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Suicidal Ideation Among Working Adults:
A Moderated Mediation Approach
by Lanxi Wang

Abstract

Suicide is prevalent among people of working age. The profound impacts of employee suicide on
both the individual and the workplace call for research on suicide risk and protective factors
present at work. In the current study, | proposed and tested two moderated mediation models that
connect meaningfulness of work and transformational leadership, respectively, with feelings of
hopelessness, depression, and suicidal ideation among employees under the boundary condition
of experienced job stressors. Cross-sectional survey data were collected from 600 working adults
recruited through Prolific. Results suggested that meaningfulness of work and transformational
leadership were associated with lower levels of hopeless and depression, which were further
associated with lower suicidal ideation. Further, the positive impacts of work meaning and
transformational leadership on employee suicidal ideation were attenuated when job stressors
were perceived to be high. Theoretical and practical implications of this study are discussed.
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Suicidal Ideation Among Working Adults:
A Moderated Mediation Approach

Suicide is among the leading causes of death in North America. It has been estimated that
approximately 4,000 people in Canada die by suicide each year (Government of Canada, 2020a).
Research suggests that one of the highest-risk groups for suicide are employed individuals, with
70% of all suicide deaths being among people of working age (Mustard et al., 2010; Yip &
Caine, 2011). The economic burden of employee suicide and self-harm can be as high as $3
billion per year, including direct costs (e.g., cost of healthcare services) and indirect costs
associated with loss productivity, absenteeism, and turnover at work (Government of Canada,
2020b). Exposure to the suicide of a colleague in a workplace setting has been associated with
increases in subsequent mental health issues and suicidal thoughts among loss survivors (Jordan,
2017). Employee suicide may also lead to a decrease in workplace morale, functioning and
productivity, and damage to the organization’s image (Kato, 2014; Kinder & Cooper, 2009).
Taken together, the high prevalence and negative impacts of suicide on workplaces present a
clear motivation for organizations to address and prevent employee suicide.

Work constitutes a major part of adult life; many spend nearly 50% of their waking hours
at work (Tudor-Locke et al., 2011). Employment can contribute to improved quality of life,
mental health, and social inclusion (Evans & Repper, 2000). Work life might also enrich other
aspects of life, generating a wide range of resources that can be used to handle nonwork-related
challenges and commitments (Greenhaus & Powell, 2006). On the other hand, work can be a
source of dissatisfaction and prolonged stress, which might consume employees’ physical,
mental, and emotional resources, leading to the development of mental health challenges

(Baumert et al., 2014; Greenhaus & Beutell, 1985). For example, factors such as excessive
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workload, lack of control, adverse physical working conditions, and interpersonal conflict and
violence have been found to contribute to increased risk for depression (Bonde, 2008) and
suicide (Baumert et al., 2014) among employees. Considering the critical role of work in
individuals’ mental health and well-being, it is of importance to explore resources available at
work that could help prevent the development of suicidal thoughts and how work, on the other
hand, might diminish such resources and exacerbate suicidal ideation. Accordingly,
organizations might consider preventing workplace suicide by providing resources at work to
support employee mental health.

In my research, | focused specifically on suicidal ideation. Suicidal ideation, defined as a
range of contemplations, wishes, and preoccupations with death and suicide, has been identified
as an immediate precursor to suicide attempts (Czyz & King, 2015; Harmer et al., 2022; Nock et
al., 2008). Individuals with high persisting levels of suicidal ideation demonstrate greater odds of
attempting suicide, compared to those with rapidly declining or constant low levels of suicidal
ideation (Czyz & King, 2015; Madsen et al., 2016). Although suicidal ideation does not
necessarily lead to subsequent suicide attempts, it has been found to be strongly predictive of
suicide deaths, injury, hospitalization, loss of liberty, and increased financial burdens (Klonsky et
al., 2016). Understanding the nature and development of suicidal ideation in a workplace context
might help organizations identify ways to mitigate risk of suicide among employees.

Although antecedents and consequences of suicidality have been extensively studied in
various areas of psychology (e.g., Glenn et al., 2018), the influence of workplace factors on
suicidal ideation has received relatively less scholarly attention. Previous organizational studies
examining the association between work-related factors and employee suicide have typically

used levels of hopelessness as an indicator of suicide risk instead of directly measuring suicidal
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ideation or other suicide-related outcomes (e.g., Miller et al., 2019), which limited their ability to
draw firm conclusions. Therefore, my research aimed to fill this gap and investigate work-related
factors that might exacerbate or alleviate suicidal ideation among employees.

Drawing upon the Conservation of Resources Theory (COR; Hobfoll, 1989, 2011), my
research highlighted the role of workplace resources in linking work with employee suicidal
ideation. Specifically, my goal was to explore protective functions of workplace resources, i.e.,
meaningfulness of work and transformational leadership, against suicidal ideation and the
detrimental effect of the resource-draining factor of job stressors. | proposed that
transformational leadership and meaningfulness of work are indirectly associated with alleviated
suicidal ideation through lowered feelings of hopelessness and depression; however, such
protective functions are dependent on the level of experienced job stressors. Findings from this
study would provide insights into the influence of workplace factors on suicide and have
important implications for workplace suicide prevention programs.

Hopelessness, Depression, and Suicidal Ideation: The Conservation of Resource Theory

It has been well-established that feelings of hopelessness and depression are significant
precursors to the development of suicidal ideation (Beck et al., 1993; Ribeiro et al., 2021).
Previous research suggests that hopelessness and depression are possible mechanisms connecting
common suicide risk factors, including negative life events (Konick & Gutierrez, 2005), chronic
pain (Tang & Crane, 2006), insomnia (Woosley et al., 2014), and family dysfunction
(Ahookhosh et al., 2017), with suicidal ideation. In the workplace context, research has found
that high job demand, work-life conflict, and low task variety and autonomy are associated with
suicidal ideation and attempts through increased depression and hopelessness (Howard &

Krannitz, 2017). However, previous research on employee suicide mainly focuses on individuals
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working in high-risk occupations, such as military members, farmers, and medical professionals
(Howard et al., 2022; Roberts et al., 2013), neglecting the risk of suicide among general working
populations. Further, it is less clear whether depression and hopeless could explain the
relationship between protective factors in the workplace and alleviated suicidal ideation. Thus,
the current research addressed the gaps by examining depression and hopelessness as the
underlying mechanisms connecting various positive and negative workplace factors with suicidal
ideation in a sample of working adults.

The current research explored employee suicide applying the Conservation of Resources
Theory (COR; Hobfoll, 1989, 2011), highlighting the role of resource in the process by which
workplace factors impact suicidal ideation. According to the COR Theory, individuals are
motivated to gain resources and prevent resource loss; when experiencing resource depletion or a
lack of gain following resource investment, individuals would feel heightened distress and
experience diminished well-being (Hobfoll, 2011; Schaufeli & Bakker, 2004). In the workplace
context, resources could be understood as things that employees centrally values and those that
can help to achieve their personal and career goals, such as time, energy, autonomy, self-
efficacy, and psychological capital (Culbertson et al., 2010; Halbesleben & Rathert, 2008;
Hobfoll, 2011). When employees lose or experience threats to valued resources over an extended
period of time, they likely develop feelings of hopelessness and depression in the face of
diminishing returns, perceiving little power over their jobs and their situation as unchangeable
(Faragher et al., 2005; Howard et al., 2022; Howard & Krannitz, 2017). As a result, employees
might see suicide as a way out of their “insoluble problems” (Beck et al., 2006; Howard &
Krannitz, 2017). On the other hand, employees who are able to acquire, maintain, and foster

necessary resources at work might be able to not only meet their current work demand but also
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guard against future resource loss (Avey et al., 2010; Wright & Hobfoll, 2004), thus preventing
feelings of hopelessness, depression, and ultimately the development of suicidal ideation.

Hopelessness is identified as a core component of depression; researchers have suggested
that these two constructs share considerable overlapping components (Beck, 1967; Henkel et al.,
2002). However, despite that both hopelessness and depression have been found to result from
resource depletion and correlate with the severity of suicidal ideation, researchers have argued
that hopelessness exists independently from depressive episodes as individual attitudes
representing vulnerability and risk factor for suicide (Elliott & Frude, 2001; Henkel et al., 2002;
Troister & Holden, 2013). Thus, it might be valuable to investigate hopelessness and depression
as independent mediators connecting workplace factors and employee suicidal ideation. Indeed,
previous studies suggest that hopelessness and depressive symptoms might demonstrate different
patterns of association with suicide (Horwitz et al., 2017). For example, in both community and
clinical samples, research has found that hopelessness was more directly related to suicidal intent
than depression (Dyer & Kreitman, 1984; Groholt et al., 2006; Kuo et al., 2004; Wetzel et al.,
1980; Zhang & Li, 2013). In contrast, other researchers found that depression, but not
hopelessness, was a predictor of suicidal ideation among samples of high-risk psychiatric patient
(Prinstein et al., 2008). Such inconsistency calls for additional research to clarify the relationship
between hopelessness, depression, and suicidal ideation in various populations, including
working adults.

Taken together, the workplace presents a range of positive and negative factors that
contribute to fluctuations in individuals’ resource repertoire, which might have further
implications on their mental health and well-being (Nielsen et al., 2017). Therefore, | used COR

theory as the theoretical foundation to explore how meaningfulness of work, transformational
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leadership, and the experiences of job stressors might contribute to individuals’ resource gain or
loss, and as such, affect their suicidal ideation. Further, | examined feelings of hopelessness and
depression as separate mechanisms that connect work with employee suicide ideation.
Meaningfulness of Work and Employee Suicidal Ideation

Previous research on employee mental health has largely focused on the role of stressors
and challenges at work in the development of mental health problems (e.g., Hao et al., 2021).
Nevertheless, it is important to note that work itself can provide valuable resources for
employees and prevent the development of mental health issues (Glazer et al., 2014; Greenhaus
& Powell, 2006; Karatepe et al., 2018; Reis et al., 2015). Many people view their jobs as more
than simply a source of income that provides financial security, but as a career that gives
meaning and purpose and serves a greater goal in life (Howard & Krannitz, 2017; Steger et al.,
2012). Meaningfulness of work has been defined as a subjective experience that what one is
doing at work has personal significance, contributing to meaning in life as a whole while making
a positive impact on the greater good (Rosso et al., 2010; Steger et al., 2012). Meaningfulness of
work has been found to be important for human motivation and well-being (Steger et al., 2013).
At workplaces, perceived meaningfulness of work is associated with positive outcomes,
including increased organizational commitment, organizational citizenship behaviour, job
satisfaction, engagement, and decreased turnover intention and long-term sickness absence
(Arnoux-Nicolas et al., 2016; Clausen et al., 2010; Duffy et al., 2015; Maharaj & Schlechter,
2007; Steger et al., 2013).

According to Glazer et al. (2014), meaningfulness of work can be considered as an
important psychological resource. In line with the COR theory (Hobfoll, 1989, 2011),

meaningfulness might provide resources that contribute to employees’ capacity to deal with
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work-related stresses and challenges, prevent excessive resource loss, and promote resource gain
following resource investment at work. Specifically, individuals who experience meaningfulness
at work tend to be deeply and personally invested in their work, which in turn, might lead to
subsequent resource gains through fulfilled psychological needs, increased self-acceptance,
autonomy, and greater purpose in life (Howard & Krannitz, 2017; Steger & Dik, 2009;
Wrzesniewski et al., 2013). When facing high job demands, employees who view their job as
meaningful tend to generate and replenish depleted resources and prevent further resource loss,
thereby recovering from the potentially negative experience (Glazer et al., 2014). The experience
of meaningfulness at work might serve a protective role when employees encounter difficult
working conditions, increasing their capacity to cope with negative events and maintain health
and well-being in the face of diminishing resources (Clausen & Borg, 2011). Taken together,
individuals who view their job as an important source of meaningfulness might experience
decreased perceived and actual loss of resources and increased resource gain following
investment. Thus, it can be posited that meaningfulness of work serves as an important
workplace resource that contribute to decreased feelings of hopelessness and depression and
improved well-being.

Research supports that meaningfulness promotes mental health and serves a protective
role against psychological distress and hopelessness. Meaningfulness of work consistently
predicts positive mental health outcomes among employees, including improved well-being,
resilience, positive mood, and better psychosocial adjustment (Arnold et al., 2015; George &
Jones, 1996; Heath et al., 2020; Kamdron, 2005; Maharaj & Schlechter, 2007; Steger et al.,
2012; Wingerden & Poell, 2019). Meaningfulness of work may also reduce feelings of

hopelessness; individuals who experience meaningfulness are less likely to perceive their
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situations as unchangeable even when exposed to high work stress and demands (Howard et al.,
2022; Kost et al., 2018). Those who feel their work is meaningful tend to report lower levels of
hopelessness, emptiness, and stress when experiencing aversive working conditions (Isaksen,
2000). Regarding suicidal ideation, despite that ample research evidence exists to support that
meaning in life predicts decreased suicidal thoughts (e.g. Kleiman & Beaver, 2013), no study has
yet to explore whether meaningfulness of work would be associated with decreased suicidal
ideation through lowered feelings of hopelessness. Following the COR theory (Hobfoll, 1989,
2011), meaningfulness of work can be considered as an important workplace resource, enriching
employees’ resource pool and promoting a resource gain cycle (Hobfoll, 2011), which can lead
to lower feelings of hopelessness and suicidal ideation. Therefore, | hypothesized that:
Hypothesis 1a: Meaningfulness of work is negatively and indirectly related to suicidal ideation
through feelings of hopelessness.

Additionally, meaningfulness of work tends to alleviate the severity of mental health
symptoms among employees (Glazer et al., 2014). For example, meaningfulness of work has
been found to be negatively associated with stress, burnout, and depressive symptoms (Hamama-
Raz et al., 2021; Lips-Wiersma & Wright, 2012; Passmore et al., 2019; Treadgold, 1999). The
negative relationship between meaningfulness and depression remains significant after
controlling for job satisfaction (Allan et al., 2016). In contrast, low influence at work, loss of
meaning, and detachment from work have been associated with depression and increased risk for
suicide (Alderson et al., 2015; Feskanich et al., 2002; Niedhammer, Beque, et al., 2020;
Niedhammer, Coindre, et al., 2020). Extending this line of research, | explored the role of
depression in explaining the relationship between meaning of work and suicidal ideation.

Drawing upon COR theory, | proposed that meaning of work provides resources to employees
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and fosters a resource gain cycle (Hobfoll, 2011), which help them cope with mental health
symptoms including depression, and further prevents suicidal ideation. Accordingly, 1
hypothesized that:

Hypothesis 1b: Meaningfulness of work is negatively and indirectly related to suicidal ideation

through depressive symptoms.
Transformational Leadership and Employee Suicidal Ideation
At workplaces, positive leadership (i.e., a set of leadership behaviours that result in
subordinates’ experiencing positive emotions) may also provide employees with resources that
support their health and well-being (Kelloway et al., 2013; Montano et al., 2017; Nielsen et al.,
2008; O’Brien et al., 2022). Recent meta-analysis suggests that positive leadership styles are
associated with improved mental health states among followers, including reduced burnout and
stress and increased psychological functioning (Montano et al., 2017). Regarding suicide-related
outcomes, researchers suggest that leaders might play an important role in mitigating risk for
suicidal behaviours among employees (Boccio & Macari, 2014; O’Brien et al., 2022; Trachik et
al., 2021). Specifically, leaders could support at-risk employees by increasing mental health
awareness, promoting utilization of mental health support services, and creating a positive and
supportive work environment (Boccio & Macari, 2014). Workplace suicide prevention programs
that focus on leader awareness education and training have also been found to be effective in
reducing employee suicidal ideation and attempts (Knox et al., 2003; Takada & Shima, 2010).
Positive leadership might be considered as an important workplace resource (Nielsen et

al., 2017). Leaders could contribute to employees’ resource gain, prevent or alleviate resource
loss, and contribute to resource replenishment, thus serve a protective role against negative

experiences at work and mental health problems (Perry et al., 2010; Rousseau et al., 2014; Stein
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et al., 2021). Among various positive leadership styles, transformational leadership has been
found to be particularly influential in improving employees’ mental health conditions (Montano
etal., 2017). Transformational leadership emphasizes motivating followers to go beyond their
own self-interests for the sake of organizational goals, as well as to accept and achieve
challenging goals that the followers would not have pursued otherwise (Bass, 1999). More
specifically, transformational leaders are those who employ a visionary style of leadership, act as
a mentor, inspire and empower employees to make independent decisions, and provide attention,
support, and resources for employee development (Bass, 1999; Bass & Riggio, 2005).

From the COR perspective (Hobfoll, 1989, 2011), transformational leaders provide their
followers with resources through positive leadership characteristics (e.g., individualized
consideration; Bass & Riggio, 2005) and enriching social interactions (e.g., mentorship,
coaching, and feedback; Nielsen et al., 2017). For example, transformational leadership has been
shown to have a positive influence on increasing employees’ workplace resources, including
self-efficacy (Bayraktar & Jiménez, 2020), positive moods (Tsai et al., 2009), openness to
experience (Hildenbrand et al., 2018), and positive team climate (Liao & Chuang, 2007; Sheehan
et al., 2020), which further lead to improved employee performance and well-being. Support and
care from transformational leaders have been found to mitigate the negative impacts of resource-
draining organizational conditions on employees’ well-being, including high job demand
(Breevaart & Bakker, 2018), bullying (Dussault & Frenette, 2015), organizational change
(Bayraktar & Jiménez, 2020), and work-family conflict (Gillet et al., 2016). Therefore, it can be
posited that employees with transformational leaders who foster, enrich, and protect their
resources might have greater capacity to cope with stressful situations at work and thus prevent

the development of mental health problems.



SUICIDAL IDEATION AND WORK 15

Regarding suicidal ideation, transformational leaders might help alleviate employees’
feelings of hopelessness and suicidal thoughts through the provision of resources. When facing
stressful events and adverse work conditions, resources originated from transformation leaders,
such as supervisory support, information, social relations, self-efficacy, resilience, and optimism,
could help employees build up strong resource reserves in coping with negative work
experiences (Bayraktar & Jiménez, 2020; Kim et al., 2021). Further, transformational leadership
is beneficial to employees’ well-being such that the leaders recognize and act on their follower’
higher-order needs (Arnold et al., 2015). As a result, employees might be able to look beyond the
immediate challenges at work to focus on their higher-order needs and goals, thus alleviating the
sense of hopelessness. Taken together, it can be hypothesized that transformational leadership is
negatively associated with feelings of hopelessness and suicidal ideation among employees.
Building on the COR theory and existing research, | hypothesized:

Hypothesis 2a: Transformational leadership is negatively and indirectly related to suicidal
ideation through feelings of hopelessness.

In addition, transformational leadership might contribute to decreased suicidal ideation
among employees through alleviated depressive symptoms. From a social interaction
perspective, positive interactions and social support from transformational leaders represent
positive-inducing emotional incidents, which could contribute to employees’ interpersonal
resources, provoke positive affective experiences, and increase their sense of belongingness and
connectedness (Anestis et al., 2008; Cooper et al., 2018; Tan & Xia, 2021; Van Orden et al.,
2008). Indeed, Tan and Xia (2021) found that social support from leaders was negatively
associated with employee suicidal ideation through decreased depression. In addition to social

support and resources, leaders might also assist employees presenting with mental health
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problems by increasing their personal resources, fostering their sense of worth, creating
meaningfulness and purpose, and promoting a sense of self-efficacy and self-accomplishment at
work (Boccio & Macari, 2013; Madathil et al., 2014; O’Brien et al., 2022; Trachik et al., 2021).
Transformational leadership behaviours have been found to be associated with decreased
depressive symptoms among employees through strengthening their personal resources (Perko et
al., 2014). Taken together, research has shown that transformational leaders foster the gain of
both social and personal resources among their employees (Walsh et al., 2014; Widianto &
Wilderom, 2017). In line with the COR theory (Hobfoll, 1989, 2011), leaders who actively
promote resource gain and prevent resource loss might help alleviate employee depressive
symptoms, thereby prevent the development of suicidal ideation. Building upon the COR theory
and existing research evidence, | hypothesized:
Hypothesis 2b: Transformational leadership is negatively and indirectly related to suicidal
ideation through depressive symptoms.

The Moderating Role of Job Stressors

Despite the positive roles of meaningful work and transformational leadership play in the
workplace, it is important to recognize the potential limitations of those factors in promoting
employee mental health and well-being. For example, the positive influences of meaningfulness
of work and transformational leadership on employees’ mental health might be limited when
they are experiencing high levels of job stress. There is comparatively less research investigating
the boundary conditions of leadership and work meaning relationships with employee well-being
(Arnold, 2017). That is to say, it remains unclear under which conditions are meaningfulness of
work and transformational leadership more or less likely to exert positive impacts on employees’

depression, hopelessness, and suicidal ideation. Previous research has examined factors such as
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motivation and income as moderators in the relationship between perceiving meaning in work
and employee well-being. For example, Duffy et al. (2017) found that the relationship between
perceiving work as a calling and life satisfaction is moderated by calling motivation, such that
individuals who feel a calling to their work are more likely to experience higher life satisfaction
when they are motivated to pursue that calling. Regarding leadership, research suggests that
transformational leadership is more strongly related to reduced emotional strain for employees
with high professional ambition (Holstad et al., 2014). Extending this line of research, the current
study examined job stressors as a moderator in transformational leadership and work meaning
relationships with employee suicidal ideation.

Job stress has been consistently linked to mental health challenges among working
individuals (Baumert et al., 2014; Bonde, 2008; Howard & Krannitz, 2017; Y lipaavalniemi et al.,
2005). According to Karasek and Theorell (1990), job stress occurs when there is a mismatch
between job demands and job control, in combination with low social support in the workplace.
Job stress can be understood as a result of individuals’ perception and experience of various job
stressors, such as lack of control, high workload, and routinization (Gilbert & Kelloway, 2014;
Kelloway & Day, 2005). COR theory suggests that sustained experience of job stressors might
generate and exacerbate feelings of hopelessness and depression due to chronic resource loss
(Hobfoll & Shirom, 2001). Previous research supports that experience of job stressors is
associated with negative mental health outcomes such as psychological strain (Gilbert &
Kelloway, 2014), burnout (lacovides et al., 2003), hopelessness (Violanti et al., 2016),
depression (Virtanen et al., 2007), and suicidal ideation and attempts (Baumert et al., 2014;
Feskanich et al., 2002; Howard et al., 2022; Xiao et al., 2017). As such, | hypothesized that:

Hypothesis 3a: Experienced job stressors are positively associated with feelings of hopelessness.
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Hypothesis 3b: Experienced job stressors are positively associated with depressive symptoms.

From the COR perspective (Hobfoll, 1989, 2011), job stressors such as high workload,
work-family conflict, and negative interpersonal relationships might pose threats to employees’
physical and emotional resources or prevent resource gain after continuing investment. Even
though meaningfulness of work and transformational leadership provide valuable resources for
employees, high levels of job stress might lead to a consistent resource drain and further result in
a chronically depleted pool of resources (Hobfoll & Shirom, 2001). Typically, there are limited
things employees can do to modify the job stressors and negative work environments even when
they perceive high meaning of work and a great deal of support from transformational leaders.
When employees lose or experience threats to valued resources over an extended period of time,
they likely develop feelings of hopelessness and depression in the face of diminishing returns,
perceiving little power over their jobs and their situation as unchangeable (Faragher et al., 2005;
Howard et al., 2022; Howard & Krannitz, 2017). As a result, employees might see suicide as a
way out of their “insoluble problems” (Beck et al., 2006; Howard & Krannitz, 2017).

Research suggests that job stress interacts with meaningfulness of work to predict
employee mental health outcomes (Glazer et al., 2014). Specifically, meaning of work has been
found to be a valuable personal resource that buffers the negative impact of job stressors on self-
rated health (Britt et al., 2001), job burnout (Meng et al., 2022), and depressive symptoms (Lease
et al., 2019). However, previous studies have not considered the role of levels of work stress, that
is, to what extent meaning of work could promote mental health when individuals are under high
stress. Therefore, | addressed the research gap by examining the moderating role of job stressors
in the relationship between meaningfulness of work and suicidal ideation, as mediated by

feelings of hopelessness and depression. The experience of job stressors is conceptualized as a
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resource draining factor at work that might counteract the positive influences of meaningfulness
of work and transformational leadership on employee well-being (Hobfoll & Shirom, 2001). |
hypothesized that:

Hypothesis 4a: The relationships between meaningfulness of work and hopelessness/depression
are moderated by levels of job stressors, such that the relationships are stronger when
experienced job stressors are low and weaker when experienced job stressors are high.

Hypothesis 4b: The indirect effects of meaningfulness of work on suicidal ideation through
hopelessness/depression are moderated by job stressors, in that the higher meaningfulness of
work is, the less severe the feeling of hopelessness/depression and suicidal ideation are with low
experienced job stressors. On the other hand, the effects of meaningfulness of work on
hopelessness/depression and suicidal ideation are reduced with high experienced job stressors.

Similarly, research has found that transformational leadership could mitigate the
detrimental effects of work stress on work-life balance (Syrek et al., 2013), psychological well-
being (Arnold & Walsh, 2015), and burnout (Ul Hassan et al., 2023). Nevertheless, Arnold

(2017) argues that more research is warranted to explore when transformational leadership would

predict employee well-being, that is, boundary conditions of the relationship between

transformational leadership and employee mental health. Thus, the current research responded to
this call and examined job stressors as a moderator in the impact of transformational leadership
on employee suicidal ideation through depression and hopelessness.

Hypothesis 5a: The relationships between transformational leadership and
hopelessness/depression are moderated by levels of job stressors, such that the relationships are
stronger when experienced job stressors are low and weaker when experienced job stressors are

high.
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Hypothesis 5b: The indirect effects of transformational leadership on suicidal ideation through
hopelessness/depression are moderated by job stressors, in that the higher transformational
leadership is, the less severe the feeling of hopelessness/depression and suicidal ideation are

with low experienced job stressors. On the other hand, the effects of transformational leadership
on hopelessness/depression and suicidal ideation are reduced with high experienced job
stressors.

The Current Study

Elevated rates of suicide are well-documented among people of working age (Mustard et
al., 2010; Yip & Caine, 2011). Although suicidal ideation has been widely researched in the
areas of clinical, developmental, and cognitive psychology (e.g., May & Klonsky, 2016), fewer
studies have been conducted in the workplace context to understand suicide in the working
population (Howard & Krannitz, 2017). Glenn et al. (2018) argues that to advance research on
suicidal behaviour, researchers need to shift away from the heavy focus on mental disorders as
the primary predictive and explanatory factors in understanding suicidal ideation and behaviours.
My research responded to this call by exploring the link between meaningfulness of job,
transformational leadership, and employee suicidal ideation, as well as the boundary conditions
of and the underlying mechanisms explaining the relationships. | pointed to the considerable
influence of work to everyday life, including attitudes, moods, and well-being (Hobfoll, 2011;
Howard & Krannitz, 2017), in positing a theoretical model of workplace suicidal ideation,
including antecedent, mediating, and moderating effects.

The current research drew upon COR theory (Hobfoll, 1989, 2011), highlighting the role
of workplace resources in connecting meaningfulness of work and transformational leadership

with feelings of hopelessness, depression, and suicidal ideation. My models (see Figure 1)
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proposed that meaning of work and transformational leadership represent workplace resources,
protecting employees against feelings of hopelessness, depression, and suicidal ideation (Arnold
et al., 2015; Glazer et al., 2014; Munir et al., 2010; Perko et al., 2014). Meaningfulness of work
and transformational leadership are posited to lead to alleviated suicidal ideation through reduced
feelings of hopelessness and depressive symptoms. Job stressors, on the other hand, represent a
risk factor that drains resources and prevents resource gain, which in turn, counteracts the
positive impacts of meaningfulness of work and transformational leadership on hopelessness,
depression, and suicidal ideation among employees (Baumert et al., 2014; Bonde, 2008; Howard

et al., 2022; Howard & Krannitz, 2017).
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Figure 1

Conceptual Moderated Mediation Models of Employee Suicidal Ideation.
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Note. Experienced job stressors moderate the direct X-M: relationship and X-Mz2 relationship
(a paths), as well as the indirect relationship between X and Y through M1 and Mz (ab paths).
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Method

The current research used a cross-sectional survey design to examine the associations
among meaningfulness of job, transformational leadership, job stressors, hopelessness and
depression, and employee suicidal ideation. Specifically, the goal of the current research was to
provide preliminary evidence for the moderated mediation models, forming the basis for
exploring longitudinal trajectories of suicidal ideation at work.

Participants

Participants of the current study were recruited from Prolific, an online participant
recruitment platform. Factors such as gender, age, or ethnicity were not considered in the
selection criteria; however, participants need to report to one direct supervisor at work to be able
to answer questions about their leader’s leadership styles. Participants provided informed consent
and then completed a set of questionnaires online through Qualtrics.

A total of 600 participants completed the survey. The current sample included 345 males
(57.5%), 246 females (41.0%), six who identified as non-binary (1.0%), one transgender (.2%),
and one whose gender was unspecified (.2%). Participants ranged in age from 19 to 85 (M =
38.22, SD = 10.31). The majority of participants are White (n = 473, 78.8%), followed by Black
(n =60, 10.0%), Asian (n = 48, 8.0%), Hispanic (n = 34, 5.7%), North American Indigenous (n =
7, 1.2%), Middle Eastern (n = 7, 1.2%), and other ethnicity groups (n = 4, .07%). Participants
work in various industries; 100 work in professional, scientific, and technical services (16.7%),
75 work in education (12.5%), 70 work in service-producing sector (e.g., retail; 11.7%), 67 work
in healthcare and social assistance (11.2%), 65 work in finance (10.8%), 44 work in

manufacturing (3.6%), and the rest 179 participants work in other industries.
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Materials

Research materials used in this study are presented in Appendix A.
Meaningfulness of Work

Meaningfulness of work was measured by the 10-item Work and Meaning Inventory
(WAMI; Steger et al., 2012). The WAMI measures the extent to which individuals perceive
work as a subjectively meaningful experience, consisting of experiencing positive meaning in
work (four items, e.g., “I have found a meaningful career”), sensing that work is a key avenue for
making meaning (three items, e.g., ““l view my work as contributing to my personal growth”),
and perceiving one’s work to benefit some greater good (three items, e.g., “The work | do serves
a greater purpose”). Each item is rated on a 5-point Likert scale (1 = absolutely untrue; 5 =
absolutely true). The overall meaningfulness of work score is computed by averaging items
scores. The WAMI demonstrated adequate reliability in previous research (Cronbach’s o = .93;
Steger et al., 2012) and in the present study (Cronbach’s o = .95).
Transformational Leadership

Employees’ ratings of their supervisor’s transformational leadership were obtained
through the Global Transformational Leadership scale (GTL; Carless et al., 2000). The GTL
scale contains seven items measuring seven facets of transformational leadership, including:
vision (“My leader communicates a clear and positive vision of the future”), staff development
(“My leader treats staff as individuals, supports and encourages their development”), supportive
leadership (“My leader gives encouragement and recognition to staff”’), empowerment (“My
leader fosters trust, involvement and cooperation among team members”), innovative thinking
(“My leader encourages thinking about problems in new ways and questions assumptions”), lead

by example (“My leader is clear about his/her values and practices what he/she preaches”), and
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charisma (“My leader instills pride and respect in others and inspires me by being highly
competent”). Each item is rated on a 5-point Likert scale (1 = Rarely or Never, 5 = Very
Frequently or Always). The overall transformational leadership score is computed by averaging
items scores. The GTL demonstrated adequate reliability in previous research (Cronbach’s a
=.93; Carless et al., 2000) and in the current study (Cronbach’s a. = .95).
Job Stressors

Participants’ perception and experience of job stress was measured by the single-item
facet measure of job stressors developed by Gilbert and Kelloway (2014). The measure consists
of 11 items representative of 11 distinct facets of job stressors, including: recognition and
feedback (“I feel I am recognized for the work I do”), control (“I decide how to spend my time at
work”), workload (“It is hard for me to keep up with the workload”), work-family conflict (“It is
difficult to balance my work and family demands”), supervisor support (“My supervisor looks
out for his/her people™), skill use (“My job allows me to use my skills and abilities™), decision
making (“I have a say in how the work gets done”), significance (“My work is important to the
organization”), information and resources (“I have the tools I need to do my job”), routinization
(“There is little variety in the tasks that I do”), and co-worker relations (“My co-workers treat me
with respect and courtesy”). Each item is rated on a 5-point Likert scale (1 = strongly disagree; 5
= strongly agree); overall experienced job stressors level is calculated by averaging the item
scores. Previous research suggests that the single-item job stressor facet measure demonstrated
good psychometric properties (Gilbert & Kelloway, 2014). The job stressor measure showed

acceptable reliability in the current study (Cronbach’s o =.79).
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Feelings of Hopelessness

Individuals’ feelings of hopelessness were measured by the modified version of the
State—Trait Hopelessness Scale (STHS; Dunn et al., 2013). Dunn et al. (2013) differentiated state
from trait hopelessness and developed the STHS to measure both the temporary response and the
chronic outlook of hopelessness. The current research focused on individuals’ experience of
hopelessness within the period of past two months; thus, all items would start with the stem “in
the past two months” instead of “today” or “typically” as presented in the original scales.
Further, Dunn et al. (2003) conducted factor analyses for the state and trait subscales, which
yielded two factors, hopelessness present and hopelessness absent, for both subscales. The
current research focused on the presence of feelings of hopelessness, therefore, only items that
load on hopelessness present factor were included in this study. The current hopelessness scale
included eight items rated on a 5-point Likert scale (1 = Rarely or Never, 5 = Very Frequently or
Always). Examples of items include “It is difficult for me to imagine my future” and “I feel
giving up would be easier”. The overall hopelessness score is computed by averaging items
scores. Research showed evidence for validity and reliability for the STHS (Dunn et al., 2003).
The STHS items in the present study demonstrated good reliability (Cronbach’s a.= .94).
Depressive Symptoms

Severity of depressive symptoms was measured by the Patient Health Questionnaire
(PHQ-9; Kroenke et al., 2001). The PHQ-9 is a self-report survey which allows respondents to
indicate the severity of depression on a nine-symptom checklist (e.g., “little interest or pleasure
in doing things™). Respondents answer how often have they been bothered by each depressive
symptoms on a four-point frequency scale (0 = not at all, 3 = nearly every day). The overall

depression severity score is computed by averaging items scores. The PHQ-9 has been validated
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in various populations, showing adequate evidence for validity and reliability (Cronbach’s a
= .84 t0 .93; Kroenke et al., 2001; Thibodeau & Asmundson, 2014). The PHQ-9 in the present
study demonstrated good reliability (Cronbach’s a = .89).
Suicidal Ideation

Suicidal ideation was measured by the Depressive Symptom Index Suicidality Subscale
(DSI-SS; Joiner et al., 2002). The DSI-SS is a four-item measure of the frequency and intensity
of suicidal ideas and impulses. Items are rated on a 4-point scale (0-3) with varying descriptors
for each item. For example, for group A statements, 0 indicates “I do not have thoughts of killing
myself” whereas 4 indicates “I always have thoughts of killing myself”. The overall DSI-SS
score (ranging from 0 to 12) is computed by adding up scores on all four items, with higher
scores reflecting greater severity of suicidal ideation. Joiner et al. (2002) suggested a cutoff score
of 3 among general populations, representing the threshold at or above which one is deemed to
be suicidal. The DSI-SS demonstrated favorable reliability characteristics in previous research
(Cronbach’s o = .90; Joiner et al., 2002) and in the current study (Cronbach’s a = .93).
Data Analysis

Prior to testing the moderated mediation models, the measurement models were tested on
how well observed variables represent the underlying latent constructs. Specifically, |1 used CFA
to test whether the depression and hopelessness should be represented as separate constructs in
this study. The measurement model was evaluated on the basis of the chi-square test and several
other fit indices: root-mean-square error of approximation (RMSEA), Tucker-Lewis index (TLI),
and comparative fit index (CFI). Subsequently, the PROCESS macro for SPSS (Hayes, 2013)
was used to test a set of two moderated mediation models (see Figure 1). In the first model, the

relationship between meaningfulness of work and suicidal ideation is mediated by hopelessness
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and depression and the mediation paths are moderated by job stressors. In the second model, the
relationship between transformational leadership and suicidal ideation is mediated by
hopelessness and depression and the mediation paths are moderated by job stressors. The
moderated mediation models were tested using Hayes (2013) PROCESS Model 7. Bootstrapping
method with 5,000 samples was used.
Results

Prior to testing the main hypotheses, data accuracy and assumptions were checked.
Specifically, data input errors on demographic information and survey items were treated as
missing values. Mean composite scores for meaning of work (WAMI), transformational
leadership (GLT), experienced job stressors, hopelessness (STHS), and depression (PHQ-9) were
computed for participants who responded to at least two-thirds of the items on each scale. Total
suicidal ideation scores were computed for participants who responded to at least two of the four
items on the DSI-SS scale. The assumptions of independence of observations, homoscedasticity,
linearity, and absence of multicollinearity were checked and met. A total of 13 univariate outliers
were identified by the inspection of Z scores of each scale (Z < -3.3 or Z > 3.3). Univariate
outliers were kept in the dataset because extreme cases are of interest to the current research
(e.g., individuals with high suicidal ideation). Alternative analyses were conducted without the
outliers; results were similar to those with the outliers. There were no multivariate outliers in the
data. Mooney et al. (1993) recommended that bootstrapping is ideal for suicide-related data in a
non-clinical sample, which is likely to by positively skewed. Therefore, bootstrapping methods
with 5,000 iterations were used due to concerns for normality. Descriptive statistics and

intercorrelations for all study variables are presented in Table 1.
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Joiner et al. (2002) suggested a cutoff score of 3 for the DSI-SS scale to identify
individuals who are at risk for suicide. Among the 594 individuals who responded to this scale,
88 (14.8%) scored at or above the cutoff score and indicated relatively high levels of frequency
and intensity of suicidal ideas and impulses. A total of 481 (80.2%) reported no suicidal ideation

(scored 0).
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Table 1

Descriptive Statistics and Intercorrelations Among Study Variables (N = 581).

M SD 1 2 3 4 5 6 7
1. Gender -- --
2. Age 38.21 10.31 .06
3. Meaningfulness of Work 3.47 1.02 .08 1%
4. Transformational Leadership 3.71 1.02 -.09* .07 SLF**
5. Job Stressors 2.17 .55 A13** -10* - 59*** - B6***
6. Hopelessness 2.14 .99 .09* S12%*F L QQFRR L 32FRK AL Rr*
7. Depression 1.69 .60 A0* S A5FRR L 26F KR 4%k x ZhRRk 7Rk
8. Suicidal Ideation .69 1.63 .03 -.09* -12%*% S 11** 14%%*% B3R *R BhRx

Note. *p < .05, **p < .01, ***p <.001

Gender: 1 = Male, 2 = Female. Seven participants identified as non-binary/transgender; two participants did not report gender
identity. They were not included for any gender correlations to improve interpretability. However, the participants were retained for
all other correlations.
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Measurement Model

In the current study, the moderated mediation paths were tested separately in two models,
with meaningfulness of work and transformational leadership as the predictor, respectively. The
predictors were not tested in the same model due to concerns for collinearity issues?.
Meaningfulness of work and transformational leadership correlated at a substantial level (r
=.51). Although preliminary regression analyses revealed the absence of multicollinearity (VIF
< 10), Bowerman and O’Connell (1990) suggested that if the average VIF is greater than 1 (in
the current study, 1.85), then multicollinearity may be a potential problem. According to Field
(2017), if there are concerns for multicollinearity issue, one solution is to drop one of the
variables from the model. Therefore, | tested two moderated mediation models with
meaningfulness of work and transformational leadership as independent predictors.

CFA was conducted using Mplus 8 (Muthén & Muthén, 2017) to test the measurement
models of the proposed moderated mediation models and the competing models. First, for each
predictor, | estimated a five-factor model representing the five factors in the model (Model 1
with Meaningfulness of Work as predictor and Model 2 with Transformational Leadership as
predictor). Then, | tested unidimensional models in which all items loaded on a single factor
(Model 3 and Model 4, with Meaningfulness of Work and Transformational Leadership as the
predictor, respectively). Finally, | estimated four-factor models which combined depression and

hopelessness items into a single factor (Model 5 and Model 6, with Meaningfulness of Work and

1 Alternative model with both meaningfulness of work and transformational leadership included
as predictors was tested in MPlus 8. Results found that both predictors and their interactions with
job stressors showed nonsignificant effects on the mediators. Despite the path coefficients being
nonsignificant, the predictors explained a significant amount of variance in the mediators, further
indicating collinearity issues. Removing either one predictor from the model yielded significant
results.
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Transformational Leadership as the predictor, respectively). Fit indices for the models are
presented in Table 2. As shown, the five factor models provided a better fit than did the four-
factor (Meaningfulness: A 4 (4) = 516.17; Transformational Leadership: A y? (4) = 508.97) or
the unidimensional models (Meaningfulness: A y* (10) = 7610.30; Transformational Leadership:
A ¥? (10) = 7036.29). Consistent with the literature on item level factor analysis (Kelloway,
2014), most fit indices for Model 1 and Model 2 indicated moderate support for the model with
the RMSEA suggesting a good absolute fit to the data. Therefore, | retained the five-factor
models for further analyses. Standardized parameters for the models are presented in Appendix
B.

Table 2

Comparison of Model Fit Indices Between the Proposed Moderated Mediation Models and

Competing Models

Model 272, p (df) CFl TLI RMSEA [90% CI]
Meaningfulness of Work
Model 1 2979.98;<.001 (809) .88 .87 .067 [.064, .069]
Model 3 10590.28; <.001 (819) .46 .43 141 [.139, .143]
Model 5 3496.15;<.001 (813) .85 .84 074 1.072, .077]
Transformational Leadership
Model 2 2435.17;<.001 (692) .90 .89 .065 [.062, .068]
Model 4 9471.46;<.001 (702) .48 .45 144 [.142, .147]

Model 6 2944.14; <.001 (696) .87 .86  .073[.071,.076]
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Moderated Mediation Model

In this section, results for hypothesis testing are presented in an order different from the
one in which hypotheses were proposed to better illustrate the relationship paths in each model.
In other words, hypothesis-specific findings with respect to each model are organized and
presented in two sub-sections.

Meaningfulness of Work as Predictor

Hypotheses 1a-b and 4a-b are specifically related to Model 1, in which meaningfulness of
work serves as the predictor. As can be seen in Table 1, correlational analyses suggested that
meaningfulness of work was negatively associated with feelings of hopelessness, depression, and
suicidal ideation. On the other hand, experienced job stressors were positively correlated with
hopelessness and depression (thus supporting Hypotheses 3a and 3b).

Further, results from moderated mediation analyses suggested that meaningfulness of
work and experienced job stressors interacted to affect feelings of hopelessness and depression.
Job stressors moderated the meaningfulness-hopelessness relationship and the meaningfulness-
depression relationship, indicating that the relationships changed depending on the levels of job
stress (see Table 3 and Table 4). Specifically, as experienced job stressors increased, the
meaningfulness-hopelessness relationship and the meaningfulness-depression relationship
became weaker. The negative relationship between meaningfulness of work and depression
became nonsignificant when the experience of job stressors was at a high level. The interaction
between meaningfulness of work and job stressors explained an additional 1.4% of variance in
hopelessness (F (1, 590) = 10.61, p =.001) and an additional .9% of variance in depression (F

(1, 590) =5.99, p = .015). Thus, Hypothesis 4a was supported. The effects of meaningfulness of
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work on feelings of hopelessness and depression at different levels of job stressors are presented

in Figure 2 and Figure 3.
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Results for Moderated Mediation Model: Meaningfulness of Work (N = 594).

Outcomes

Hopelessness (M) Depression (M2)

Predictors Coeff (SE) Bootstrapped Coeff (SE) Bootstrapped
95% ClI 95% ClI
Meaningfulness of
Work (X1) -.24 (.05) [-.33,-.14] <001 -06(.03) [-12,-01] .026
Job Stressors (W) .57 (.08) [.42,.73] <.001 .35 (.05) [.25, .46] <.001
Meaningfulness x
Job Stressors 17.(.07) [.04, .30] .001 .08 (.04) [.00, .16] .015
R?=.22 R?=.14

F (3, 590) = 55.46, p < .001

F (3, 590) = 30.71, p < .001

Note. X, independent variable; W, moderator; M, mediator.

Table 4

Conditional Effects of Meaningfulness of Work on Hopelessness and Depression (N = 594).

Consequents
Hopelessness (M1) Depression (M2)
Variable Coeff (SE) Bootstrapped Coeff (SE) Bootstrapped
95% ClI 95% CI
Low Job Stressors -.33 (.05) [-.44,-22] <.001 -.11 (.04) [-.18, -.04] .002
Average Job Stressors -.24 (.04) [-.32,-.15] <.001 -.06 (.03) [-.12, -.01] 026
High Job Stressors -.14 (.07) [-.24, -.04] .005 -.02 (.03) [-.08, .05] 588
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Figure 2
Moderating Effect of Job Stressor on the Relationship Between Meaningfulness of Work and

Hopelessness.
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Results from the moderated mediation analyses (see Table 5) suggested that the indirect
impact of meaningfulness of work on employee suicidal ideation through hopelessness was
significant at all levels of experienced job stressors. Thus, Hypothesis 1a was supported. Further,
the indirect relationship between meaningfulness of work and suicidal ideation through
depression was found to be significant when the experience of job stressors was at low and
average levels and nonsignificant when the experience of job stressors was at a high level; thus,
Hypothesis 1b was partially supported.

Experienced job stressors were found to serve a significant moderating role in the indirect
path from meaningfulness of work to suicidal ideation through hopelessness (Index of Moderated
Mediation = .08, SE = .04, Bootstrapped 95% CI: .02 to .16). The indirect relationship through
hopelessness was weaker for employees experiencing a high level of job stressors than for those
scored low on job stressors. The strength of the indirect relationship differed significantly across
levels of experienced job stressors. The moderating effect of job stressors on the indirect
relationship between work meaning on suicidal ideation through depression was marginally
significant (Index of Moderated Mediation = .08, SE = .04, Bootstrapped 95% CI: -.0009 to .15).
The strength of the indirect relationship did not differ significantly across levels of job stressors.
Taken together, Hypothesis 4b was partially supported.

Table 5

Conditional Indirect Effects of Meaningfulness of Work on Suicidal Ideation (N = 594).

Mediators
Hopelessness (M1) Depression (M2)

. Bootstrapped Bootstrapped
Variable Coeff (SE) 950 CI Coeff (SE) 950 CI
Low Job Stressors -.16 (.04) [-.25, -.08] -.10 (.04) [-.18, -.03]
Average Job Stressors -11(.03) [-.18, -.06] -.06 (.03) [-.12, -.01]

High Job Stressors -.07 (.03) [-.13, -.01] -.03 (.03) [-.09, .05]
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Transformational Leadership as Predictor

Hypotheses 2a-b and 5a-b are specifically related to Model 2, in which transformational
leadership serves as the predictor. As can be seen in Table 1, correlational analyses suggested
that transformational leadership was negatively associated with feelings of hopelessness and
depression. Further, experienced job stressors were found to serve a moderating role in the
aforementioned relationships (see Table 6 and Table 7). In other words, the impact of
transformational leadership on hopelessness and depression changed depending on levels of job
stressors. Specifically, as experienced job stressors increased, the transformational leadership-
hopelessness relationship and the transformational leadership-depression relationship became
weaker. The negative relationship between transformational leadership and hopelessness became
nonsignificant when the experience of job stressors is at a high level. Transformational
leadership was significantly associated with depression only when experienced job stressors
were at a low level but not when experienced job stressors were at moderate or high levels. The
interaction between transformational leadership and job stressors explained an additional 1.2% of
variance in hopelessness (F (1, 590) = 9.04, p = .003) and an additional 1.1% of variance in
depression (F (1, 590) = 7.33, p =.007), Thus, Hypothesis 5a was supported. The effects of
transformational leadership on feelings of hopelessness and depression at different levels of job

stressors are presented in Figure 4 and Figure 5.
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Results for Moderated Mediation Model: Transformational Leadership (N = 594).

Outcomes
Hopelessness (M1) Depression (M2)

. Bootstrapped Bootstrapped
Predictor Coeff (SE) 95% CI Coeff (SE) 95% CI p
Transformational
Leadership (X2) -.12 (.05) [-.22, -.02] .017 -.03 (.03) [-.09, .04] 331
Job Stressors (W) .68 (.09) [.49, .86] <.001 .39 (.06) [.27, .51] <.001
Transformational
Leadership x Job 17 (.07) [.03, .29] .003 .10 (.04) [.01, .16] .007
Stressors

R2=.19 R2=.13

F (3, 590) = 45.67, p < .001

F (3, 590) = 29.75, p < .001

Note. X, independent variable; W, moderator; M, mediator.

Table 7

Conditional Effects of Transformational Leadership on Hopelessness and Depression (N = 594).

Outcomes
Hopelessness (M1) Depression (M2)
Variable Coeff (SE) Bog;s(;r)agf)ed p Coeff (SE) Bogés(;;agaed
Low Job Stressors -.21 (.06) [-.34,-.09] <.001 -.08 (.04) [-.16, -.01] .039
Average Job Stressors -.12 (.05) [-.22, -.02] 017 -.03 (.03) [-.09, .03] 331
High Job Stressors -.03 (.05) [-.13, .08] .620 .02 (.03) [-.04, .09] 502
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Figure 4
Moderating Effect of Job Stressors on the Relationship Between Transformational Leadership

and Hopelessness.
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Regarding the conditional indirect effects, results of moderated mediation analyses (see
Table 8) suggested that the indirect negative relationship between transformational leadership
and suicidal ideation through hopelessness was significant when experienced job stressors were
low or moderate but nonsignificant when experienced job stressors were at a high level. Thus,
Hypothesis 2a was partially supported. The indirect impact of transformational leadership on
suicidal ideation through depression was only marginally significant when experienced job
stressors were low. The indirect relationship became nonsignificant as job stressors increased.
Thus, Hypothesis 2b is partially supported.

The experience of job stressors was found to serve a significant moderating role in the
indirect path from transformational leadership to suicidal ideation through hopelessness (Index
of Moderated Mediation = .08, SE = .03, Bootstrapped 95% CI: .01 to .15). The strength of the
indirect relationship differed significantly across levels of job stressors. Experienced job
stressors also significantly moderated the indirect impacts of transformational leadership on
suicidal ideation through depression (Index of Moderated Mediation = .09, SE = .04,
Bootstrapped 95% CI: .01 to .18). Despite that the indirect relationships were nonsignificant (or
approaching significance), the strength of the indirect relationship were found to differ
significantly across levels of job stressors. Thus, Hypothesis 5b was supported.

Table 8

Conditional Indirect Effects of Transformational Leadership on Suicidal Ideation (N = 594).

Mediators
Hopelessness (M1) Depression (M2)

. Bootstrapped Bootstrapped
Variable Coeff (SE) 950 CI Coeff (SE) 950 CI
Low Job Stressors -.09 (.04) [-.17, -.03] -.08 (.04) [-.17,.00]
Average Job Stressors -.05(.03) [-.11, -.01] -.03(.03) [-.09, .04]

High Job Stressors -.01 (.03) [-.07,.04] .02 (.04) [-.05, .10]
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Discussion

Suicide is among the leading causes of death among working individuals in North
America (Mustard et al., 2010; Peterson et al., 2018). In the current sample, the prevalence of
suicidal ideation was relatively high; approximately 14.8% of participants reported having
thoughts on suicide. These results further stressed the importance of researching suicide in
general working populations.

Employee suicide has profound repercussion not only for the individual and the family,
but also for the organization where the individual works. Yet many suicides are preventable. To
develop effective prevention strategies, it is important to first understand what factors could
impact suicide. | explored suicidal ideation in a workplace context, that is, how workplace
factors might influence suicidal ideation among working individuals. Specifically, the goal of the
current study was to investigate the protective roles of meaningfulness of work and
transformational leadership in alleviating employees’ suicidal thoughts. Further, this study
investigated hopelessness and depression as underlying mechanisms connecting meaningfulness
of work and transformational leadership with suicidal ideation and experienced job stressors as
the boundary condition for such relationships. Drawing upon COR theory (Hobfoll, 1989, 2011),
this study highlighted the role of resources in understanding how work might affect individuals’
mental health struggles and suicidal ideations. Taken together, the current study tested two
moderated mediation models, in which meaning at work and transformational leadership,
respectively, are associated with reduced feelings of hopelessness and depression, which are
further associated with alleviated suicidal ideation, while job stressors moderating the indirect

relationships.
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| found that meaningfulness of work was negatively associated with suicidal ideation
among employees. This result is consistent with previous research findings suggesting that
meaning of work plays a protective function against mental health issues among employees
(Lips-Wiersma & Wright, 2012; Passmore et al., 2019; Torres Stone et al., 2018).
Meaningfulness of work is a valuable resource for employees that could increase their capacity
in handling work demands and even demands in other areas of life (Allan et al., 2015; Greenhaus
& Powell, 2006; Hobfoll & Shirom, 2001). Employees who perceive their job as meaningful also
tend to actively search and build resources for themselves, leading to a resource gain cycle
(Erlmaier et al., 2022). Meaningfulness of work is different from similar concepts such as
intrinsic motivation and work value, such that meaningfulness promotes a sense of self-
transcendence, allowing individuals to look beyond the challenges and problems they are
currently facing (Dik et al., 2013). Finding meaning in work can increase individuals’ feelings of
contributing to society as a whole, enhance their self-esteem, and provides a way to cope with
mental health problems such as depression and hopelessness (Torres Stone et al., 2018). The
current research contributed to the literature in job meaningfulness by examining the relationship
between meaning of work and suicidal ideation. Results from this study suggested that
cultivating meaningfulness at work could be an effective way to prevent the development of
suicidal thoughts.

As predicted, transformational leadership was also negatively correlated with employee
suicidal ideation. In other words, employees who perceived their leaders to be transformational
tended to report lower levels of suicidal ideation. This result is supported by previous literature
suggesting that leaders could play an important role in mitigating risks for suicide among

employees (Boccio & Macari, 2014; O’Brien et al., 2022; Trachik et al., 2021). Transformational
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leaders provide their subordinates with social support, foster healthy workplace environments,
and promote a sense of achievement among the employees (Arnold, 2017; Bayraktar & Jiménez,
2020; Liaw et al., 2010). Previous research has consistently found that transformational
leadership is linked to reduced mental health symptoms among employees (LaRocca et al., 2018;
Munir et al., 2010; Perko et al., 2014). Building upon previous findings, this study provided
preliminary evidence that transformational leadership could also play a role in preventing
suicidal ideation and behaviours in working individuals. The negative relationship between
transformational leadership and suicidal ideation is consistent with COR theory (Hobfoll, 2011).
Transformational leaders provide their followers with valuable resources such as positive
leadership characteristics (Bass & Riggio, 2005), enriching social interactions (Nielsen et al.,
2008), and psychological safety (Carmeli et al., 2014). Moreover, they help their followers to
build their own resources by offering guidance, information, and opportunities (Kim & Park,
2020). As such, employees would have more resources to call upon to cope with negative
feelings and mental health issues rather than using suicide as a way to escape.

The current study found that meaningfulness of work and transformational leadership
were associated with employee suicidal ideation through feelings of hopelessness and
depression. In other words, the positive effects of meaning of work and transformational
leadership on suicidal ideation could be explained by lowered hopelessness and depression. It
has been well-established that hopelessness and depression are robust predictors of suicidal
ideation and attempts (Beck et al., 1993; Ribeiro et al., 2021). In the workplace setting, chronic
resource loss and lack of gain could lead to a pessimistic and hopeless attitude towards life
(Akirmak & Ayla, 2021), which might further translate to suicidal ideation and attempts among

employees (Beck et al., 2006). Resource depletion could also contribute to the development of
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depressive symptoms and suicidal ideation (Hobfoll et al., 2012; Kato, 2014; Tan & Xia, 2021).
On the other hand, meaningfulness of work and transformational leadership might protect against
resource loss and replenish depleted resources, thereby alleviating feelings of hopeless and
depression (Arnold, 2017; Erlmaier et al., 2022). As such, alleviated hopelessness and depression
function as the mechanism connecting meaningfulness of work and transformational leadership
with decreased employee suicidal ideation. The present research contributes to suicide literature
by examining the mediating role of hopelessness and depression in the relationships between
protective factors (rather than risk factors) and suicidal ideation.

Additionally, I investigated hopelessness and depression as separate mechanisms
explaining the effects of meaning of work and transformational leadership on suicidal ideation.
Even though hopelessness and depression were found to be highly correlated in the current
sample, they demonstrated different patterns of relationships with meaningfulness of work and
transformational leadership and different levels of impacts on suicidal ideation. By testing and
comparing alternative models, | found that models in which hopelessness and depression are
conceptualized as separate factors demonstrated better model fit than those in which
hopelessness and depression are conceptualized as a global depression factor. Hopelessness and
depression demonstrated different mediation functions in the relationships of work meaning and
transformational leadership with suicidal ideation. Overall, the indirect relationships through
hopelessness were stronger than the ones through depression. This result is supported by
previous research suggesting that hopelessness and depression are differentially linked to
suicidal ideation (Troister & Holden, 2013). For example, some studies have found that
hopelessness is more important than depression in predicting suicidal ideation and attempts

(Beck et al., 1993; Kuo et al., 2004; Ribeiro et al., 2018) while other studies suggesting the
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opposite (Bagge et al., 2014; Cole, 1989; Prinstein et al., 2008). The current research attempted
to address the inconsistencies by investigating hopelessness and depression as independent
mediators in explaining the relationships of work meaning and transformational leadership with
employee suicidal ideation. Findings from this research provide insights into better identifying
employees who are at risk for suicide and designing effective prevention programs that target
specific mechanisms.

| also investigated the boundary condition of the relationships between workplace
protective factors and employee suicidal ideation. Results suggested that the experience of job
stressors moderated the indirect impacts of meaningfulness of work and transformational
leadership on employee suicidal ideation, pointing to potential limitations of work meaning and
leadership in supporting employee mental health. Despite that meaning of work and
transformational leadership have been found to positively affect hopelessness and depression and
further contribute to alleviated suicidal ideation, such positive impacts reduce substantially as
experienced job stressors increase. That is to say, when employees are under high stress at work,
perceiving meaning at work and having a transformational leader might not be as effective in
preventing the development of suicidal ideation. From the COR perspective (Hobfoll, 2011),
although meaning of work and transformational leadership contribute to resource gain and
replenishment, they might not be able to fill the hole opened by high job stress on the “resource
bucket”. When experiencing high levels of stress, employees might not focus on resource
seeking or meaning making at work but rather on handling more immediate stressors and
challenges (Rosso et al., 2010). Previous research suggests that low job satisfaction can constrain
the meanings to be found in work; meaningful work is related to decreased anxiety only when

job satisfaction is high (Allan et al., 2018). Similarly, the positive impact of transformational
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leadership on employee well-being is dependent on various factors including employment status,
power distance, and affective commitment (Arnold, 2017; Franke & Felfe, 2011; Kanste et al.,
2007; Zwingmann et al., 2014). The present research extended this line of research and found
that the direct relationships of transformational leadership and meaning of work with
hopelessness and depression and the indirect relationships with suicidal ideation are contingent
on levels of experienced job stressors.

Theoretical and Practical Implications

Theoretically, the present study makes several key contributions. First, | responded to
Glenn et al.’s (2018) call that suicide research must go beyond the “usual suspects” of the risk
factors such as mental disorders to provide a more holistic view of the development of suicide (p.
65). Further, it is equally important to research protective factors against mental health problems
and suicidal ideation. As such, the current study focuses on suicidal ideation in the workplace
context, providing insights into how protective and risk factors at work interact to impact
suicidal ideation in the general work populations.

Second, consistent with previous research and the COR theory (Hobfoll, 2011),
meaningfulness of work and transformational leadership were found to serve a protective role
against hopelessness, depression, and suicidal ideation by generating and replenishing resources
for employees. However, the protective function is limited by the resource draining factor, job
stressors. The current research supports that the COR theory presents a useful framework in
studying employee mental well-being, connecting positive and negative workplace factors in
understanding how work might alleviate or exacerbate suicidal ideation. Third, the current
research found that hopelessness and depression showed different patterns of relationship with

meaningfulness of work, transformational leadership, and employee suicidal ideation. This
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finding is in line with previous research suggesting that hopelessness and depression are related
but independent predictors for suicidal ideation (Ribeiro et al., 2018). Despite being highly
correlated, hopelessness and depression each explains unique variance in employee suicidal
ideation in the current study. By teasing apart the relationships of hopelessness and depression
with suicidal ideation, this study provides insights into better identifying employees who are at
risk for suicide and designing effective prevention programs that target specific mechanisms.
The current research also provides several important practical implications. First, this
study suggests that meaningfulness of work and transformational leadership are important
resources that might help prevent the development of employee suicidal ideation. Workplace
suicide prevention programs could focus on fostering such resources, specifically, organizations
could help employees cultivate meaningfulness in their jobs and reinforce the congruence
between work and the self (Dik et al., 2013). Leadership mental health training programs could
use transformational leadership model as the theoretical foundation, as it has been found to be
negatively associated with employees’ mental health problems and suicidal thoughts. Second, the
moderating role of job stressors in the impact of job meaningfulness and transformational
leadership on suicidal ideation has important implications for organizational practitioners in
developing policies and designing jobs. As much as meaning of work and transformational
leadership might reduce suicidal ideation, job stressors seem to be presenting more fundamental
issues that could lead to employee suicide. Thus, organizations should strive to create a
workplace with balanced challenges and resources to support their employees’ mental health and

well-being.
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Limitations and Future Directions

The current research has several limitations. First, the cross-sectional nature of this study
limits the ability to draw causal conclusions and explore the temporal relationships among
transformational leadership, meaningfulness of work, job stressors, hopelessness, depression, and
suicidal ideation. It is possible that depressive symptoms and hopelessness are predictors that
affect individuals’ perceptions of meaning and leadership at work, which further lead to
heightened suicidal ideation. Thus, future research should implement longitudinal research
designs to verify the proposed temporal ordering of variables.

Second, this study only considered meaningfulness of work and transformational
leadership as protective factors at work that could potentially alleviate employee mental health
symptoms and suicidal ideation. Future research could include other workplace resources as
predictors in the model, such as psychological safety, team support, and leader mental health
literacy. Future research should also take into account how other life events might play a role in
employee suicidal ideation. This study focused on meaningfulness of work and transformational
leadership as protective factors against suicide because they might enable employees to look
beyond their immediate problems and take meaningful challenges at work. Thus, future research
could also investigate other underlying mechanisms explaining the positive impacts of meaning
at work and transformational leadership on suicidal ideation, including needs satisfaction, sense
of belonginess, and professional fulfillment.

Finally, this study focuses on suicidal ideation rather than actual suicide attempts or
behaviours. Previous research suggests that suicidal ideation does not necessarily lead to
subsequent suicide attempts and that suicidal ideation and behaviours have different implications

for the individual and the community (Klonsky et al., 2016). Future research could explore



SUICIDAL IDEATION AND WORK 50

factors that distinguishes between employees who attempt suicide and those who only consider
suicide (May & Klonsky, 2016). By understanding which employees with suicidal ideation are
more likely to act on those thoughts, organizational researchers and practitioners are able to
design workplace suicide prevention programs that are more targeted and contextualized.
Nevertheless, this study provided preliminary support for the moderated mediation model that
connects workplace factors with suicidal ideation among working individuals. Considering the
profound impacts work has on individuals’ health and well-being, future studies should extend
this line of research and investigate how other workplaces factors might prevent or exacerbate
employee suicidal ideation.
Conclusion

The goal of the present study was to examine how and under which conditions do
meaningfulness of work and transformational leadership serve a protective function against
employee suicidal ideation. Results suggested that meaningful work and transformational
leadership were connected with reduced suicidal ideation through lowered feelings of
hopelessness and depression among employees. However, the positive impacts of work meaning
and transformational leader on suicidal ideation were attenuated when experienced job stressors
are at a high level. Findings from the current study provide insights into suicidal ideation in the
workplace context and give important implications for developing workplace suicide prevention
programs. Future studies could build upon the current findings and further test the moderated

mediation models using longitudinal or field research design.
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Appendix A
Questionnaires
Demographic Questions

Are you currently employed full-time?
Scale:
e Yes— Please proceed.
e No - You are not eligible for participating in this study. Thank you for your interest!

Do you report to a direct supervisor at work and are able to answer questions about the
supervisor’s leadership style?

e Yes — Please proceed.
e No - You are not eligible for participating in this study. Thank you for your interest!

How long have you been working with your current supervisor/manager?
Scale: drop-down options

Which of the following best describes your role in your current organization?

Management
Administrative staff
Support staff
Trained professional
Skilled laborer
Consultant

e Researcher
Other (please specify):

What industry do you work in?
e Goods-producing sector (e.g., agriculture, forestry, fishing, mining, oil & gas, hunting,
trapping)
Utilities
Construction
Manufacturing
Services-producing sector (e.g., retail)
Trades
Transportation
Finance, insurance, real estate, rental and leasing
Professional, scientific and technical services
Business, building and other support services (e.g., administration)
Education
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Healthcare and social assistance
Information, culture, and recreation
Arts, entertainment, and recreation
Accommodation and food services
Public administration

Other.

What is your age? (In years, for example, 34)

How do you currently describe your gender identity?

Scale:

Male

Female

Non-binary

Prefer not to answer

With which ethnic group(s) do you identify? Select all that apply.

Scale:

North American Indigenous

Hispanic, Latino or Spanish origin (e.g., Mexican, Puerto Rican, Cuban, Salvadoran,
Dominican, Columbian)

White (e.g., German, Irish, English, Italian, Polish, French)

Asian (e.g., Chinese, Filipino, Asian Indian, Vietnamese, Korean, Japanese)

Middle Eastern or North African (e.g., Lebanese, Iranian, Egyptian, Syrian, Moroccan,
Algerian)

Black (e.g., Jamaican, Haitian, Nigerian, Ethiopian, Somalian)

Native Hawaiian or Other Pacific Islander (e.g., Native Hawaiian, Samoan, Chamorro,
Tongan, Fijian, Marshallese)

Another race, ethnicity or origin, please specify:

Prefer not to answer
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Job Stress (single-item facet measure of job stressors; Gilbert and Kelloway, 2014)

Please read each statement regarding your experience at work and decide how much you agree or
disagree with that statement.

Strongly Strongly
Disagree Disagree Neutral Agree Agree
1 2 3 4 5

| feel I am recognized for the work | do

| decide how to spend my time at work

It is hard for me to keep up with the workload

It is difficult to balance my work and family demands
My supervisor looks out for his/her people

My job allows me to use my skills and abilities

| have a say in how the work gets done

My work is important to the organization

I have the tools I need to do my job

There is little variety in the tasks that | do

My co-workers treat me with respect and courtesy
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Global Transformational Leadership scale (Carless et al., 2000)

Please rate your direct supervisor/leader in terms of how frequently they engage in the behaviour
described.

1 — Rarely or Never, 2 — Once in a While, 3 — Sometimes, 4 — Fairly Often, 5 — Very Frequently
or Always.

My leader communicates a clear and positive vision of the future

My leader treats staff as individuals, supports and encourages their development

My leader gives encouragement and recognition to staff

My leader fosters trust, involvement and cooperation among team members

My leader encourages thinking about problems in new ways and questions assumptions
My leader is clear about his/her values and practises what he/she preaches

My leader instills pride and respect in others and inspires me by being highly competent
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Perceived Supervisor Support (Eisenberger et al., 2002)

Please rate your direct supervisor/leader in terms of how much you agree or disagree with each
statement.

Strongly Strongly
Disagree Disagree Neutral Agree Agree
1 2 3 4 5

My supervisor strongly considers my goals and values.

Help is available from my supervisor when | have a problem.

My supervisor really cares about my well-being.

My supervisor would forgive an honest mistake on my part.

My supervisor is willing to help me when | need a special favor.

If given the opportunity, my supervisor would take advantage of me. (R)
My supervisor shows very little concern for me. (R)

My supervisor cares about my opinions.

e S S
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Work as Meaning Inventory (WAMI; Steger et al., 2012)

Please read each statement and decide how much you agree or disagree with that statement.

Strongly Strongly
Disagree Disagree Neutral Agree Agree
1 2 3 4 5

I have found a meaningful career

I understand how my work contributes to my life’s meaning
| have a good sense of what makes my job meaningful

| have discovered work that has a satisfying purpose

| view my work as contributing to my personal growth
My work helps me better understand myself
My work helps me make sense of the world around me

My work really makes no difference to the world.
I know my work makes a positive difference in the world
The work | do serves a greater purpose.
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Patient Health Questionnaire (PHQ-9; Kroenke et al., 2001)
Over the last 2 months, how often have you been bothered by any of the following problems?
0 = Not at all; 1 = Several days; 2 = More than half the days; 3 = Nearly every day

Little interest or pleasure in doing things

Feeling down, depressed, or hopeless

Trouble falling or staying asleep, or sleeping too much

Feeling tired or having little energy

Poor appetite or overeating

Feeling bad about yourself - or that you are a failure or have let yourself or your family down
Trouble concentrating on things, such as reading the newspaper or watching television

Moving or speaking so slowly that other people could have noticed? Or the opposite - being so
fidgety or restless that you have been moving around a lot more than usual

Thoughts that you would be better off dead or of hurting yourself in some way
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State and Trait Hopelessness Scales (Dunn et al.) — Modified

Please read each statement and decide how much you agree or disagree with that statement.

Strongly Strongly
Disagree Disagree Neutral Agree Agree
1 2 3 4 5

In the past 2 months, I feel...

It is difficult for me to imagine my future

| believe | cannot make a difference

| believe | am powerless to change my future
| see my future as gloomy

| feel giving up would be easier

Things do not work out as | would like
Negative things seem to happen to me

| doubt that anything is worthwhile
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Depressive Symptom Index Suicidality Subscale (DSI-SS; Joiner et al., 2002)

On this questionnaire are groups of statements. Please read all of the statements in a given group.
Pick out and circle the one statement in each group that describes you best for the past two
months. If several statements in a group seem to apply to you, pick the one with the higher
number. Be sure to read all of the statements in each group before making your choice.

(A)

0 I do not have thoughts of killing myself.

1 Sometimes | have thoughts of killing myself.

2 Most of the time | have thoughts of killing myself.
3 | always have thoughts of killing myself.

(B)

0 I am not having thoughts about suicide

1 1 am having thoughts about suicide but have not formulated any plans.

2 | am having thoughts about suicide and am considering possible ways of doing it.
3 I am having thoughts about suicide and have formulated a definite plan.

(©)

0 I am not having thoughts about suicide.

1 I am having thoughts about suicide but have these thoughts completely under my control.
2 | am having thoughts about suicide but have these thoughts somewhat under my control.
3 1 am having thoughts about suicide but have little or no control over these thoughts.

(D)

0 I am not having impulses to kill myself.

1 In some situations | have impulses to kill myself.
2 In most situations | have impulses to kill myself.
3 In all situations | have impulses to kill myself.



SUICIDAL IDEATION AND WORK

Suicidal Behaviors Questionnaire—Revised (SBQ-R; Osman et al.,2001)

Instructions: please circle the number beside the statement or phrase that best applies to you.

Have you ever thought about or attempted to kill yourself?
1 = Never
2 = It was just a brief passing thought
3a =1 have had a plan at least once to kill myself but did not try to do it
3b =1 have had a plan at least once to kill myself and really wanted to die
4a = | have attempted to kill myself, but did not want to die
4b = | have attempted to kill myself, and really hoped to die

How often have you thought about killing yourself in the past two months?
1 =never
2 = rarely (1 time)
3 = sometimes (2 times)
4 = often (3-4 times)
5 = very often (5 or more times)

Have you ever told someone that you were going to kill yourself, or that you might do it?

1=no

2a = yes, at one time, but did not really want to die
2b = yes, at one time, and really wanted to do it

3a = yes, more than once, but did not want to do it
3b = yes, more than once, and really wanted to do it

How likely is it that you will attempt suicide someday?

0 = never

1 = no chance at all
2 = rather unlikely
3 =unlikely

4 = likely

5 = rather likely

6 = very likely
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Appendix B
Supplementary Materials
Table 9

Standardized Parameters for Model 1: Meaningfulness of work as Predictor (N = 600)

p SE p
Meaningfulness of Work
WAMI1 0.88 0.01 <.001
WAMI2 0.82 0.02 <.001
WAMI3 0.87 0.01 <.001
WAMI4 0.91 0.01 <.001
WAMI5 0.79 0.02 <.001
WAMI6 0.78 0.02 <.001
WAMI7 0.82 0.01 <.001
WAMI8 0.46 0.03 <.001
WAMI9 0.85 0.01 <.001
WAMI10 0.85 0.01 <.001
Job Stress
JS1 0.71 0.02 <.001
JS2 0.48 0.04 <.001
JS3 0.27 0.04 <.001
JS4 0.22 0.04 <.001
JS5 0.64 0.03 <.001
JS6 0.71 0.02 <.001
JS7 0.62 0.03 <.001
JS8 0.62 0.03 <.001
JS9 0.56 0.03 <.001
JS10 0.37 0.04 <.001
JS11 0.60 0.03 <.001
Hopelessness
STH1 0.84 0.01 <.001
STH2 0.81 0.02 <.001
STH3 0.84 0.01 <.001
STH4 0.90 0.01 <.001
STH5 0.80 0.02 <.001
STH6 0.80 0.02 <.001
STH7 0.77 0.02 <.001
STH8 0.85 0.01 <.001
Depression
PHQ1 0.83 0.02 <.001
PHQ2 0.85 0.01 <.001
PHQ3 0.61 0.03 <.001

PHQ4 0.72 0.02 <.001
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PHQ5 0.63 0.03 <.001
PHQG6 0.81 0.02 <.001
PHQ7 0.65 0.03 <.001
PHQ8 0.38 0.04 <.001
PHQ9 0.62 0.03 <.001

Suicidal Ideation
DSI-SS1 0.94 0.01 <.001
DSI-SS2 0.93 0.01 <.001
DSI-SS3 0.92 0.01 <.001
DSI-SS4 0.75 0.02 <.001
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Table 10

Standardized Parameters for Model 2: Transformational Leadership as Predictor (N = 600)

B SE p
Transformational Leadership
GTL1 0.83 0.01 <.001
GTL2 0.91 0.01 <.001
GTL3 0.87 0.01 <.001
GTL4 0.87 0.01 <.001
GTL5 0.81 0.02 <.001
GTL6 0.83 0.01 <.001
GTL7 0.89 0.01 <.001
Job Stress
JS1 0.75 0.02 <.001
JS2 0.44 0.04 <.001
JS3 0.27 0.04 <.001
JS4 0.24 0.04 <.001
JS5 0.78 0.02 <.001
JS6 0.63 0.03 <.001
JS7 0.57 0.03 <.001
JS8 0.55 0.03 <.001
JS9 0.54 0.03 <.001
JS10 0.30 0.04 <.001
JS11 0.58 0.03 <.001
Hopelessness
STH1 0.84 0.01 <.001
STH2 0.81 0.02 <.001
STH3 0.84 0.01 <.001
STH4 0.90 0.01 <.001
STH5 0.81 0.02 <.001
STH6 0.80 0.02 <.001
STH7 0.77 0.02 <.001
STHS 0.85 0.01 <.001
Depression
PHQ1 0.84 0.01 <.001
PHQ2 0.81 0.02 <.001
PHQ3 0.84 0.01 <.001
PHQ4 0.90 0.01 <.001
PHQ5 0.81 0.02 <.001
PHQ6 0.80 0.02 <.001
PHQ7 0.77 0.02 <.001
PHQS 0.85 0.01 <.001
PHQ9 0.84 0.01 <.001

Suicidal Ideation
DSI-SS1 0.94 0.01 <.001
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DSI-SS2 0.93
DSI-SS3 0.92
DSI-S54 0.75

0.01
0.01
0.02

<.001
<.001
<.001
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