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Abstract 

The aim of this research project was to identify the relations of job demands and job control to 

meaning at work and the probability of maintaining employment, with a focus on people 

diagnosed with depression. According to the Job Demand-Control model, a job characterized 

by high job demands and high job control (active job) is a good fit for a healthy person; 

however the same might not be true for people with depression. Based on the 

Reconceptualised Uncertainty in Illness Theory, cognitive limitations and maladaptive 

emotion regulation strategies we argue that work conditions might relate differently to work 

outcomes for people with depression. The study used clinical assessment and questionnaire 

data from the Dutch longitudinal population-based Lifelines cohort study matched with 

Register data of employment status from Statistics Netherlands (N = 55,950) and was 

analysed with a structural equation modelling approach. Job demands positively influenced 

maintaining employment and were negatively related to meaning at work. Job control was 

positively related to both outcomes; for people diagnosed with depression the positive relation 

between job control and meaning at work was amplified. People without depression profited 

most from an active job while people with depression showed better probability to maintain 

employment in a low strain job. The present study clarified that a combination of low job 

demands and high job control can help vulnerable individuals stay employed; and therewith 

tests the generalisability of the job demands-control model to vulnerable subgroups.  

 Keywords: job demands, job control, Job Demand-Control model, meaning at work, 

employment, depression 
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Does Depression Moderate the Relationship Between Work Conditions, Meaning at 

Work and Maintaining Employment? 

In many industrialized countries chronic mental disorders are on the rise, with 

depression being one of the most common mental disorders in the general population and 

more specifically in the workforce (Knudsen et al., 2013; Modini et al., 2016). Depression is 

known to have a high rate of recurrence and entails symptoms such as feelings of tiredness, 

poor concentration and overall sadness which can negatively impact daily living (Han & Kim, 

2019; World Health Organization [WHO], 2020).  

Work is a fundamental part of our adult life. Having paid employment has the primary 

benefit of financial stability, but also brings about social contact, time structure, collective 

purpose, status and activity (latent functions of work; Jahoda, 1982, 1997). However, having 

depression can negatively impact employment status, causing problems for the individual, 

employers and society as a whole. First, depression besides other common mental disorders is 

a predictor of reduced productivity at work as well as an indication of onset, length and 

recurrence of sickness absence (Ahola et al, 2011; Knudsen et al., 2013; Wittchen et al., 

2011). Furthermore, studies have shown that depressed people have a higher chance of exiting 

employment prematurely through disability pension, unemployment or early retirement 

compared to healthy individuals (Knudsen et al., 2010; Thielen et al., 2014). As a 

consequence, reduced capacity to work or premature exit of the labour market can negatively 

influence the depressed individual, for example intensify depressive symptoms (Dooley et al., 

2000). Depression also negatively influences the society; the WHO (2020) estimates the 

economic costs due to lost productivity in the European Union to be over 70€ billion per year. 

Depression might not only increase the probability of absenteeism and premature exit 

from employment but also influence how a person experiences their work. Nowadays, people 

want to think of their job as more than just a way to gain financial stability. One variable to 

look at is meaning at work. Having a sense of meaning in life is a central aspect of well-being 
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and well established in research and models (Ryff & Singer, 1998; Zika & Chamberlain, 

1992). Nevertheless, the concept meaning at work has only recently started to get more 

recognition in the scientific literature. Meaning at work is a subjective feeling of having 

important and meaningful work and can be positively related to desirable outcomes such as 

job satisfaction and overall well-being (Arnold et al., 2007; Kamdron, 2005). In addition, it 

can relate negatively to work variables like withdrawal intentions and days reported absent 

(Steger et al., 2012). However, having depression might decrease the sense of meaning at 

work (Allan et al., 2016). For example, depressive symptoms such as rumination and 

prolonged negative emotions can bias perceptions and thoughts (Visted et al., 2018), which 

might make feeling meaning at work difficult.  

Considerable amounts of research have investigated individual factors beneficial for 

satisfactory employment when struggling with depression, such as high conscientiousness and 

motivation to work (Hees et al., 2012). Protective factors like motivation to work do not only 

depend on the individual but also on the work environment. Over the years many models have 

investigated the work environment, its conditions and effects on the individual (Asif et al., 

2018; Sonnentag, 1996). One of these is the Job Demand-Control (JDC) model proposed by 

Karasek (1979); it examines the amount of job demands and job control to predict work and 

well-being outcomes. In a healthy population a job characterised by high demands and high 

control (active job) is positively related to meaning at work and maintaining employment 

(Clausen & Borg, 2011; Kim & Beehr, 2019). However, in a depressed population we might 

expect these job characteristics to show different effects. Symptoms of depression might make 

dealing with job demands more challenging and having a chronic disease like depression 

might increase the need for job control, as the individual feels that they are lacking control in 

other domains of life. Consequential, studies testing different levels of job demands and 

control while also incorporating depression to predict work outcomes are needed.  
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 In western societies, the aging population is causing a financial burden that asks for a 

sustainable solution. One adaptation is to integrate as many people as possible in the 

workforce. The present research project contributes to the field of work and mental health by 

identifying how depression moderates the relationship between different levels of job 

demands and job control on maintaining employment and feeling meaning at work. Two 

points are of importance here and signify an enrichment of the research field. First, literature 

on meaning at work as a work outcome is still limited and this study will further enhance 

knowledge on the topic especially in combination with depression. Second, by including 

depression as a moderator this paper looks at how vulnerable people experience work and 

which attributes of the work environment are most relevant for them to maintain employment 

and feel meaning at work. To conclude, having employment is a big part of adult life, it brings 

about financial benefits as well as other more indirect benefits and it is important to make it 

achievable for as many people as possible.  

Work outcomes  

 For a long time work has been studied with a focus on compensation and negative 

health related outcomes. Therefore, many studies have investigated outcomes such as burnout 

(Alarcon, 2011), sickness absence (Ahola et al, 2011) and leaving employment prematurely 

(Thielen et al., 2014). Nowadays the focus is shifting towards participation. Researchers want 

to find out what helps people stay employed by focusing on positive individual characteristics 

and work aspects. For example, Boot et al. (2014) found that in a sample of workers aged 55+ 

personal factors like younger age, fewer depressive symptoms, low scores on neuroticism, no 

functional limitations and high scores of mastery increased the probability of having paid 

work 2 years follow-up. Moreover, new models have been focusing on what increases 

maintaining employment. The model of sustainable employability proposed by van der Klink 

et al. (2016) is an important example. It is based on the capability approach (Sen, 1993) and 

emphasizes the link between an individual and its work environment. In this approach the 
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individual is able, motivated to perform the work tasks and the work context enables 

development and realization of goals. Therefore, this study looked at the work environment in 

form of job demands and control in combination with depression to predict the probability of 

maintaining employment.  

Additionally, next to tracking employment statuses of workers it is important to 

research situational work outcomes as they can relate to overall work and life satisfaction and 

increase the probability of maintaining employment in the long run. An important situational 

outcome that has started to receive more attention in the literature is meaning at work.  It is a 

subjective feeling that the job facilitates personal growth, is significant and contributes to 

more than the self and the employer (Steger et al., 2012). Nowadays more people want their 

work to be meaningful and studies have shown that meaning at work can be influenced by 

work conditions. A person might react to different levels of job demands and control in a way 

that it leads them to experience more or less meaning at work. Therefore, this study 

investigated both: maintaining employment and meaning at work. We predict that different 

levels of work conditions increase or decrease the probability of maintaining employment and 

influence how much meaning people feel at work; and that depression moderates the relation 

between work conditions and work outcomes. 

Work conditions 

Karasek (1979) developed the JDC model, where he hypothesized that job demands 

and job control can be either low or high and combined create four theoretical job profiles: a 

passive job (low demands / low control), a low strain job (low demands / high control), an 

active job (high demands / high control) and a high strain job (high demands / low control). 

According to the JDC model job demands are psychological demands/strains of the work 

environment like high workload (Karasek, 1979). Job demands can increase stress but also 

learning. As work demands entail psychological strain they can have negative effects on the 

probability of maintaining employment. For example, Alarcon (2011) found in a meta-
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analysis that job demands are positively related to emotional exhaustion, reduced personal 

accomplishment and cynicism. All of which are factors that can lead to burnout. Being 

confronted with high job demands can increase stress and stress responses and therefore 

decrease the probability of staying employed. 

In contrast to these negative long-term outcomes, a study by Clausen and Borg (2011) 

found an unexpected positive effect of job demands on meaning at work, implying that to a 

certain degree job demands such as workload could be positively related to meaning at work. 

Having a high workload can give a feeling of performing an important task and positively 

contributing to the workplace. Additionally, a worker might feel that an employer that 

assigned a lot of tasks to them is confident in their ability to handle those. Both of those 

points might lead to feeling more meaning at work when having high job demands.  

The findings of job demands possibly decreasing the probability to maintain 

employment while increasing meaning at work could be related to the notion that some job 

demands can be perceived as challenge related stressors which are then related to positive 

work outcomes; while others or too many job demands can be experienced as hindrance-

related stressors leading to negative work outcomes (Podsakoff et al., 2007).  

Hypothesis 1: Job demands (a) relate negatively to maintaining employment and (b) 

positively to meaning at work. 

Job control on the other hand describes how much influence a person can exert over 

their work and throughout the working day. It reduces an employee's stress and increases 

learning (Karasek, 1979) and can be viewed as a job resource or positive aspect of a job that 

can improve an employee’s capability to for example deal with job demands (Bakker & 

Demerouti, 2007). High job control can have positive effects on maintaining employment in 

the long run. In a study sample of workers aged 50-74, low job control was related to 

premature exit from the labour market (Hintsa et al., 2015). Clausen and Borg (2011) found 

that job resources, of which job control is a part, are positively related to meaning at work. 
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Having the possibility to influence tasks and decisions can give a feeling of importance, 

freedom and ownership (Pierce et al., 2004); which might facilitate the amount of meaning a 

person feels at work.  

Hypothesis 2: Job control positively relates to (a) maintaining employment and (b) meaning 

at work. 

The JDC model combines these work conditions and points to two hypotheses, namely 

the strain and learning hypotheses. According to the strain hypothesis a job characterized by 

high demands and low control (i.e. high strain job) will have the most severe negative effects 

on the individual’s health and work behaviour (van der Doef & Maes, 1998.). In this case, the 

individual does not have enough job control to alleviate the strains of high work demands and 

as a result experiences high amounts of stress. A job characterized by low control and high 

demands is related to negative outcomes such as lower job satisfaction and higher job-related 

anxiety (Asif et al., 2018). Additionally, Laine et al., (2009) characterized a job with low 

control and high demands as an independent risk factor for disability pension later on.  

The learning hypothesis on the other hand states that a combination of high demands 

and high control increases learning and motivation (Karasek & Theorell, 1990; van der Doef 

& Maes, 1998). Here the high job control serves as a balance to the high demands, decreasing 

the stress that is induced by the latter and together both increase the experience of learning 

and motivation. Therefore, in a healthy sample a job with both high demands and high control 

is related to maintaining employment. Job control reduces stress and can buffer the more 

negative sides of a job, which increases the probability of maintaining employment. The job is 

engaging, challenging and at the same time the worker feels capable through enough decision 

latitude (job control) to deal with the demands. Furthermore, considering the aforementioned 

findings in regard to meaning at work, the interaction of the two work conditions could have a 

positive effect on meaning at work (Clausen & Borg, 2011; van der Doef & Maes, 1998).  
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Hypothesis 3: (a) The negative relation between job demands and maintaining employment is 

buffered by job control. (b) The positive relation between job demands and meaning at work 

is amplified by job control. 

Depression 

Depressive syndromes belong to the category of mood disorders and are often 

disruptive and cause significant psychosocial impairment (Cuijpers & Smit, 2008; Lasserre et 

al., 2016). It is a common mental disorder characterized by loss of interest or pleasure, 

sadness, feelings of low self-worth or guilt, disturbed appetite and/or sleep, poor 

concentration and feelings of tiredness (WHO, 2020). There are differences in duration and 

severity between depressive syndromes such as persistent depressive disorders, a major 

depressive episode and dysthymic disorder (DSM-V; American Psychiatric Association, 

2013). Depression is a disorder with high recurrence rates. The Netherlands Study of 

Depression and Anxiety showed that in a primary care sample people with a major depressive 

disorder (MMD) diagnosis,  26.8% had a recurrence of MMD within two-year follow-up after 

being in remission for at least three months (Hardeveld et al, 2013). In Europe 40 million 

people are affected by depression (WHO, 2020). People are at risk of developing depression 

when they have a genetic predisposition for the disease and/or experience prolonged stress in 

form of persistent daily stressors or major life stressors like losing a loved one (Gazzaniga et 

al., 2016; Stuke & Bermpohl, 2016). 

Work can play a negative as well as a positive role in depression. First of all, having 

paid work is beneficial for people with a depressive disorder; it is related to increases in self-

esteem, personal growth, a sense of purpose, and contributes to self-reported increased 

recovery (Auerbach & Richardson, 2005; Fossey & Harvey, 2010; Provencher et al., 2002; 

Repper & Carter, 2011; Salzer & Shear, 2002; van Dongen, 1996). These positive effects can 

be in part attributed to the latent functions of work (Jahoda, 1982, 1997). However, as stated 

in the beginning depressed people are more prone to negative work outcomes like prolonged 
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sickness absence, disability pension and unemployment (Ahola et al, 2011; Knudsen et al., 

2013; Thielen et al., 2014; Wittchen et al., 2011). 

A study investigating what employees with a chronic disease value in their job, found 

that next to financial stability and social contact, being able to contribute to society and 

therefore feeling that one’s work is meaningful was an important factor (Vooijs et al., 2018). 

The article focused on physical diseases but we assume the same holds for people suffering 

from a common mental disorder like depression. However, studies have found negative 

relations between depression and meaning at work, indicating that having depression might 

decrease the ability to feel meaning at work (Allan et al., 2016).  

Hypothesis 4: Depression negatively influences (a) the probability of maintaining employment 

and (b) meaning at work. 

Having discussed the possible general influences of depression on maintaining 

employment and meaning at work we will now move on to discuss how job demands can 

influence this relationship. De Vries et al. (2018) found high job demands, besides other 

factors, to be a predictor of sickness absence in people with a common mental disorder such 

as depression. High job demands can increase stress and having depression might decrease the 

capacity to effectively deal with stress like time pressures, which may result in a reduced 

probability to maintain employment and also negatively influence meaning at work. There are 

two prominent factors in depression that might hinder dealing with high work demands. First, 

cognitive difficulties, common in depression and can entail a lack of attention, deficits in 

executive functions and memory. In a study by Afridi et al. (2011) 63.3% of a depressed 

outpatient sample had cognitive impairments compared to only 3.3% of a healthy control 

group. Additionally, Rock et al. (2014) showed in a systematic review and meta-analysis that 

limitations in cognitive functions not only occur in currently depressed individuals but can 

also persist in remitted patients. Having a lower cognitive capacity might hinder successfully 

dealing with high job demands. 
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The second factor is the use of maladaptive emotion regulation strategies often 

employed by people in a current or remitted depression. People with a depressive disorder 

compared to people without one more often use rumination, avoidance and suppression when 

confronted with difficult internal or external situations (Visted et al., 2018). These strategies 

are labelled maladaptive, because they are often less effective in reducing the negative 

emotion than more adaptive strategies such as acceptance, reappraisal and problem solving 

(Visted et al., 2018). Maladaptive emotion regulation strategies may decrease effective 

dealing with high job demands as they often do not solve the situation and are less effective in 

reducing the negative emotions evoked by the situation. Additionally, using rumination can 

not only induce negative emotions but also reduce executive functioning by limiting working 

memory, attention and cognitive control (Donaldson et al., 2007; Joormann et al., 2011; 

Koster et al., 2011; Meiran et al., 2011; Watkins & Brown, 2002). In that way, maladaptive 

emotion regulation strategies and cognitive impairments might even strengthen one another 

and further limit a person’s capacity to deal with job demands. 

Taking together the findings of cognitive impairments and increased use of 

maladaptive emotion regulation, depression might increase the negative effect of job demands 

on maintaining employment. Having laid out the possible effects on maintaining employment 

we believe that these two processes will also influence the effect of job demands on meaning 

at work.  Even though job demands have the potential to increase learning alongside stress, 

we expect when suffering from depression the stress aspect of job demands to be emphasised. 

Hence, a high workload is detrimental to meaning at work, because the person might feel 

overwhelmed with the tasks and incapable to perform a potential meaningful job. 

Hypothesis 5: (a) When having depression the negative relation between job demands and 

maintaining employment is amplified. (b) When having depression the positive relation 

between job demands and meaning at work is buffered. 
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The second work condition under investigation is job control. Longitudinal studies 

have found evidence that having job control is an important factor for people with depression. 

Markkula et al. (2017) tracked the employment status of people with a depressive disorder 

after 11 years. From 263 participants about 15.7% had been granted disability pension. The 

researchers found that having high job control was the only significant factor associated with 

a lower probability of entering disability pension. They also investigated job demands and 

surprisingly found that higher job demands were not indicative of an increased risk of 

disability pension (Markkula et al., 2017). However, they only looked at disability pension 

and not at other forms of losing or leaving employment. Nevertheless, interesting is the long-

term effect of job control, the study looked at people with depression at baseline and lower 

job control was still an important predictor of entering disability pension 11 years later. In 

comparison, low job control was not a predictive factor of job loss for people without a 

chronic disease (Boot et al., 2014). Fewer studies have investigated the relationship between 

work conditions, depression and meaning at work.  

Nonetheless, based on the Reconceptualised Uncertainty in Illness Theory (RUIT), we 

argue that especially when having depression, high job control is related positively to 

maintaining employment and meaning at work. The RUIT addresses the constant uncertainty 

that is associated with a chronic illness, which has a high possibility of recurrence and often 

requires long-term adjustments and management (Mishel, 2014). Here uncertainty is a 

cognitive state where the individual has trouble establishing the meaning of events related to 

the illness (Giammanco et al., 2015). Sources of uncertainty might be not knowing the cause 

and/or progression of the chronic disease, fluctuating symptoms that seem unpredictable and a 

lack of knowledge about the outcome (Brown, 2018). The uncertainty brought about by 

suffering from depression might add further subjective value to job control. As the individual 

experiences uncertainty concerning their illness, having the possibility to influence work can 

bolster feelings of stability and certainty lacking in other areas of life. This additional value 
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assigned to job control not only increases the probability to maintain employment but also 

amplifies the positive relation between job control and meaning at work.  

Hypothesis 6: When having depression the positive relation between job control and (a) 

maintaining employment, as well as the positive relation between job control and (b) meaning 

at work are amplified. 

In a healthy sample, the interaction term of high job demands and high job control is 

expected to relate positively to meaning at work and maintaining employment. Considering 

the aforementioned theories and findings, we expect that when having depression the 

interaction of job demands and job control will have a negative effect on meaning at work and 

maintaining employment. For people with depression the stress aspect of job demands might 

be heightened and job control might not be able to buffer it.  

Hypothesis 7: When having depression the interaction effect of job demands and job control 

relates negatively to (a) maintaining employment and (b) meaning at work. 

All variables and pathways are depicted in Figure 1A and B.  

Method 
Participants 

 The study is based on data from the Lifeline cohort study which included 152,758 

adults in the baseline questionnaire (T1). Included in the study are adult participants from the 

Lifeline cohort study between 18 and 65 years old who are living in the North of the 

Netherlands, and who are employed at T3, which leaves a sample size of 55,950. See Figure 2 

for an overview of the sample selection. In the T3 sample (N = 55,950) two groups of 

participants are analysed: depressed (n = 1,188) and non-depressed individuals (n = 54,762). 

Participants are included in the depression group if they have a depressive disorder, or a 

dysthymic disorder and use antidepressants as measured at T1.  

Of the study population, 59.7% were female and 40.3% male. The mean age of the 

study population was 44.35 years with a standard deviation of 9.81. The educational level of 
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the sample was diverse, with 10.8% from a low education, 52.3% medium and 35.3% from a 

high education. On average participants worked 32.16 (SD = 11.80) hours per week and about 

41% of the participants were employed for over 10 years at their current employer.  

Research Design and Procedure 

The current research project used data from the Dutch longitudinal population-based 

Lifelines cohort study and biobank study matched with Register data from Statistics 

Netherlands (CBS). Lifelines is a multi-disciplinary prospective population-based cohort 

study examining in a unique three-generation design the health and health-related behaviours 

of 167,729 persons living in the North of the Netherlands. It employs a broad range of 

investigative procedures in assessing the biomedical, socio-demographic, behavioural, 

physical and psychological factors which contribute to the health and disease of the general 

population, with a special focus on multi-morbidity and complex genetics. Participants were 

recruited via general practitioners; subsequently, family members were invited to participate; 

and, finally, adults could self-register to participate.  

The Lifelines cohort does not enable public data sharing. The cohort's data are 

available only to researchers who, upon approval of a submitted research proposal, have 

signed a Data/Material Transfer Agreement. The study was conducted according to the 

Helsinki Declaration and was approved by the medical ethical review committee of the 

University Medical Center Groningen, the Netherlands. All participants provided their written 

informed consent (Scholtens et al., 2015; Stolk et al., 2008). The Lifelines cohort study 

collected data in a number of waves, of importance for this research study are T1: 2007-2013 

and T3: 2012-2017 (for a more complete account see Scholtens et al., 2015). 

Measures 

In the T3 measurements working conditions were included. The Lifelines cohort 

implemented 21 questions from eight dimensions of the Copenhagen Psychosocial 

Questionnaire second version (COPSOQ2; Pejtersen et al., 2010). The current study focused 
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on five dimensions measuring the underlying concepts of job demands, job control, and 

meaning at work. All questions focus on the experience at work in the past month (“The 

following questions concern your experience at work in the past month”). The COPSOQ is 

theory-based; it has been developed to fit seven influential theories of psychosocial factors at 

work, one of which is the JDC model (Kristensen et al., 2005). 

Job demands 

Job demands were measured by four questions, two questions focus on quantitative 

demands the first question being a reversed item (“Do you have enough time for the work you 

need to do?”; “Do you get behind in your work?”) and two questions on work pace (“Is the 

work pace high throughout the workday?”; “Do you have to work very fast?”).  Each item 

was answered on a 5-point Likert scale with answer options ranging from 1.”Always” to 5. 

“(Almost) never”. The Cronbach’s alpha of job demands was .73. 

Job control 

Job control was measured with four questions divided into two sub dimensions: 

influence (“Do you have a high degree of influence on your work?”; “Can you influence the 

amount of work you have to do?”) and possibilities for development (“Do you have the 

possibility to learn new things through your work?”; “Does your work require you to take the 

initiative?”). Each item is answered on a 5-point Likert scale. The influence over work has 

answer options ranging from 1. “Always” to 5. “(Almost) never”, while the possibilities for 

development questions have answer options ranging from 1. “To a very high degree” to 5. 

“To a very small degree”. Due to necessary model adjustments later on, the item “Can you 

influence the amount of work you have to do?” was excluded. The remaining three items had 

a reliability score of α = .61. For the simple slopes low, medium and high values of job 

control were calculated at one standard deviation below the mean, the mean and one standard 

deviation above the mean.  

Meaning at work 
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Two questions measured meaning at work (“Is your work meaningful?”; “Do you 

think the work you do is important?”) with a 5-point Likert scale ranging from 1. “To a very 

high degree” to 5. “To a very small degree” and a Cronbach’s alpha of .88. 

Employment status 

Register data from Statistics Netherlands (CBS) was matched with the data from the 

Lifelines cohort to track the employment status of the participants. This research project 

checked employment status at T3 and every month for the following two years. Employment 

status was classified as having paid employment and not having paid employment 

(dichotomous). People are classified as having employment when their main income 

component is from paid employment (excluding self-employed). The following categories are 

counted as not having paid employment: receiving disability benefits or unemployment 

benefits, early retirement and economic inactivity. The variable counts the number of months 

not having employment during the two years after T3, ranging from 0 to 23. 

Depression  

Depression was assessed at T1 using the Mini International Neuropsychiatric 

Interview (MINI; Sheehan et al., 1998; van Vliet et a., 2007). The MINI is a short structured 

diagnostic interview developed by clinicians and psychiatrists mainly designed for research 

purposes. It can be used to assess the diagnosis of psychiatric patients using the ICD-10 and 

DSM-IV criteria. In this study, participants were classified as having depression if (1) they 

had a depressive disorder, or (2) they had a dysthymic disorder and used antidepressants 

(ATC-code N06A; World Health Organization, 2017).  

Control Variables 

Perceived health. Perceived health is measured by the first question of the RAND-36: 

“How would you rate your health, generally speaking?” (Hays & Morales, 2001). The item 

has a 5-point Likert scale with answer options ranging from 1. “Excellent” to 5. “Poor”. 
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Perceived health is a control variable as it is a risk factor to exiting paid employment (van 

Rijn et al., 2014).  

Multimorbidity. People with multiple chronic health problems have a higher risk of 

leaving full-time employment compared to people with one chronic disease (van Zon et al., 

2020). Hence, the number of chronic diseases is controlled for; the range for chronic diseases 

in this sample was zero to four. The study takes into account a variety of physical chronic 

diseases next to depression; namely cardiovascular diseases, diabetes, chronic obstructive 

pulmonary disease and rheumatoid arthritis. 

Statistical analysis 

Before the statistical analysis, the items of job demands, job control, meaning at work 

and self-perceived health were recoded, with higher scores representing more demands, 

control, meaning at work and better self-perceived health. Descriptive statistics and 

assumption checks were done in SPSS (IBM Corp, 2017), while the confirmatory factor 

analysis (CFA) and the final models were analysed in a structural equation modelling 

approach (SEM) using Mplus 8.0 (Muthén & Muthén, 1998-2017). A CFA on the latent 

constructs of job demands, job control and meaning at work was performed and gave an 

insufficient model fit. The model was respecified based on modification indices, which 

indicated that two of the job demands item error terms needed to correlate with each other. 

The theoretical bases for adding this parameter specification was item content overlap. The 

resulting model had an adequate model fit (see Table 1). 

Afterwards two structural models were independently assessed using model codes 

given by Stride et al. (2015). The first SEM analysed the outcome “month of not being 

employed” in a zero-inflated Poisson (ZIP) regression using manifest variables. The second 

model focused on the outcome “meaning at work” and used latent variables. This first 

analysis was supposed to be analysed with latent variables as well. However, due to 

convergence issues when estimating the three-way interaction it was switched to manifest 
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variables instead. The ZIP regression analyses two regression pathways for each effect. In 

addition to the path predicting the number of month out of employment (path 1) it predicts a 

binary path: the probability of scoring a zero on “month of not being employed (path 2)”. 

The variable “month of not being employed” violated the normality assumption, the 

distribution was skewed and highly kurtosis. Therefore, all analyses in Mplus 8.0 (Muthén & 

Muthén, 1998-2017) were performed with a robust maximum likelihood estimator (MLR). 

Additional support for using the MLR estimator in all analyses was given by scaling 

correction factors above one. 

We assessed the model fit of the baseline models (no interaction) with the root mean 

squared error of approximation (RMSEA), comparative fit index (CFI) and Tucker-Lewis 

index (TLI). An adequate model fit is given by a RMSEA value below .06 and CFI and TLI 

equal or above .95 (Schreiber et al., 2006). Furthermore, we calculated the log-likelihood ratio 

test to compare the model fit of the baseline and interaction model for meaning at work. The 

log-likelihood ratio test values are approximately distributed as chi-square; where a 

significant p-value indicates that the interaction model is also a well-fitted model and can be 

used in the analysis (Maslowsky et al., 2015). Lastly, a Poisson regression and ZIP regression 

baseline model were compared with the Bayes information criterion (BIC), the smaller BIC 

indicates the better fitted model (Schreiber et al., 2006). All model fit indices are reported in 

Table 1. The model results are reported in the form of unstandardized beta coefficients, the 

standard errors and the two-tailed significance values.  

Results 

Sample characteristics are displayed in Table 2; means, standard deviations and 

correlations can be seen in Table 3.  

Month of not Being Employed 

 The direct effect of job demands on month not being employed was significant (b =  
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-.05, SE = .02, p < .01). Higher job demands were associated with fewer months out of 

employment during the 2-year follow-up. The second pathway (binary outcome) showed a 

similar significant effect (b = .23, SE = .02, p < .001), implying that having high job demands 

increased the probability of maintaining employment throughout the follow-up. Also, the 

direct effect of job control was significant (b = -.03, SE = .01, p = .02). Having high job 

control was related with fewer months out of employment. The same is true for the second 

pathway (b = .36, SE = .02, p < .001). There was no effect of depression on employment in 

either pathway (path 1: b = -.06, SE = .07, p = .33; path 2: b = -.09, SE = .10, p = .36). Both 

control variables showed a significant relation to the outcome “month not having 

employment” in path 1 and path 2: self-perceived health (path 1: b = -.07, SE = .01, p < .001; 

path 2: b = .11, SE = .02, p < .001), total amount of chronic diseases (path 1: b = .11, SE = 

.03, p < .001; path 2: b = -.25, SE = .04, p < .001). Higher self-perceived health had a small 

but significant relation to fewer months out of employment and increased the likelihood of 

maintaining employment. While having multiple chronic diseases was related to more month 

of unemployment over the two-year follow-up and less likely to maintain employment. 

 The interaction effect of job demands and job control was significant in both pathways 

(path 1: b = -.04, SE = .02, p = .02; path 2: b = .06, SE = .03, p = .02), meaning, that having 

high job demands while also having high job control was related to fewer months out of 

employment and a greater probability to maintain employment. The calculation of the simple 

slopes showed that in the first pathway job demands did not have an effect on month out of 

employment when job control was low (b = -.01, SE = .02, p = .78). However, job demands 

were associated with fewer months of unemployment under medium (b =-.05, SE = .02, p < 

.01) and high levels of job control (b = -.09, SE = .03, p < .01). In the second pathway only 

the simple slope for medium levels of job control was significant (low: b = .24, SE = .15, p = 

.10; medium: b = .23, SE = .02, p < .001; high: b = .22, SE = .15, p = .13). A participant was 

more likely to maintain employment in a job characterized by high demands and medium 
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levels of job control. There was no effect of job demands and depression on months not being 

employed for either pathway (path 1: b = .12, SE = .07, p = .11; path 2: b = -.25, SE = .13, p = 

.06). Likewise, the interaction of job control and depression was non-significant in both 

pathways (path 1: b = -.04, SE = .06, p = .53; path 2: b = -.10, SE = .12, p = .41).  Finally, the 

three-way interaction was significant for path 1 (b = .18, SE = .07, p = .02), but not for path 2 

(b = -.07, SE = .15, p = .62). In the first pathway, the interaction of high job demands, high 

job control and having depression was related to more months without employment during the 

two-year follow-up. Calculating the simple slopes, we found that job demands did not have an 

effect on months unemployed under having depression combined with low, medium and high 

levels of job control in pathway 1 (low: b = -.08, SE = .08, p = .34; medium: b = .06, SE = 

.07, p = .35; high: b = .20, SE = .11, p = .08). However, the slope difference test was 

significant for the slopes comparing high job demands with high job control and having or not 

having depression (b = .29, p = .02). All effect sizes of the relations between the variables are 

displayed in Figure 3A and B, while the three-way interaction of path 1 is plotted in Figure 4.  

Meaning at Work 

Job demands had a significant negative direct effect on meaning at work (b = -.11, SE 

= .01, p < .001). Having high job demands was related with a lower sense of meaning people 

felt at work. Job control had a significant positive effect on meaning at work (b = .35, SE = 

.01, p < .001). In general, people with high job control said that they felt more meaning at 

work compared to people with low job control. The effect of depression on meaning at work 

was non-significant (b = -.04, SE = .03, p = .14). Both control variables were significantly 

related to meaning at work: rating ones self-perceived health as good had a small positive 

effect (b = .05, SE = .01, p < .001), total amount of chronic diseases also had a small positive 

relation to meaning at work (b = .05, SE = .01, p < .001). 

There was no interaction effect of job demands and control on meaning at work 
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(b = -.01, SE = .01, p = .30). Furthermore, there was no effect of the interaction term job 

demands and depression (b = -.06, SE = .05, p = .21). However, the interaction of job control 

and depression was significant (b = .12, SE = .03, p < .001). When having depression, high 

job control had an even stronger positive relation to meaning at work.  Finally, the three-way 

interaction of job demands, control and depression was non-significant (b = .07, SE = .08, p = 

.40). All effect sizes of the relations between the variables can be seen in Figure 5; the three-

way interaction is displayed in Figure 6. 

Discussion 

The aim of this research project was to identify the relations of job demands and job 

control to meaning at work and the probability of maintaining employment, with a focus on 

people suffering from depression. It is important to include vulnerable individuals into the 

work domain. Therefore it is essential to find out which work conditions fit their needs. To 

fully answer the research question and the underlying hypotheses we will first summarize the 

findings, followed by interpretations of the most important results. Thereafter implications for 

theory and practice, strengths, limitations, and future directions for research will be discussed.  

To summarize, job demands had an unexpected positive relation to maintaining 

employment, which runs counter hypothesis 1a. In line with our hypothesis 2a, job control 

had a positive association with maintaining employment. The interaction effect of job 

demands and control was positively related to employment status. However, it did not show a 

buffer effect as predicted in hypothesis 3a. Depression had no effect on maintaining 

employment (4a). Also, the interaction effects of depression and job demands (5a), as well as 

depression and job control (6a) were non-significant. Lastly in line with hypothesis 7a, the 

three-way interaction of depression, demands and control was negatively related to 

maintaining employment. Job demands were negatively related to meaning at work, which 

runs counter hypothesis 1b. In line with hypothesis 2b, Job control had a positive association 

with meaning at work. Depression had no effect on meaning at work (4b). Also the interaction 
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of job demands and control (3b), as well as the interaction of job demands and depression 

were nonsignificant (5b). Depression did amplify the positive relation between job control and 

meaning at work as predicted in hypothesis 6b. While the three-way interaction was 

nonsignificant (7b).  

Maintaining Employment 

Surprisingly, in this study, higher job demands had a positive effect on maintaining 

employment, which is contradicting our hypothesis and previous research relating high job 

demands to burnout indicating that especially over time high job demands increase stress and 

negative work outcomes (Alarcon, 2011). A possible explanation for this might be that people 

with low job demands experienced more boredom at work, which resulted in them quitting 

that particular job. Reijseger et al. (2013) found that high job demands were negatively related 

to feeling boredom at work. High workload can be stimulating and therefore people 

experienced more job satisfaction and commitment the less boredom they felt. Workers who 

did experience high amounts of boredom at work also intended to quit their jobs more often 

(Reijseger et al., 2013). The finding that high job control is related to fewer months out of 

employment throughout the two-year follow up is in line with previous research (Hintsa et al., 

2015). Job control is a resource and gives employees autonomy and ownership in their work 

as well as it increases the capability to deal with job demands (Bakker & Demerouti, 2007). 

Accordingly, the interaction effect of high job demands and high job control also related 

positively to the probability of maintaining employment. This follows the learning hypothesis, 

saying that the combination of high demands and high control increases learning and 

motivation while decreasing possible stress from work demands (Karasek & Theorell, 1990; 

van der Doef & Maes, 1998).  

It was argued that depression strengthens the negative relation between job demands 

and maintaining employment. In this study, no such effect was present. Previous studies have 

found depressive symptoms, such as difficulty concentrating and tiredness, to be associated 
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with impaired functioning during work, especially in managing time demands, output skills 

and mental-interpersonal skills (Sanderson and Andrews, 2016). However, this could more 

accurately relate to presenteeism than absenteeism. For example, some studies have found a 

greater connection between depression and presenteeism than depression and absenteeism 

(Stewart et al., 2003). Presenteeism describes lost productivity due to attending work while 

unwell (Sanderson and Andrews, 2016). Workers with depression might have reduced 

quantity and quality of work tasks and output during unwell days, but might not lose or quit 

their job because of high job demands. Another explanation for the non-significant finding 

could be that the sample of depressed participants might have consisted of mildly depressed 

people instead of people with a rather severe depression. Unfortunately, in this study we could 

not assess and distinguish between different levels of severity. A third reason might be that 

job demands not only increase stress but also imply that people rely on you and trust in your 

ability to deal with tasks. As such, in the current sample, the people with depression might 

have perceived high demands as both, stressful and motivating.  

Contradictory to our hypothesis, we did not find an interaction effect between job 

control and depression. It was argued that having depression would strengthen the positive 

effect of job control on the probability to maintain employment. This argument was built on a 

longitudinal study in which high job control was the only significant predictor reducing the 

probability of entering disability pension in depressed people up to 11 years later (Markkula 

et al., 2017). In this study, maintaining employment was assessed by counting the number of 

months out of employment. As a consequence, this study does not distinguish between 

different kinds of being out of employment, which could have biased the results by 

underestimating the influence of work conditions and depression on maintaining employment. 

In the study of Markkula et al. (2017) they focused on people who had been granted disability 

pension because of their mental health issues. While in this study many other reasons could 

have caused leaving employment, also circumstances such as downsizing of the firm.  
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In this study, a significant effect of the three-way interaction on maintaining 

employment was found. When diagnosed with depression two years prior, the combination of 

high demands and high control was related to more months out of employment during a two-

year follow-up. A person with depression was more likely to maintain employment when 

having high job control and low job demands. This result should be interpreted with caution, 

as the simple slopes themselves were non-significant. Nevertheless, the slope difference test 

showed that there was a significant difference between job demands and months out of work 

under the condition of high job control and having or not having depression. On average, a 

person suffering from depression seemed to have difficulties dealing with high job demands 

even when they had high job control. This indicates that maladaptive emotion regulation 

strategies and cognitive limitations could reduce the capacity to deal with high workload and 

that job control did not buffer the negative effect.  

Meaning at Work 

 Next, we want to highlight and interpret some of the findings predicting 

meaning at work. An unexpected finding is the negative relation between job demands and 

meaning at work. Clausen and Borg (2011) found a small but significant positive effect and 

we expected to find the same; since Karasek (1979) hypothesized that psychological job 

demands increase stress but also learning. Built on that notion, it was argued that having high 

job demands can be positively related to feeling that one’s job is important. Demands such as 

workload were expected to represent a challenge-related stressor (Podsakoff et al., 2007); 

meaning that people experiencing high workload would be stronger motivated to work 

efficiently and thus experience more meaning at work. Unfortunately, this study could not test 

if participants viewed job demands as a challenge or more as a hindrance-related stressor, 

which could have influenced the results. Challenge-related stressors are often viewed as 

motivating and giving an opportunity for achievement and personal development. Hindrance-

related stressors on the other hand, are often viewed as obstacles to task accomplishment and 



DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 25 
 

personal growth (Podsakoff et al., 2007). We expected, that a person who experienced their 

high job demands as a challenge-related stressor would report higher scores of meaning at 

work; while a person experiencing high job demands as a hindrance-related stressor would 

have reported lower scores of meaning at work. 

Another explanation for the difference in findings might be that the relation between 

job demands and meaning at work could be dependent on the occupational field. Clausen and 

Borg (2011) studied the same concepts with the same questionnaire (COPSOQ), but in a 

sample solely consistent of employees in eldercare-service. People occupied in health care 

might have chosen this line of work, besides other reasons, because of a wish to help others 

and contribute to society. Hence, for them having higher workload could be connected to 

helping more people and therefore increase the amount of meaning felt at work. People in 

other occupations might think differently about it. For example, working under constant high 

work pace in a factory might give a feeling of unimportance and having to adhere to deadlines 

given by other people. Therefore, the factory worker might experience less meaning at work 

when having higher demands.  

The finding that higher job control is related to higher levels of meaning at work is in 

line with previous research (Clausen and Borg, 2011). It seemed that people with high job 

control also perceived their job to be more meaningful. This might be due to feelings of 

independence and ownership brought about by having control over how and when to perform 

certain tasks at work (Pierce et al., 2004). The finding of the positive interaction term of job 

control and depression expands the knowledge on depression in the workplace. For people 

diagnosed with depression two years prior, the relation between job control and meaning at 

work was amplified. When having depression, job control was more strongly connected to 

meaning at work then when not having depression. Former studies have shown that depressed 

people valued their work if they perceived it as meaningful (Vooijs et al., 2018), but to our 

knowledge there has been no study investigating the effect of job control on feeling meaning 
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at work while having depression. We believe this effect to be connected to the RUIT (Mishel, 

2014). People with a chronic disease like depression have to deal with constant uncertainty 

regarding their illness, its cause, symptoms and overall progression. Job control allows to 

actively decide when and how to fulfil a task. The sense of control is especially important for 

somebody with a chronic disease, because it gives security and autonomy otherwise lacking. 

Consequently, people with depression might perceive their job to be especially meaningful 

when having job control.  

Implications 

The current study has a number of theoretical implications. First, our result that the 

interaction effect of depression and job control had no effect on the probability to maintain 

employment stands in direct contrast to earlier research. It indicates that even though job 

control is an important factor in many instances, in some it may not. Future research could 

investigate whether other work related and or person related factors can be more important for 

maintaining employment than job control when suffering from depression. Second, the results 

highlight the importance of studying meaning at work and what strengthens and weakens 

meaning at work in different populations. In order to do that efficiently, it would be beneficial 

to improve the conceptualization of meaning at work. Second, the RUIT (Mishel, 2014) can 

be a valuable theory explaining why high job control relates stronger to meaning at work for 

people with depression compared to people without.  

This research project also has a number of practical implications. The findings showed 

that people with depression were most likely to maintain employment in a job characterized 

by low job demands and high job control (low strain job). Therefore, a low strain job might fit 

them better than an active job. People with depression could profit from knowledge on how 

their disease and work environment interact, for example when deciding on a specific job or 

when having trouble navigating through difficult aspects of a job. This could be integrated in 

workshops, therapeutic sessions or coaching. High job control is positively related to meaning 



DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 27 
 

at work, especially for people suffering from depression. This can be used to help people with 

depression feel more secure and possibly increase their overall well-being. This is beneficial 

for the individual in question and society as a whole. Human resources could advocate an 

open and stigma free work environment to help people suffering from mental disorders step 

forward and assist them with their needs to increase sustainable employability.  

Strengths and Limitations 

The current study has a number of strengths. First, access to the Lifeline cohort study 

allowed us to study the constructs in a sample of over 55,000 workers, which increases 

confidence in the effects we did find. Second, being able to track the employment status with 

register data from Statistics Netherlands over two years allows for careful suggestions of work 

condition effects over time. Last, the use of structural equation modelling in the meaning at 

work analysis increases the validity on the construct level and reliability of relationships 

between constructs. The study also has a number of limitations. Contrary to previous studies, 

in our results we found no direct effects of depression on the work outcomes (Allan et al., 

2016; Knudsen et al., 2013). This might have been due to shortcomings in the study design. 

First, depression was assessed approximately two years prior measuring work conditions and 

outcomes; there was no second assessment of the depressive symptoms at T3. The large time 

lag between the measurements and the lack of reassessing depression are a limitation of this 

study. Second, we did not distinguish between different levels of severity for depression. 

Together this might have resulted in underestimating the direct and interaction effects of 

depression on both outcomes. Future research should include measures of severity as well as 

reassessing depression if there is a significant time gap between measurements. Another 

limitation is the relatively small unstandardized regression coefficients (b-values ranging from 

.18 to -.05) in the first analysis, which hint towards small effects of the predictors on 

maintaining employment. 

Directions for Future Research 
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To shed more light on some of the unexpected findings surrounding job demands, 

future research could look at job demands in a hindrance and challenge-stressor approach. We 

would expect that challenge focused appraisals relate more to positive effects in both 

maintaining employment and meaning at work. While hindrance focused appraisals relate 

more to negative effects in employment and meaning at work. Furthermore, people with 

depression might perceive job demands more often as hindrance stressors compared to non-

depressed people; this might result in a lower probability to maintain employment and feeling 

less meaning at work. Therefore, adding a measure about how people perceive their high job 

demands compared to only asking if they have high job demands could provide more clarity 

over its effects on work outcomes in depressed and non-depressed employees.  

Another future research project could include a measure of uncertainty in chronic 

illnesses while studying the impact of job control on meaning at work in a sample of 

depressed employees. By directly measuring the level of uncertainty in chronic illnesses the 

scientific community would gain more insight in the underlying mechanisms influencing the 

relation of job control and meaning at work in depressed individuals. We would expect that a 

person with more uncertainty regarding their depression would rate a job as more meaningful 

when having high job control compared to a person with a less uncertainty regarding their 

depression.  

Conclusion 

In conclusion, job control is positively related to meaning at work, especially for 

people with depression. For them, job control might symbolize certainty and control they feel 

is lacking in dealing with their disorder. Hence, they feel more meaning at work when being 

in control of work tasks. With regard to maintaining employment, depressed people had the 

highest probability to maintain employment in a job characterized by low demands and high 

control.  



DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 29 
 

References 

Afridi M, Hina M, Qureshi I, Hussein M (2011). Cognitive disturbance comparison among 

drug-naïve depressed cases and healthy controls. Journal of the College of Physicians 

and Surgeons – Pakistan 21(6), 351–355. https://doi.org/07.2011/jcpsp.351355 

Ahola, K., Virtanen, M., Honkonen, T., Isometsä, E., Aromaa, A., & Lönnqvist, J. (2011). 

Common mental disorders and subsequent work disability: a population-based Health 

2000 Study. Journal of Affective Disorders, 134(1-3), 365–372. 

https://doi.org/10.1016/j.jad.2011.05.028 

Alarcon, G. M. (2011). A meta-analysis of burnout with job demands, resources, and 

attitudes. Journal of Vocational Behavior, 79(2), 549–562. 

https://doi.org/10.1016/j.jvb.2011.03.007 

Allan, Blake & Dexter, Chelsea & Angel, Rebecca & Parker, Shelby. (2016). Meaningful 

work and mental health: Job satisfaction as a moderator. Journal of Mental Health. 27. 

(1-7), 38-44. https://doi.org/10.1080/09638237.2016.1244718 

American Psychiatric Association. (2013). Diagnostic and statistical manual of mental 

disorders (5th ed.). https://doi.org/10.1176/appi.books.9780890425596 

Arnold, K. A., Turner, N., Barling, J., Kelloway, E. K., & McKee, M. C. (2007). 

Transformational leadership and psychological well-being: The mediating role of 

meaningful work. Journal of Occupational Health Psychology, 12(3), 193–203. 

https://doi.org/10.1037/1076-8998.12.3.193  

Asif, F., Javed, U., & Janjua, S. Y. (2018). The job demand-control-support model and 

employee wellbeing: A meta-analysis of previous research. Pakistan Journal of 

Psychological Research, 33(1), 203–221.  

Auerbach, E. S., & Richardson, P. (2005). The long-term work experiences of persons with 

severe and persistent mental illness. Psychiatric Rehabilitation Journal, 28(3), 267–

273. https://doi.org /10.2975/28.2005.267.273 

https://doi.org/07.2011/jcpsp.351355
https://doi.org/10.1016/j.jad.2011.05.028
https://doi.org/10.1016/j.jvb.2011.03.007
https://doi.org/10.1080/09638237.2016.1244718
https://doi.org/10.1176/appi.books.9780890425596
https://doi.org/10.1037/1076-8998.12.3.193


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 30 
 

Bakker, A. and Demerouti, E. (2007), The Job Demands‐Resources model: State of the art. 

Journal of Managerial Psychology, 22(3), 309-328. 

https://doi.org/10.1108/02683940710733115 

Boot, C. R. L., Deeg, D. J. H., Abma, T., Rijs, K. J., van der Pas, S., van Tilburg, T. G., & van 

der Beek, A. J. (2014). Predictors of having paid work in older workers with and 

without chronic disease: A 3-year prospective cohort study. Journal of Occupational 

Rehabilitation, 24(3), 563–572. https://doi.org/10.1007/s10926-013-9489-y 

Brown, A.S. (2018). The lived experiences of managing uncertainty in chronic illness. 

[Doctoral Dissertation, Walden University]. Walden Dissertations and Doctoral 

Studies. https://scholarworks.waldenu.edu/dissertations/4912 

Clausen, T., & Borg, V. (2011). Job demands, job resources and meaning at work. Journal of 

Managerial Psychology, 26(8), 665–681. https://doi.org/10.1108/02683941111181761 

Cuijpers, P., & Smit, F. (2008). Subklinische depressie: Een klinisch relevante conditie? 

[Subclinical depression: A clinically relevant condition?]. Tijdschrift Voor Psychiatrie, 

50(8), 519–528. 

de Vries, H., Fishta, A., Weikert, B., Rodriguez Sanchez, A., & Wegewitz, U. (2018). 

Determinants of sickness absence and return to work among employees with common 

mental disorders: A scoping review. Journal of Occupational Rehabilitation, 28(3), 

393–417. https://doi.org /10.1007/s10926-017-9730-1 

Donaldson, C., Lam, D., and Mathews, A. (2007). Rumination and attention in major 

depression. Behaviour Research and Therapy. 45(11), 2664–2678. 

https://doi.org/10.1016/j.brat.2007.07.002 

Dooley, D., Prause, J., & Ham-Rowbottom, K. A. (2000). Underemployment and depression: 

Longitudinal relationships. Journal of Health and Social Behavior, 41(4), 421–436. 

https://doi.org/10.2307/2676295 

https://doi.org/10.1108/02683940710733115
https://doi.org/10.1007/s10926-013-9489-y
https://scholarworks.waldenu.edu/dissertations/4912
https://doi.org/10.1108/02683941111181761
https://doi.org/10.1016/j.brat.2007.07.002
https://doi.org/10.2307/2676295


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 31 
 

Fossey, E. M., Harvey, C. A. (2010). Finding and sustaining employment: A qualitative meta-

synthesis of mental health consumer views. Canadian Journal of Occupational 

Therapy, 77(5), 303–314. http://doi.org/10.2182/cjot.2010.77.5.6 

Gazzaniga, M., Heatherton T., Halpern, D. (2016). Psychological Disorders. In S.L. Snavely 

(Eds.) Psychological Science (5th ed., pp. 599-952). W.W. Norton & Company Inc. 

Giammanco, M. D., Gitto, L., Barberis, N., & Santoro, D. (2015). Adaptation of the Mishel 

Uncertainty of Illness Scale (MUIS) for chronic patients in Italy. Journal of 

Evaluation in Clinical Practice, 21(4), 649-655. https://doi.org/10.1111/jep.12359 

Han, K., & Kim, S. J. (2019). Instability in daily life and depression: The impact of sleep 

variance between weekday and weekend in south korean workers. Health & Social 

Care in the Community 28(3), 874-882. https://doi.org/10.1111/hsc.12918 

Hardeveld, F., Spijker, J., De Graaf, R., Hendriks, S. M., Licht, C. M. M., Nolen, W. A., 

Penninx, B. W. J. H., & Beekman, A. T. F. (2013). Recurrence of major depressive 

disorder across different treatment settings: Results from the NESDA study. Journal of 

Affective Disorders, 147(1–3), 225–231. https://doi.org/10.1016/j.jad.2012.11.008 

Hays, R.D., & Morales ,L.S. (2001). The RAND-36 measure of health-related quality of life. 

Annals of Medicine 33(5), 350–357. https://doi.org/10.3109/07853890109002089 

Hees, H. L., Koeter, M. W. J., & Schene, A. H. (2012). Predictors of long-term return to work 

and symptom remission in sick-listed patients with major depression. The Journal of 

Clinical Psychiatry, 73(8), e1048–e1055. https://doi.org /10.4088/JCP.12m07699 

Hintsa, T., Kouvonen, A., McCann, M., Jokela, M., Elovainio, M., & Demakakos, P. (2015). 

Higher effort-reward imbalance and lower job control predict exit from the labour 

market at the age of 61 years or younger: Evidence from the English Longitudinal 

Study of Ageing. Journal of Epidemiology and Community Health, 69(6), 543–549. 

https://doi.org/10.1136/jech-2014-205148 

IBM Corp. (2017). IBM SPSS Statistics for Windows (Version 25.0). Armonk, IBM Corp. 

http://doi.org/10.2182/cjot.2010.77.5.6
https://doi.org/10.1111/jep.12359
https://doi.org/10.1111/hsc.12918
https://doi.org/10.1016/j.jad.2012.11.008
https://doi.org/10.3109/07853890109002089
https://doi.org/10.1136/jech-2014-205148


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 32 
 

Jahoda, M. (1982). Employment and unemployment: A social-psychological analysis. 

Cambridge University Press.  

Jahoda, M. (1997). Manifest and latent functions. In N. Nicholson (Ed.), The Blackwell 

encyclopedic dictionary of organizational psychology (pp. 317-318). Blackwell.  

Joormann, J., Levens, S. M., and Gotlib, I. H. (2011). Sticky thoughts: Depression and 

rumination are associated with difficulties manipulating emotional material in working 

memory. Psychological Science, 22(8), 979–983. 

https://doi.org/10.1177/0956797611415539 

Kamdron, T. (2005) Work motivation and job satisfaction of Estonian higher officials. 

International Journal of Public Administration, 28(13-14), 1211-1240. 

https://doi.org/10.1080/01900690500241085 

Karasek, R.A. (1979) Job demands, job decision latitude and mental strain: Implications for 

job redesign. Administrative Science Quarterly, 24(2), 285-308. 

https://doi.org/10.2307/2392498 

Karasek, R., & Theorell, T. (1990). Healthy work: Stress, productivity and the reconstruction 

of working life. Basic books. 

Kim, M., & Beehr, T. A. (2020). Thriving on demand: Challenging work results in employee 

flourishing through appraisals and resources. International Journal of Stress 

Management, 27(2), 111-125. https://doi.org /10.1037/str0000135 

Knudsen, A.K., Harvey, S.B., Mykletun, A., & Overland, S. (2013) Common mental 

disorders and long-term sickness absence in a general working population: the 

Hordaland Health Study. Acta Psychiatrica Scandinavica, 127(4), 287–297. 

https://doi.org/10.1111/j.1600-0447.2012.01902.x 

Knudsen, A. K., Øverland, S., Aakvaag, H. F., Harvey, S. B., Hotopf, M., & Mykletun, A. 

(2010). Common mental disorders and disability pension award: Seven year follow-up 

https://doi.org/10.1177/0956797611415539
https://doi.org/10.1080/01900690500241085
https://doi.org/10.2307/2392498
https://doi.org/10.1111/j.1600-0447.2012.01902.x


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 33 
 

of the Husk study. Journal of Psychosomatic Research, 69(1), 59–67. 

https://doi.org/10.1016/j.jpsychores.2010.03.007 

Koster, E. H., De Lissnyder, E., Derakshan, N., & De Raedt, R. (2011). Understanding 

depressive rumination from a cognitive science perspective: The impaired 

disengagement hypothesis. Clinical Psychology Review, 31(1), 138–145. 

https://doi.org/10.1016/j.cpr.2010.08.005 

Kristensen, T. S., Hannerz, H., Høgh, A., & Borg, V. (2005). The Copenhagen Psychosocial 

Questionnaire: A tool for the assessment and improvement of the psychosocial work 

environment. Scandinavian Journal of Work, Environment & Health, 31(6), 438–449. 

https://doi.org./10.5271/sjweh.948  

Laine, S., Gimeno, D., Virtanen, M., Oksanen, T., Vahtera, J., Elovainio, M., … Kivimäki, M. 

(2009). Job strain as a predictor of disability pension: The Finnish public sector study. 

Journal of Epidemiology and Community Health, 63(1), 24–30. 

https://doi.org/10.1136/jech.2007.071407 

Lasserre, A. M., Marti-Soler, H., Strippoli, M.-P. F., Vaucher, J., Glaus, J., Vandeleur, C. L., 

Castelao, E., Marques-Vidal, P., Waeber, G., Vollenweider, P., & Preisig, M. (2016). 

Clinical and course characteristics of depression and all-cause mortality: A prospective 

population-based study. Journal of Affective Disorders, 189, 17–24. 

https://doi.org/10.1016/j.jad.2015.09.010 

Markkula, N., Kivekäs, T., Suvisaari, J., Virtanen, M., & Ahola, K. (2017). Employment 

status of depressed individuals in an 11-year follow-up: Results from the Finnish 

Health 2011 Survey. Journal of Occupational and Environmental Medicine, 59(7), 

603–608. https://doi.org/10.1097/JOM.0000000000001023 

Maslowsky, J., Jager, J., & Hemken, D. (2015). Estimating and interpreting latent variable 

interactions: A tutorial for applying the latent moderated structural equations method. 

https://doi.org/10.1016/j.jpsychores.2010.03.007
https://doi.org/10.1016/j.cpr.2010.08.005
https://doi.org./10.5271/sjweh.948
https://doi.org/10.1136/jech.2007.071407
https://doi.org/10.1016/j.jad.2015.09.010
https://doi.org/10.1097/JOM.0000000000001023


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 34 
 

International Journal of Behavioral Development, 39(1), 87–96. 

https://doi.org/10.1177/0165025414552301 

Meiran, N., Diamond, G. M., Toder, D., and Nemets, B. (2011). Cognitive rigidity in unipolar 

depression and obsessive compulsive disorder: examination of task switching, Stroop, 

working memory updating and post-conflict adaptation. Psychiatry Research, 185(1-

2), 149–156. https://doi.org/0.1016/j.psychres.2010.04.044 

Mishel, M. H. (2014). Theories of uncertainty in illness. In M. J. Smith, P. R. Liehr, (Eds.), 

Middle range theory for nursing (3rd ed., pp.53-86). Springer Publishing Co.  

Modini, M., Joyce, S., Mykletun, A., Christensen, H., Bryant, R. A., Mitchell, P. B., & 

Harvey, S. B. (2016). The mental health benefits of employment: Results of a 

systematic meta-review. Australasian Psychiatry, 24(4), 331–336. 

https://doi.org/10.1177/1039856215618523 

Muthén, L.K. and Muthén, B.O. (1998-2017). Mplus User’s Guide. Eighth Edition. Muthén & 

Muthén 

Pejtersen, J. H., Kristensen, T. S., Borg, V., & Bjorner, J. B. (2010). The second version of 

the Copenhagen Psychosocial Questionnaire. Scandinavian Journal of Public Health, 

38(3), 8–24. https://doi.org /10.1177/1403494809349858 

Pierce, J. L., O’Driscoll, M. P., & Coghlan, A.-M. (2004). Work environment structure and 

psychological ownership: The mediating effects of control. The Journal of Social 

Psychology, 144(5), 507–534. https://doi.org/10.3200/SOCP.144.5.507-534  

Podsakoff, N. P., LePine, J. A., & LePine, M. A. (2007). Differential challenge stressor-

hindrance stressor relationships with job attitudes, turnover intentions, turnover, and 

withdrawal behavior: A meta-analysis. Journal of Applied Psychology, 92(2), 438–

454. https://doi.org/10.1037/0021-9010.92.2.438 

https://doi.org/10.1177/0165025414552301
https://doi.org/0.1016/j.psychres.2010.04.044
https://doi.org/10.1177/1039856215618523
https://doi.org/10.3200/SOCP.144.5.507-534
https://doi.org/10.1037/0021-9010.92.2.438


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 35 
 

Provencher, H. L., Gregg, R., Mead, S., Mueser, K. T. (2002). The role of work in the 

recovery of persons with psychiatric disabilities. Psychiatric Rehabilitation Journal, 

26(2), 132–144.https://doi.org/10.2975/26.2002.132.144 

Reijseger, G., Schaufeli, W. B., Peeters, M. C. W., Taris, T. W., Van Beek, I., & Ouweneel, 

E. (2013). Watching the paint dry at work: Psychometric examination of the Dutch 

boredom scale. Anxiety, Stress, & Coping, 26(5), 508–525. 

https://doi.org/10.1080/10615806.2012.720676 

Repper, J., Carter, T. (2011). A review of the literature on peer support in mental health 

services. Journal of Mental Health, 20(4), 392–411. 

https://doi.org/10.3109/09638237.2011.583947 

Rock, P. L., Roiser, J. P., Riedel, W. J., & Blackwell, A. D. (2014). Cognitive impairment in 

depression: A systematic review and meta-analysis. Psychological Medicine, 44(10), 

2029–2040. https://doi.org/10.1017/S0033291713002535 

Ryff, C. D., & Singer, B. (1998). The contours of positive human health. Psychological 

Inquiry, 9(1), 1–28. https://doi.org/10.1207/s15327965pli0901_1 

Salzer, M. S., Shear, S. L. (2002). Identifying consumer-provider benefits in evaluations of 

consumer-derived services. Psychiatric Rehabilitation Journal, 25(3), 281–288. 

https://doi.org/10.1037/h0095014 

Sanderson, K., & Andrews, G. (2006). Common mental disorders in the workforce: Recent 

findings from descriptive and social epidemiology. Canadian Journal of Psychiatry. 

Revue Canadienne de Psychiatrie, 51(2), 63–75. 

https://doi.org/10.1177/070674370605100202 

Scholtens, S., Smidt, N., Swertz, M. A., Bakker, S. J. L., Dotinga, A., Vonk, J. M., van Dijk, 

F., van Zon, S. K. R., Wijmenga, C., Wolffenbuttel, B. H. R., & Stolk, R. P. (2015). 

Cohort Profile: LifeLines, a three-generation cohort study and biobank. International 

Journal of Epidemiology, 44(4), 1172–1180. https://doi.org/10.1093/ije/dyu229 

https://doi.org/10.2975/26.2002.132.144
https://doi.org/10.1080/10615806.2012.720676
https://doi.org/10.3109/09638237.2011.583947
https://doi.org/10.1017/S0033291713002535
https://doi.org/10.1207/s15327965pli0901_1
https://doi.org/10.1037/h0095014
https://doi.org/10.1177/070674370605100202
https://doi.org/10.1093/ije/dyu229


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 36 
 

Schreiber, J. B., Stage, F. K., King, J., Nora, A., & Barlow, E. A. (2006). Reporting structural 

equation modeling and confirmatory factor analysis results: A review. The Journal of 

Educational Research, 99(6), 323–337. https://doi.org/10.3200/JOER.99.6.323-338 

Sen, AK. (1993) Capability and well-being. In M. Nussbaum & AK. Sen (Eds). The quality of 

life. Clarendon Press 

Sheehan, D. V., Lecrubier, Y., Sheehan, K. H., Amorim, P., Janavs, J., Weiller, E., Hergueta, 

T., Baker, R., & Dunbar, G. C. (1998). The Mini-International Neuropsychiatric 

Interview (MINI): The development and validation of a structured diagnostic 

psychiatric interview for DSM-IV and ICD-10. The Journal of Clinical Psychiatry, 

59(20), 22–33.  

Sonnentag, S. (1996). Arbeitsbedingungen und psychisches Befinden bei Frauen und 

Männern: Eine Metaanalyse [Working condition and well-being in women and men: A 

meta-analytic study.] Zeitschrift Für Arbeits- Und Organisationspsychologie, 40(3), 

118–126.  

Steger, M. F., Dik, B. J., & Duffy, R. D. (2012). Measuring meaningful work: The Work and 

Meaning Inventory (WAMI). Journal of Career Assessment, 20(3), 322–337. 

https://doi.org/10.1177/1069072711436160 

Stewart, W. F., Ricci, J. A., Chee, E., Hahn, S. R., & Morganstein, D. (2003). Cost of lost 

productive work time among US workers with depression. JAMA, 289(23), 3135–

3144. https://doi.org/10.1001/jama.289.23.3135 

Stolk, R. P., Rosmalen, J. G. M., Postma, D. S., de Boer, R. A., Navis, G., Slaets, J. P. J., 

Ormel, J., Wolffenbuttel, B. H. R. (2008). Universal risk factors for multifactorial 

diseases - LifeLines: a three-generation population-based study. European Journal of 

Epidemiology, 23(1), 67-74. https://doi.org/10.1007/s10654-007-9204-4 

Stride, C.B., Gardner, S., Catley, N. & Thomas, F. (2015) 'Mplus code for the mediation, 

moderation, and moderated mediation model templates from Andrew Hayes' 

https://doi.org/10.3200/JOER.99.6.323-338
https://doi.org/10.1177/1069072711436160
https://doi.org/10.1001/jama.289.23.3135
https://doi.org/10.1007/s10654-007-9204-4


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 37 
 

PROCESS analysis examples'. Retrieved from 

http://www.offbeat.group.shef.ac.uk/FIO/mplusmedmod.htm 

Stuke, H., & Bermpohl, F. (2016). Welche Arbeitsbedingungen begünstigen die Entwicklung 

einer depressiven Störung?: Ein Integriertes Arbeitsstress-Modell [Which working 

conditions promote the development of depressive disorders?: An integrated work-

stress-model.] Psychiatrische Praxis, 43(5), 245–252. https://doi.org/10.1055/s-0035-

1552769 

Thielen, K., Nygaard, E., Andersen, I., & Diderichsen, F. (2014). Employment consequences 

of depressive symptoms and work demands individually and combined. European 

Journal of Public Health, 24(1), 34–39. https://doi.org/10.1093/eurpub/ckt011 

van der Doef, M., & Maes, S. (1998). The job demand-control(-support) model and physical 

health outcomes: A review of the strain and buffer hypotheses. Psychology & Health, 

13(5), 909–936. https://doi.org/10.1080/08870449808407440 

van der Klink, J. J. L., Bültmann, U., Burdorf, A., Schaufeli, W. B., Zijlstra, F. R. H., Abma, 

F. I., Brouwer, S., & van der Wilt, G. J. (2016). Sustainable employability - definition, 

conceptualization, and implications: A perspective based on the capability approach. 

Scandinavian Journal of Work, Environment & Health, 42(1), 71–79. 

https://doi.org/10.5271/sjweh.3531 

van Dongen, C. J. (1996). Quality of life and self-esteem in working and non-working persons 

with mental illness. Community Mental Health Journal, 32(6), 535–548. 

https://doi.org/10.1007/bf02251064 

van Rijn, R. M., Robroek, S. J. W., Brouwer, S., & Burdorf, A. (2014). Influence of poor 

health on exit from paid employment: A systematic review. Occupational and 

Environmental Medicine, 71(4), 295–301. https://doi.org/10.1136/oemed-2013-

101591 

http://www.offbeat.group.shef.ac.uk/FIO/mplusmedmod.htm
https://doi.org/10.1055/s-0035-1552769
https://doi.org/10.1055/s-0035-1552769
https://doi.org/10.1093/eurpub/ckt011
https://doi.org/10.1080/08870449808407440
https://doi.org/10.5271/sjweh.3531
https://doi.org/10.1007/bf02251064
https://doi.org/10.1136/oemed-2013-101591
https://doi.org/10.1136/oemed-2013-101591


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 38 
 

Van Vliet, I. M., & De Beurs, E. (2007). Het Mini Internationaal Neuropsychiatrisch 

Interview (MINI): Een kortqestmctmeerd diagnostisch psychiatrisch interview voor 

DSM-IV- en ICD-10-stoomissen [The Mini-International Neuropsychiatric Interview: 

A brief structured diagnostic psychiatric interview for DSM-IV and ICD-10 

psychiatric disorders.] Tijdschrift Voor Psychiatrie, 49(6), 393–397.  

van Zon, S. K. R., Reijneveld, S. A., Galaurchi, A., Mendes de Leon, C. F., Almansa, J., & 

Bültmann, U. (2020). Multimorbidity and the transition out of full-time paid 

employment: A longitudinal analysis of the Health and Retirement Study. The 

Journals of Gerontology. Series B: Psychological Sciences and Social Sciences, 75(3), 

705–715. https://doi.org/10.1093/geronb/gbz061 

Visted, E., Vøllestad, J., Nielsen, M. B., & Schanche, E. (2018). Emotion regulation in current 

and remitted depression: A systematic review and meta-analysis. Frontiers in 

Psychology, 9, 756.  https://doi.org/10.3389/fpsyg.2018.00756 

Vooijs, M., Leensen, M. C. J., Hoving, J. L., Wind, H., & Frings-Dresen, M. H. W. (2018). 

Value of work for employees with a chronic disease. Occupational Medicine, 68(1), 

26–31. https://doi.org/10.1093/occmed/kqx178 

Watkins, E., & Brown, R. G. (2002). Rumination and executive function in depression: An 

experimental study. Journal of Neurology, Neurosurgery, and Psychiatry, 72(3), 400–

402. https://doi.org/10.1136/jnnp.72.3.400 

Wittchen, H. U., Jacobi, F., Rehm, J., Gustavsson, A., Svensson, M., Jönsson, B., Olesen, J., 

Allgulander, C., Alonso, J., Faravelli, C., Fratiglioni, L., Jennum, P., Lieb, R., 

Maercker, A., van Os, J., Preisig, M., Salvador-Carulla, L., Simon, R., & Steinhausen, 

H. C. (2011). The size and burden of mental disorders and other disorders of the brain 

in Europe 2010. European Neuropsychopharmacology: the Journal of the European 

College of Neuropsychopharmacology, 21(9), 655–679. 

https://doi.org/10.1016/j.euroneuro.2011.07.018 

https://doi.org/10.1093/geronb/gbz061
https://doi.org/10.3389/fpsyg.2018.00756
https://doi.org/10.1093/occmed/kqx178
https://doi.org/10.1136/jnnp.72.3.400
https://doi.org/10.1016/j.euroneuro.2011.07.018


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 39 
 

World Health Organization. (2017, February 20). Anatomical Therapeutic Chemical (ATC) 

classification. Retrieved from https://www.who.int/medicines/regulation/medicines-

safety/toolkit_atc/en/ 

World Health Organization. (2020). Depression. Retrieved from 

https://www.euro.who.int/en/health-topics/noncommunicable-diseases/mental-

health/areas-of-work/depression 

Zika, S., & Chamberlain, K. (1992). On the relation between meaning in life and 

psychological well-being. British Journal of Psychology, 83(1), 133–145. 

https://doi.org/10.1111/j.2044-8295.1992.tb02429.x 

  

https://www.who.int/medicines/regulation/medicines-safety/toolkit_atc/en/
https://www.who.int/medicines/regulation/medicines-safety/toolkit_atc/en/
https://www.euro.who.int/en/health-topics/noncommunicable-diseases/mental-health/areas-of-work/depression
https://www.euro.who.int/en/health-topics/noncommunicable-diseases/mental-health/areas-of-work/depression
https://psycnet.apa.org/doi/10.1111/j.2044-8295.1992.tb02429.x


DEPRESSION AS A MODERATOR TO JOB DEMAND-CONTROL MODEL 40 
 

Figure 1A  

Conceptualized Model: Maintaining Employment 

 

Figure 1B 

Conceptualized Model: Meaning at Work 
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Figure 2 

Sample Selection 
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Table 1 

Model Fit 

Model 

Sample 

Size RMSEA CFI TLI 

Log-

likelihood 

ratio test BIC 

CFA 53531 .05 .97 .95 — — 

Meaning at work       

Baseline model 53453 .05 .95 .94 — — 

Interactions 53453 — — — 
D = 31.48** 

(df = 4) 
— 

Employment       

log-transformation: 

baseline model 
53229 .05 .93 .91 — — 

Poisson regression:      

baseline model 
53229 — — — — 242,263.92 

ZIP regression: 

     baseline model 
53229 — — — — 87,584.34 

Note: Variation in sample size due to missing data.  

*p < .05. **p < .01. (2-tailed). 
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Table 2 

Sample Characteristics at T3 

Variable 

Sample 

Size Range Mean SD Percentage 

Age 55,950 19 - 64 44.35 9.81  

Working hours  

per week 

46301  32.16 1.02  

Depressed 1,188    2.1% 

Non-depressed 54,762    97,9% 

Gender 

Female 

Male 

55,950  

 

 

   

59.7 % 

40.3% 

Education a 

Low 

Medium 

High 

55,950 

 

 

 

    

10.8% 

52.3% 

35.3% 

Job tenure b 

> 10 years 

55,950     

41% 
a low education (no education, primary education, lower or preparatory vocational education, 

lower general secondary education); medium education (intermediate vocational education or 

apprenticeship, higher general senoir secondary education or pre-university secondary 

education); high education (higher vocational education, university). 

b job tenure: at current employeer. 
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Table 3  

Descriptive Statistics and Correlations  

Variable 1 2 3 4 5 6 7 8 9 

1. Job demands a —         

2. Job control a .01 —        

3. Meaning at 

work a 
  .04**   .23** —       

4. month no 

employment c 
 -.05**  -.06**   -.05** —      

5. Depression b   .01*  -.04**   -.02**   .02** —     

6. Chronic diseases  -.02**  -.05** -.01   .05**  .45** —    

7. Self-perceived 

healtha 
 -.09**   .13**    .10**  -.05** -.10**  -.16** —   

8. Job tenure   .04**  -.02**    .02**  -.05**  -.01**    .06** -.05** —  

9. Hours per week   .19**   .25** <-.01  -.09**  -.03**  -.03**  .05** .01 — 

Mean 2.80 3.26 4.11 0.80 0.02 - 3.33 3.04 32.16 

Standard deviation 0.68 0.73 0.70 3.02 0.14 - 0.75 1.02 11.80 

Note: Listwise deletion. N = 46301. 
a measured at T3. 
b measured at T1. 
c two-year follow up after T3. 
*p < .05. **p < .01. (2-tailed). 
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Figure 3A 

Model Results: Month not Having Employment – Path 1 

 

*p < .05. **p < .01. (2-tailed) 

 

Figure 3B 

Model Results: Probability of Maintaining Employment – Path 2 

 

*p < .05. **p < .01. (2-tailed) 
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Figure 4 

3-way Interaction: Month not Having Employment – Path 1 
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Figure 5 

Model Results: Meaning at Work 

 

*p < .05. **p < .01. (2-tailed) 

 

Figure 6 

3-way Interaction: Meaning at Work 
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