. Table 2 shows that all average variances
extracted (AVEs) were larger than the squared correlation between the target construct and any of the
other constructs.
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Table 2. Means, standard deviations, and correlations.

M SD α CR 1 2 3 4 5 6 7 8 9 10 11 12 13

1. Gender 0.41 0.49 − − −

2. Age 37.96 8.90 − − 0.07 −

3. Education (year) 14.34 1.87 − − 0.16 * 0.04 −

4. Job Tenure 5.16 4.65 − − 0.05 0.42 ** 0.05 −

5. Job Status 0.65 0.48 − − −0.13 † −0.17 * 0.05 −0.06 −

6. Social Desirability Bias 3.56 0.55 0.71 0.77 0.01 −0.03 0.09 −0.11 0.05 0.40
7. Positive Affectivity 2.51 0.84 0.81 0.82 0.18 * 0.02 0.08 −0.12 0.08 0.20 ** 0.61

8. Negative Affectivity 2.90 0.90 0.77 0.79 −0.16 * −0.33 ** −0.05 −0.08 0.02 −0.05 −0.15 * 0.57
9. Job Insecurity 2.80 0.95 0.89 0.90 0.02 −0.00 −0.10 0.06 −0.11 −0.04 −0.17 * 0.18 * 0.69

10. Emotional Exhaustion 3.28 0.81 0.83 0.82 −0.21 ** −0.31 ** −0.21 ** −0.06 0.06 −0.08 −0.33 ** 0.56 ** 0.26 ** 0.61
11. Insomnia Symptoms 2.93 0.92 0.87 0.88 −0.17 * 0.02 −0.16 * 0.03 −0.08 −0.24 ** −0.13 † 0.20 ** 0.18 * 0.38 ** 0.64

12. Outcome-Based Control 2.91 0.93 0.79 0.80 0.10 0.06 0.01 0.03 −0.05 0.20 ** 0.29 ** 0.02 −0.06 0.03 −0.01 0.57
13. Behavior-Based Control 3.01 0.96 0.90 0.91 0.10 −0.05 0.05 0.01 0.03 0.18 * 0.23 ** 0.07 −0.01 0.07 −0.03 0.55 ** 0.76

Note: † p < 0.10, * p < 0.05, ** p < 0.01. Numbers along the diagonal are the average variances extracted (AVEs). CR = composite reliability. Gender: 0 = female, 1 = male. Employment
status: 0 = contract, 1 = permanent.



Healthcare 2020, 8, 422 9 of 17

As we depended on self-reported surveys, we investigated the possibility that the subjects’
responses were influenced by common method variance (CMV). CMV is defined as variance that is
attributable to the systematic measurement error rather than the study constructs that the measures
represent [63]. It is widely assumed that common method bias inflates relationships between variables
measured by self-reports [64]. To reduce CMV, we directly assessed the social desirability bias and
employed the control variable to reduce the common method bias. Furthermore, we employed
Harman’s single-factor model as a statistical remedy [65]. All measures of the goodness of fit presented
a worse fit for the single-factor model than for the CFA model (χ2

(350) = 1770.76; p < 0.05, CFI = 0.32,
TLI = 0.27, RMSEA = 0.15, SRMR = 0.13). These results confirm that CMV does not pose a serious
threat to the empirical rigor of our analyses.

4.2. Test of Hypotheses

To test our research hypotheses, we used the following steps. First, we investigated a simple
mediation effect to test Hypothesis 1. Next, to estimate the moderation and moderated mediation
effects (Hypothesis 2 and 3), we conducted a three-way moderated mediation analysis. Prior to the
moderation and moderated analyses, all non-discrete variables were mean-centered [66]. To analyze
the mediation, three-way moderation, and three-way moderated mediation effects, we used an M-plus
macro developed by Hayes [67] and Stride et al. [68].

Hypothesis 1 suggested that the positive association between salespersons’ job insecurity and
sleep quality (i.e., insomnia symptoms) was mediated by emotional exhaustion. We investigated the
mediation hypothesis using a bootstrapping (N = 5000) technique, a statistical resampling procedure
that estimates the standard deviation of a model from a sample [67]. The results confirmed that,
controlling for several covariates, the positive effect of job insecurity on insomnia symptoms was
mediated by emotional exhaustion and was significant (b = 0.052, 95% CI = [0.005, 0.115]). Moreover,
when emotional exhaustion was included in the model, the direct effect of job insecurity on insomnia
symptoms was no longer statistically significant (b = 0.076, 95% CI = [−0.054, 0.210]), suggesting a full
mediation (see Table 3). Therefore, Hypothesis 1 was supported.

Table 3. Test of the mediation effect of emotional exhaustion.

Path Effect (b) 95% CIlow 95% CIhigh

Total Effect
Job Insecurity→ Insomnia Symptoms 0.128 −0.019 0.273

Direct Effect
Job Insecurity→ Insomnia Symptoms 0.076 −0.054 0.210

Indirect Effect
Job Insecurity→ Emotional Exhaustion→ Insomnia Symptoms 0.052 0.005 0.115

Note: the coefficient is unstandardized.

Hypothesis 2 proposes a three-way interaction between job insecurity, outcome-based control,
and behavior-based control mediated by emotional exhaustion, such that the positive relationship
between job insecurity and emotional exhaustion associated with work is strongest when outcome-based
control is high and behavior-based control is low. In support of Hypothesis 2, the three-way interaction
between job insecurity, outcome-based control, and behavior-based control mediated by emotional
exhaustion was significant (b = −0.08, p < 0.05) (see Table 4). We then conducted a simple slope analysis
(plotting simple slopes at ± 1 SD of the moderator), and the three-way interaction is shown in Figure 2.
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Table 4. Test of the moderating effects of outcome-based and behavior-based controls.

Variables
Emotional Exhaustion Insomnia Symptoms

b(se) b(se)

Gender −0.09 (0.09) −0.22 (0.13) †

Age −0.02 (0.01) * 0.01 (0.01) †

Education −0.06 (0.02) ** −0.02 (0.03)
Job Tenure 0.00 (0.01) −0.01 (0.01)
Job Status 0.16 (0.09) † −0.17 (0.13)

Social Desirability Bias 0.06 (0.09) −0.34 (0.11) **
Positive Affectivity −0.26 (0.06) ** 0.09 (0.08)

Negative Affectivity 0.36 (0.05) ** −0.01 (0.08)
Job Insecurity 0.20 (0.06) ** 0.08 (0.07)

Outcome-Based Control (OC) 0.11 (0.06) †

Behavior-Based Control (BC) 0.01 (0.06)
Job Insecurity × OC 0.04 (0.06)
Job Insecurity × BC 0.01 (0.06)

OC × BC −0.12 (0.05) **
Job Insecurity × OC × BC −0.08 (0.04) *

Emotional Exhaustion 0.45 (0.10) **
R2 49.3% 23.9%

Moderated Mediation Index
Job Insecurity × OC × BC→ Emotional Exhaustion→ Insomnia Symptoms:

b = −0.038, 95% CI = [−0.083, −0.002]

Note: † p < 0.10, * p < 0.05, ** p < 0.01. The coefficient is unstandardized.
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Hypothesis 3 predicts a three-way interaction between job insecurity, outcome-based control,
and behavior-based control affecting insomnia symptoms through emotional exhaustion, such that
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the positive indirect relationship between job insecurity and sleep quality mediated by emotional
exhaustion is strongest when outcome-based control is high and behavior-based control is low.
This three-way-moderated mediation effect was significant (b = −0.038, 95% CI = [−0.083, −0.002])
(see Table 4). Furthermore, as indicated in Table 5, the indirect effect of job insecurity on insomnia
symptoms through emotional exhaustion is stronger and significant (b = 0.136, 95% CI = [0.018, 0.323]),
where there is a high level of outcome-based control and a low level of behavior-based control than
under other conditions. These findings lend support to Hypothesis 3.

Table 5. Test of the conditional indirect effect of job insecurity on insomnia symptoms through emotional
exhaustion with different levels of outcome-based control and behavior-based control.

Moderating Variables

Outcome-Based Control Behavior-Based Control b Cl95%low Cl95%high

Low Level Low Level 0.038 −0.028 0.133
Low Level High Level 0.113 0.013 0.256
High Level Low Level 0.136 0.018 0.323
High Level High Level 0.076 0.019 0.162

Note. CI = confidence interval; b = unstandardized coefficient. High = M + 1 SD, Low = M−1 SD.

5. Discussion

We conducted this study to verify the positive mediation of emotional exhaustion between
salespersons’ job insecurity and insomnia symptoms. Further, the study tested the three-way
moderating effects of job insecurity, outcome-based control, and behavior-based control on the job
security–emotional exhaustion link. Results showed that salespersons’ job insecurity significantly
affected insomnia symptoms due to the three-month emotional exhaustion process. Furthermore,
the interaction between outcome-based control and behavior-based control increased the positive
relationship between job insecurity and insomnia symptoms (i.e., sleep quality) and also amplified
the positive indirect effect of job insecurity on insomnia symptoms through emotional exhaustion.
The positive indirect effect of job insecurity on insomnia symptoms through emotional exhaustion
was stronger for a high level of outcome-based control and a low level of behavior-based control than
under other conditions.

Previous research on job insecurity has proved that job insecurity leads to sleep problems [26,27],
which is consistent with the findings of our study. Our study further advances the job insecurity
literature by demonstrating emotional exhaustion as a mediating process between job insecurity and
insomnia symptoms. Job insecurity followed by emotional exhaustion can be largely damaging to
salespeople’s sleep quality since job insecurity is a major negative event at work that triggers sleep
problems. As in the case of salespeople in our study, their exposure to threats of job security has
often been associated with emotional exhaustion, which may heighten the frequency and the extent to
which they experience sleep problems such as insomnia symptoms [27]. In addition, the three-way
interaction design is one of the strengths of our study, which demonstrates that the positive effect
of salespersons’ job insecurity on emotional exhaustion is strongest when outcome-based control is
high and behavior-based control is low. The findings imply that such work contexts characterized
by a combination of a lack of supervisor support and high levels of job pressure (e.g., high level of
outcome-based control) and the substantial provision of supervisor support and low level of job pressure
(e.g., behavior-based control) may attenuate the impact of job insecurity on emotional exhaustion.

5.1. Theoretical Implications

There has been various prior research on the effects of job insecurity, but researchers have paid
relatively little attention to the role of job insecurity in sales contexts or boundary conditions. However,
these factors should be considered important in that they increase or decrease the negative effect of
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job insecurity. In this study, we employed emotional exhaustion as a mechanism that may explain
the relationship between salespersons’ job insecurity and impaired sleep. This study demonstrated
that the effect of job insecurity is strong enough to have a long-term negative impact on the quality
of sleep for salespersons. Furthermore, we sought to develop a model that addresses the effect of
job insecurity and its boundary conditions in the sales domain. The strength of our research design
is that we organized the research sample to include participants from various sales organizations.
This research design increases the generalizability of our findings to the entire sales sector.

Above all, our study revealed how the quality of sleep of service employees experiencing job
insecurity decreased, and under what conditions these negative effects were exacerbated. These findings
provide important insights into how to manage salespersons’ job insecurity. Another contribution of
our research is that we have enhanced our theoretical understanding of job insecurity by adopting
the AET and JD-R theories as important theoretical frameworks. Consistent with AET’s explanation,
our findings confirmed that negative emotional responses (i.e., emotional fatigue) serve as central
mediators of job insecurity’s positive effects on insomnia symptoms. Besides, our research verified that
organizational control systems exert a mediation effect. This finding supports the JD-R proposition that
work context facilitates the effect of workplace events on affective response. The results demonstrate
that the negative impact of workplace events (e.g., job insecurity) can be increased by a higher
job demand (e.g., outcome-based control) and a lower job resource (e.g., behavior-based control).
Our findings support AET in that they suggest that job insecurity is a critical work stressor that depletes
the emotional resources for sleep quality. Consistent with AET, results showed that salespersons who
are depleted of resources due to job insecurity are more sensitive to loss of social resources and more
emotionally exhausted. Moreover, we confirmed that salespersons’ sleep quality decreased when they
were exposed to job demand. Accordingly, this study expands the current theoretical explanation of
job security by introducing AET and JD-R as a framework for addressing servicepersons’ job insecurity.

Our study also suggests a comprehensive explanation of the roles of organizational control systems
in job insecurity through job demands and resources, as the boundary conditions of job insecurity.
This research first investigates a combination effect of outcome-based and behavior-based controls
on the relationship between job insecurity and employee outcomes. Job insecurity research adopting
the JD-R framework has identified a combination of outcome-based and behavior-based controls
moderating the positive impact of job insecurity on insomnia symptoms. When outcome-based
control and behavior-based control were combined, the effects of job insecurity perception on sleep
disorders mediated by emotional exhaustion were changed. These results strongly prove that the
effects of job insecurity become worse in situations where salespersons get higher outcome-based
control and lower behavior-based control. In addition, the findings suggest that providing adequate
behavior-based controls and also preventing or reducing outcome-based controls helps employees
cope with job insecurity.

5.2. Practical Implications

Research findings offer some practical implications for job insecurity management in the sales
sector. As our research reveals, job insecurity is a relevant work stressor that causes salespersons’
emotional exhaustion and impaired sleep quality. Freeing salespersons from concerns about job
insecurity is likely to be the best solution for job insecurity issues. However, digital technologies
are rapidly replacing salespersons’ roles in recent years, which makes job insecurity an unavoidable
phenomenon for salespersons [2,8]. In order to minimize salespersons’ perceptions of job insecurity,
sales organizations should offer appropriate interventions or training programs to enhance employees’
confidence and self-efficacy [1]. Furthermore, to reduce emotional exhaustion due to job insecurity, sales
organizations also might consider offering a diverse range of personal-level resources (e.g., develop
programs to enhance job calling, emotional resilience, and control quotient) and organizational-level
resources (e.g., prepare formal rules and informal norms to promote empowerment).
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Second, sales managers must have a clear understanding of the conditions which can exacerbate
or elevate the effects of job insecurity on employee outcomes. In this study, organizational control
systems (i.e., outcome-based and behavior-based controls) turned out to present such boundary
conditions. While the majority of sales organizations implement a mixed approach of combining both
outcome-based and behavior-based controls to accomplish desirable goals (e.g., [20,23]), previous
studies have not provided substantial guidelines for an effective design and implementation [19].
Our results demonstrated that a trade-off moderating the effects of outcome-based and behavior-based
controls exists between job insecurity perception and affective response. While previous researchers
have shown that output control might trigger short-term thinking [19], competitive pressure
or a short-term sales focus may also engender negative psychological and psychical responses
(e.g., emotional exhaustion, ego-depletion, and sleep difficulties), which can potentially damage
job-related confidence or self-efficacy. However, behavioral control requires managers to be actively
involved in directing, training, and evaluating their employees. [20]. When sales organizations train
and direct their salespersons in a situation of high job insecurity, salespersons may present signals, such
as long-term employment. Thus, sales organizations must design appropriate control mechanisms
when managing salespersons.

6. Limitations and Directions for Future Studies

The limitations of this study are as follows. First, it should be noted that while there are many
factors associated with sleep quality (e.g., insomnia symptoms), we only examined sleep in a general
sense. As sleep is conceptualized in terms of quantity [28] and quality [17,30], it is necessary to
disentangle the different relationships between job insecurity, emotional exhaustion, sleep quality,
and sleep quantity.

Second, although we revealed emotional exhaustion as a bridging process between job insecurity
and sleep quality, we did not employ affective or cognitive responses as mediators. As suggested in
the study by Bernhard-Oettel et al. [26], procedural justice mediates the positive relationship between
job insecurity and sleep difficulties in the within-person model. Therefore, to elaborate the relationship
between job insecurity and sleep problems, we recommend introducing several mediators and testing
them as a future study agenda.

Third, there may exist other mediators (e.g., work engagement, ego depletion, job stress,
and burnout) between job insecurity and insomnia symptoms. Besides, potential moderators
(e.g., emotion regulation ability, emotional intelligence, and mindfulness) can increase or decrease the
strength of the relationship between job insecurity and emotional exhaustion.

Fourth, as we only collected data from service employees, our sample may not represent the
entire employee population. While job stress research has stressed the importance of job insecurity
in the service sector (e.g., [69]), the relationship between job insecurity, emotional exhaustion, sleep,
and organizational control systems needs to be validated in more diverse industries. In addition,
because frontline service employees’ jobs are resource-draining, they require more job resources and
fewer job demands. For this reason, the effect of organizational control systems may have turned
out to be significant in our sample. However, to accurately capture the effect of outcome-based
and behavior-based controls on job insecurity and sleep quality mediated by emotional exhaustion,
more diverse samples from different occupations need to be considered.

Fifth, future research may consider the side-effects of behavior-based control on emotional
exhaustion and sleep quality. Some studies have also suggested that tight control and close
attention of supervisors under a behavior-based control system make employees have less freedom
and empowerment for strategy adoption in customer interactions and service provision [18,36].
Tight direction and emotionally demanding interactions with supervisors could be another source of
job demand that boosts salespeople’s emotional exhaustion in the context of job incivility. Future studies
must consider these side-effects of behavior-based control on employee outcomes.
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Finally, the severity of job insecurity in South Korea [70] may have contributed to our findings
of the strong negative effect in the sample of South Korean employees. Overall, we recommend that
future scholars cross-validate our findings with diverse samples from different countries and regions.
Furthermore, as the sample size of this study was small, all results of this research should be interpreted
cautiously. Further studies must attempt to replicate these findings using a large sample.

7. Conclusions

This study contributes to the advancement of job insecurity research by developing and testing
a moderated mediation model of job insecurity using South Korean service employee samples.
Our findings add meaningful value to the theoretical advances in related research by delineating
boundary conditions that strengthen or weaken the relationship between job insecurity and insomnia
symptoms through emotional exhaustion. Although we focused on outcome-based control and
behavior-based control as a key source of organizational control, by conducting future investigations
that introduce other forms of organizational control (e.g., ability control or normative control)
as additional moderators, researchers can supplement the results of the current research and enrich the
understanding of boundary conditions affecting job insecurity.
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