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Objective: The study aimed to investigate whether mindfulness could mitigate the impact of job and
interpersonal demands arising from stressful organizational cultures in predicting depression during the
COVID-19 pandemic.
Methods: A total of 280 Korean physical therapists participated in this study. To verify the mediated
moderation model, this study implemented an SPSS 26.0 PROCESS Macro (v.3.5) that was based on the
verification of Hayes’ conditional indirect effect.
Results: The study confirmed the moderated mediation effect of mindfulness on the mediating rela-
tionship between stressful organizational culture, job demands/interpersonal demands, and depression.
Moreover, the conditional indirect effect of mindfulness was found to be statistically significant. How-
ever, the impact on interpersonal stress differed from anticipated outcomes.
Conclusions: Mindfulness, applicable within the framework of the Job Demands-Resources model theory,
served as a resource variable and moderated the impact of organizational culture on members’
depression. Amidst ongoing debates on mindfulness effectiveness, this study partially confirmed its
potential within the Job Demands-Resources model, suggesting a role in mitigating the influence of
organizational culture on members’ depression as a resource variable.
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Learning outcomes

e Mindfulness operates as a resource, addressing not
only existing demand variables but also mitigating
stress associated with organizational culture.

e The level of the mindfulness resource remained
inconsequential when organizational culture was high.
This holds true particularly when organizational culture
stress was linked to depression through interpersonal
conflict.

e In the context of Korean medical organizations, mind-
fulness may exhibit limitations in mitigating the intense
stress stemming from the hierarchical organizational
structure.

1. Introduction

Various factors affect the health and performance of organiza-
tion members. Organizational culture is created as member’s
experience various changes when dealing with issues and their
external environments; it consists of implicitly shared values that
determine the members’ perceptions, thoughts, and behaviors
[1,2]. When these values match the members’ individual values,
there is a positive effect on the members’ organizational commit-
ment, job satisfaction, organizational effectiveness, and well-being
[3—7]. However, when an organization’s values focus solely on
achievement or adhere to a principle of strictly regulating indi-
vidual behavior, the individuals experience incongruence due to
the detrimental effects of the values and exhibit negative attitudes
and behaviors [8].

Modern organizations require innovation, challenge, and risk-
taking from individuals; additionally, adaptation and harmony are
necessary within organizations. Applied to the organizational
setting, the social exchange theory suggests that trust and loyalty
between the individual and the organization constitute a reciprocal
relationship that forms after a period of time, and they are an ex-
change of norms and rules [9,10]. Therefore, when the level of
privileges and rewards provided to an individual is inadequate
compared to the individual’s perceived level of contribution to the
organization, it is detrimental to the reciprocity between the in-
dividual and the organization, which leads to negative outcomes.
Similar to the human body’s immune system, organizational cul-
ture forms a control system based on shared norms and values, and
it acts as a set of guidelines for members’ attention, interpretations
of certain events, attitudes, and behaviors. Under such a system,
individuals who go against the organization’s values and precepts
are automatically excluded or develop maladaptive attitudes
[11,12]. The control system that is formed based on organizational
culture includes various job/organization-related factors within
working life. Therefore, a control system that arises from an orga-
nizational culture that lacks reciprocity can cause job-related stress
or interpersonal stress.

For example, according to the competing values framework,
organizational culture is classified into four types according to
flexibility-control and internal focus-external focus [8]. A control-
ling and internally oriented hierarchical culture is a culture that
reflects the values and norms of bureaucracy that emphasize formal
orders and rules, centralized control, and safety orientation.
Therefore, if this type of culture acts as a stressor for individuals,
strengthening control and supervision in organizational manage-
ment can weaken the motivation and passion of lower-status
members and cause interpersonal conflict with higher-status

members [13]. Result-oriented culture uses competition among
members as a stimulus because it emphasizes productivity in goal
achievement and task performance. Therefore, if an organization
sets a result-oriented norm, excessive workload under time pres-
sure or the burden of completing difficult tasks that exceed an in-
dividual’s capabilities will be perceived negatively [14]. This type of
organizational culture does not always cause stress or anxiety, and
a favorable organizational culture can reduce stress by leading to
job satisfaction or positive leadership [15]. In other words, orga-
nizational culture can serve as a stress factor. Notably, this type of
culture doesn’t invariably induce stress, but the key takeaway is its
significant role as a stress catalyst.

Stress (stressor) can also be reciprocal, where stress perceived in
one domain can cause stress in another domain. An example of this
is work-family conflict, where stress experienced in the work and
family domains mutually influence each other. This phenomenon is
explained by spillover theory and compensation theory [73—75].
Spillover theory posits that experiences in one domain spill over
into the other, such that positive events at work can positively
impact home life, while negative work events can have adverse
effects at home [76]. On the other hand, compensation theory
suggests an inverse relationship between work and family do-
mains. Furthermore, assuming a causal relationship between stress
in different domains, organizational culture—which encompasses
work norms, task responsibilities, and hierarchical relation-
ships—can be considered a primary stressor influencing both work-
related and interpersonal relationship-related stressors, which are
inherently interconnected.

Also, The causes of perceived individual stress within an orga-
nization include various factors that demand physical and psy-
chological effort; these include work overload, role conflict, and
role ambiguity. These demands lead to anxiety, depression, and
burnout among organization members, which limits the organi-
zation’s productivity and efficiency [16,17]. The positive causal
relationship between demands and negative outcomes can be
buffered by resources [18,19]. According to a relatively new
expanded model of the demand-resource theory, resources can be
divided into individual and job-related resources such as social
support, motivational job characteristics, and feedback. Individual
resources refer to the controllability of one’s work, and include
characteristics such as optimism and self-efficacy [20].

Mindfulness, also known as Vipassana or sati, which means
observation or insight, refers to being aware of one’s own experi-
ences, paying attention to the current situation, and adopting a
non-judgmental, receptive attitude toward experiences [21].
Mindfulness is a therapeutic technique and an individual trait that
has received great attention over time based on the results of
empirical research [22]. Mindfulness has been proven to reduce
individuals’ negative symptoms and promote well-being in both
therapeutic and organizational settings, and it has been proven to
have positive effects on depression, anxiety, and physical pain
[23,24]. This is because mindfulness acts as an individual resource
that buffers negative psychological symptoms caused by stress-
related variables [25]. Related to this, many studies have recently
been conducted on the effectiveness of mindfulness on medical
professionals, including physical therapists, rather than patients
[26—28].

Mindfulness scales are largely divided into trait scales and state
scales. In the case of the state scale, it is a concept for measuring the
“experience of nonjudgmental present-focused awareness” expe-
rienced by participating in MBI (mindfulness-based intervention).
In the case of trait scales, the view is that individual differences
exist because individual’s inherent level of mindfulness is different.
It can also be used to measure changes resulting from mindfulness
intervention. However, it is mainly used in model research to
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identify causal relationships between variables. FFMQ (Five Factor
Mindfulness Questionnaire) [29], SMQ (Southampton Mindfulness
Questionnaire) [30], PHLMS (The Philadelphia Mindfulness Scale)
[31], and MPQ (Mindfulness Process Questionnaire) [32] have been
used in various studies. However, more research is still needed on
how trait mindfulness affects an individual’s attitude at work [33].

As mentioned earlier, organizational culture, which includes
various job- and organization-related factors is related to the stress
of employees. Stress includes work-related stress or interpersonal
stress. If stress is prolonged, it can lead to pathological symptoms
such as depression, anxiety, and mood disorder [34,35]. Therefore,
the influence of stressors on stress may be alleviated through the
trait of mindfulness before it develops into chronic pathological
symptoms. As such, the individual resource of mindfulness can
buffer negative individual circumstances caused by organizational
demands.

The goal of this study is to examine the effects of mindfulness on
negative symptoms that occur owing to stress experienced by
Korean physical therapists in an organizational setting (or due to
COVID-19). In Asian organizational culture, which emphasizes hi-
erarchy, efficiency within the organization is pursued on a stable
basis [8,36,37]. Members of such organizations have passive and
risk-avoidant safety-oriented tendencies because they reflect the
values and norms of the bureaucracy, which emphasizes official
commands, rules, controls, and safety orientations. Consequently,
the members’ voluntary participation and attachment toward the
organizations are reduced to avoid punishments and re-
sponsibilities [38,39]. From the perspective of the Regulatory Focus
Theory of organizational culture, organizations with a prevention
focus are characterized by an emphasis on safety and the perfor-
mance of duties, and they seek to avoid risk, which hinders inno-
vative behaviors by their members [40—42]. During the COVID-19
pandemic, health-related organizations in particular maintained
existing systems rather than taking risks by pursuing new strate-
gies to prevent increases in quarantines and confirmed cases, and
they made greater efforts to prevent accidents. In such circum-
stances, the work intensity and interpersonal stress unavoidably
increased for workers in the healthcare industry. Therefore, the
goal of this study is to determine whether mindfulness can reduce
the influence of job and interpersonal demands that occur owing to
stressful organizational cultures when predicting depression. Fig. 1
shows this study’s overall model. Through this study, we will be
able to confirm whether the internal resource effect of mindfulness
is applicable to a wide range of variables called organizational
culture. Additionally, the results of this study may contribute to
research on improving psychological safety and developing stress
management for healthcare workers in disaster situations. In
essence, mindfulness mitigates stress within work and interper-
sonal contexts influenced by organizational culture. Intervening to

prevent this stress from becoming chronic and exacerbating,
potentially leading to heightened depression levels, could sub-
stantiate the significance of internal resources for fostering psy-
chological safety and health among organizational members during
future potential pandemics. Additionally, it could validate the effi-
cacy of MBSR interventions in sustaining and enhancing these
resources.

2. Materials and methods
2.1. Data collection

The survey, conducted in the Republic of Korea from December
2021 to January 2022, focused on the country’s 8 provinces. Phys-
ical therapists at primary to tertiary medical institutions and ETC
hospitals in Gyeongsangnam-do were randomly selected through
cluster sampling. Eligible subjects were those who worked for a
minimum of 6 months during the COVID-19 pandemic and were
presently employed in medical institutions. The questionnaire,
developed using Google Forms, was administered with individual
consent, and participants received coffee coupons as a token of
appreciation. A total of 280 physical therapists participated in this
study. In order to research workplace mental health characteristics
of physical therapists, the questionnaire was conducted in the Re-
public of Korea from 2021 to 2022.

2.2. Data analysis

Measurement model analysis was conducted using AMOS 24 to
examine the validity of latent factors and dimensions of variables.
For measurement model analysis, competitive model analysis was
conducted in comparison with the one-factor model. To conduct
the analysis, including item parceling, we reviewed the covariance
structure to be used in the final causal relationship analysis be-
tween organizational culture stress, job demands, interpersonal
conflict, mindfulness, and depression, and then calculated the
model fit and path coefficient was confirmed. The fit indices used in
the analysis included the absolute fit index, where RMSEA (Root
Mean Square Error of Approximation) was required to be less than
0.10, indicating a good model fit. Additionally, incremental fit
indices such as TLI (Tucker Lewis Index), CFI (Comparative Fit In-
dex), and NFI (Normed Fit Index) were all required to exceed 0.90,
suggesting adequate model fit according to established criteria
[43,44]. As a result of the analysis, in the case of the one-factor
model—a competitive model—all path coefficients proved signifi-
cant, yet none of the fits met the established standard. In the case of
the research model, all path coefficients were significant, and all fit
except NFI, which was affected by the simplicity of the model, was
above an acceptable level. NFI is an index that accounts for model
simplicity but is influenced by sample size [77]. In this study, the
sample size meets the minimum criteria (N = 200) for structural
equation modeling [78,79]. However, as it does not represent the
entire population, there remains a possibility that it falls short of
the 0.90 threshold. In addition, the AIC and ECVI values were found
to be lower than those of competing models. Therefore, the validity
of the latent factors and variable dimensions included in the
research model was secured (Table 1 and Fig. 2).

To evaluate the level of common method bias, Harman'’s [45]
single-factor test was performed. This method conducts explor-
atory factor analysis to evaluate whether a dominant single factor
exists. The percentage of variance of the factor that accounts for the
most explanation should be less than 50% [46,47]. Looking at the
analysis results, 13 factors with an eigenvalue of 1 or higher were
derived, and the percentage of variance of the first factor was
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Table 1
Results of model fit
X2 df NFI CFI TLI RMSEA 90% CI AIC ECVI
Low High
Research model 203.775%** 94 0.891 0.936 0.908 0.065 0.053 0.077 319.775 1.146
1 Factor model 612.438*** 104 0.671 0.706 0.615 0.132 0.122 0.143 708.438 2.5239

CFI, comparative fit index; NFI, normed fit index; RMSEA, root mean square error of approximation; TLI, Tucker Lewis Index; AIC, Akaike information criterion; ECVI, expected

cross-validation index.

26.543%. Therefore, it was determined that the problem of common
method bias due to measurement method was not serious.

This study implemented an SPSS 26.0 PROCESS version 3.5
macro that was based on the verification of Hayes’ [48] conditional
indirect effect. First, the PROCESS MODEL 4 macro was used to
verify the mediation effects of job demands and interpersonal

QOO @@ ®

conflict on the influence of organizational culture on depression, as
well as the indirect effects in each mediated effect model. Next, the
PROCESS MODEL 7 macro was used to verify the moderation effect
of mindfulness on the effect of organizational culture on job de-
mands and interpersonal conflict. The confidence intervals of the
conditional indirect effect were examined for high, medium, and
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Fig. 2. (A) Measurement model analysis (research model), (B) measurement model analysis (1 factor model).
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Table 2
Demographic characteristics

Variable Category N (%)

Age Under 29y 107 (38.2)
30 — 39y 94 (33.6)
40 — 49y 59 (21.1)
More than 50y 16 (5.7)
Non-response 4(1.4)

Education College graduate 65 (23.2)
University graduate 155 (55.4)
Graduate school 60 (21.4)

Work period Less than 3 years 46 (16.4)
3~6 66 (23.6)
7~9 43 (15.4)
10~12 41 (14.6)
More than 12 years 84 (30.0)

Workplace Public Institution 1(0.4)
Corporation 1(0.4)
University’s affiliated center 1(0.4)
University hospital 30(10.7)
Resort 1(0.4)
Hospital 85 (30.4)
Social enterprise 1(0.4)
Cancer nursing hospital 1(0.4)
Nursing home 2(0.7)
Exercise center 2(0.7)
Doctor’s office 35(12.5)
Welfare center for the disabled 1(04)
Disabled facilities 1(04)
General welfare center for the disabled 1(04)
Daycare center for the disabled 1(0.4)
Rehabilitation hospital 61 (21.9)
General Hospital 52 (18.6)
Community health and medical center for 1(0.4)

the disabled

Oriental medicine hospital 2(0.7)

Division Musculoskeletal physiotherapy 88 (31.4)
Neurological physiotherapy 97 (34.6)
Modality 38 (13.6)
Pediatric physiotherapy 9(3.2)
etc. 11 (3.9)
More than one department 35(12.5)
None 2(0.7)

Total 280

low levels of the moderation variables to verify the moderated
mediation effect. Moreover, diagrams are presented using the
Johnson—Neyman method [49—51].

2.3. Measures

2.3.1. Mindfulness

To measure mindfulness, short versions of the five-facet mind-
fulness questionnaire (FFMQ-18) were used Medvedev et al study
[52]. For the scale, 18 out of the 39 original scale questions of Bear
et al [29] were selected via Rasch analysis, and a validated Korean
version was used [53]. All measures used a 4-point Likert-type scale
(1 = strongly disagree to 4 = strongly agree). The scale consists of a
total of 18 items distributed across the following subfactors and
examples: Acting with awareness (3 items) “I find it difficult to stay
focused on what’s happening in the present moment”, non-judging
of experience (3 items) “I make judgments about whether my
thoughts are good or bad.”, observing (3 items) “I pay attention to
physical experiences, such as the wind in my hair or sun on my
face.”, non-reactivity (4 items) “Usually when I have distressing
thoughts or images [ am able just to notice them without reacting.”,
and describing (5 items) “It’s hard for me to find the words to
describe what I'm thinking.”. The scale’s overall internal consis-
tency reliability was demonstrated with a Cronbach’s value alpha of
0.850.

2.3.2. Job stress

Job stress was measured for workplace culture, job demand, and
interpersonal conflicts using the Korean occupational stress score-
short form (KOSS-SF), which is a standardized and simplified
version of the scale developed by Chang et al [54] All measures used
a 4-point Likert-type scale (1 = strongly disagree to 4 = strongly
agree). Eight questions on job demands (e.g., Given my heavy
workload, I consistently find myself pressed for time.), four on
interpersonal conflicts (e.g., my supervisor helps me complete my
work [reverse coding]), and four on workplace culture (e.g., | am
directed to operate in a state lacking standards or consistency) were
used, and each scale’s internal consistency reliability was demon-
strated by a Cronbach’s alpha of 0.842 for job demands, 0.746 for
interpersonal conflicts, and 0.771 for workplace culture.

2.3.3. Depression

To measure depression, the Korean Center for Epidemiologic
Studies Depression Scale-Revised (K-CESD-R) was used [55]. All
measures used a 4-point Likert-type scale (1 = strongly disagree to
4 = strongly agree). It consists of a total of 20 questions
(e.g., Regardless of the assistance received, [ doubt my ability to get
rid of this gloomy mood.), and the scale’s internal consistency
reliability was demonstrated by a Cronbach’s alpha of 0.940.

3. Results
3.1. Demographic characteristics

Table 2 lists the demographic characteristics of the sample used
in the analysis. The average (standard deviation) age corresponded
to 34.3 (SD = 8.0) years. Education was counted starting with col-
lege graduates since a junior college graduate or higher was
required to obtain a license as a physical therapist. The de-
mographic variables investigated in this study may have differ-
ences in their influence on the research variables depending on the
characteristics of the group. For example, there may be differences
in work capabilities and professional knowledge depending on the
level of education, and there may also be differences in the level of
perceived stress depending on the position. Therefore, this study
included age, education level, and tenure as control variables,
excluding nominal scales such as workplace or department.

3.2. Correlation among variables

To understand the overall correlation among variables, Pearson
correlation analysis was performed [Table 3]. As a result of corre-
lation analysis, the culture showed a positive correlation with de-
mand, conflicts, and depression (p < 0.001). In addition, work
period and age, depression and demand, and depression and con-
flicts showed statistically significant positive correlations
(p < 0.001). On the other hand, depression showed a negative
correlation with age, and mindfulness showed a negative correla-
tion with culture, conflicts, and depression (p < 0.001).

3.3. Mediation effect

Table 4 presents the results of verifying the mediation effect of
job demands in regard to the effect of organizational culture on
depression. In Step 1, the effect of organizational culture on job
demands was statistically significant (B = 0.339, p < 0.001) after
controlling the subjects’ age, education, and work period. In Step 2,
the effect of organizational culture on depression was also statis-
tically significant (B = 0.319, p < 0.001). In the final step, when
organizational culture and job demands were input simulta-
neously, the effect of job demands on depression was statistically



446 Saf Health Work 2024;15:441—451

Table 3
Correlation among variables
Variables 1 2 3 4 5 6 7
1. Age
2. Education 0.149*
3. Work period 0.867*** 0.129*
4. Culture —0.157** —0.021 —0.079
5. Demand 0.020 0.103 0.115 0.363***
6. Conflicts —0.081 0.048 —0.050 0.284*** 0.053
7. Depression —0.225%** —0.068 —0.156** 0.4471%** 0.355%** 0.309%**
8. Mindfulness 0.136* 0.131* 0.071 —0.245%** —0.183** —0.276%** —0.490%**

*p < 0.05, **p < 0.01, ***p < 0.001.

significant (B = 0.208, p < 0.001), and the effect of organizational
culture on depression was also statistically significant, verifying the
partial mediation model in which organizational culture raises the
level of depression through the perception of job demands
(B = 0.248, p < 0.001). Additionally, the results of using boot-
strapping to verify the indirect effect of job demand perception
within the mediation model showed that 0 was not included in the
estimated 95% confidence interval, and the indirect effect was
significant. Therefore, the mediation model was verified.

Table 5 lists the results of verifying the mediation effect of
interpersonal conflict in regard to the effect of organizational cul-
ture on depression. First, in Step 1, the effect of organizational
culture on interpersonal conflict was statistically significant
(B=0.301, p < 0.001) after controlling the subjects’ age, education,
and work period. In Step 2, the effect of organizational culture on
depression was also statistically significant (B=0.319, p < 0.001). In
the final step, when organizational culture and interpersonal con-
flict were input simultaneously, the effect of interpersonal conflict
on depression was statistically significant (B = 0.131, p < 0.01), and
the effect of organizational culture on depression was also statis-
tically significant, verifying the partial mediation model in which
organizational culture raises the level of depression through the
perception of interpersonal conflict (B = 0.279, p < 0.001). Addi-
tionally, the results of using bootstrapping to verify the indirect
effect of interpersonal conflict perception within the mediation
model showed that 0 was not included in the estimated 95% con-
fidence interval, and the indirect effect was significant. Therefore,
the mediation model was verified.

3.4. Moderation effect

Table 6 lists the results of verifying the moderation effect of
mindfulness in regard to the effect of organizational culture on job
demands. In Step 1, the main effects of organizational culture and

Table 4
Mediation and indirect effects of job demands

mindfulness on job demands were both statistically significant af-
ter controlling the age, education, and work period (organizational
culture B = 0.314, p < 0.001; mindfulness B = —0.213, p < 0.05). In
Step 2, the interaction effect between organizational culture and
mindfulness also significantly predicted job demands (B = —0.433,
p < 0.01). Therefore, the moderation effect of mindfulness on job
demands was verified. Moreover, to examine the directionality of
the moderation effect, a graph is presented using the method
proposed by Aiken and West [56] [Fig. 3].

Table 7 lists the results of verifying the moderation effect of
mindfulness in regard to the effect of organizational culture on
interpersonal conflict. In Step 1, the main effects of organizational
culture and mindfulness on interpersonal conflict were both sta-
tistically significant after controlling the age, education, and work
period (organizational culture B = 0.243, p < 0.001; mindfulness
B = —0.484, p < 0.001). In Step 2, the interaction effect between
organizational culture and mindfulness also significantly predicted
job demands (B = 0.443, p < 0.05). However, contrary to the pre-
viously assumed direction, it was found that the higher the level of
stressful organizational culture and the higher the level of mind-
fulness, the higher the level of interpersonal conflict. Additionally,
to examine the directionality of the moderation effect, a graph is
presented using the method proposed by Aiken and West [56]
[Fig. 4].

3.5. Moderated mediation effect

Table 8 lists the results of verifying the role of mindfulness in the
relationship in which organizational culture increases depression
through perceptions of job demands. First, considering the
moderation effect of mindfulness in the process by which organi-
zational culture affects depression through perceptions of job de-
mands, organizational culture significantly predicted job demands
in the mediation model (B = 0.282, p < 0.001), and it had a

Culture — demands — depression

Indirect effect of demands

Demand Depression Indirect effect SE 95% CI (bias-corrected)
st
17 (B/SE) 2nd (B/SE) 3™ (B/SE) LLCI ULCI
Age -0.017 0.009 —0.009 0.207 —0.006 0.007 Demands 0.071 0.023 0.031 0.120
Education 0.098 0.053 —0.033 0.007 —0.053 0.040
Work period 0.131** 0.047 —0.003 0.042 —-0.030 0.036
Culture 0.339*** 0.054 0.319*+** 0.037 0.248*** 0.044
Demand 0.208*** 0.046
F 13.850%** 18.605*** 19.964***
R? 0.170 0215 0.270

*p < 0.05, **p < 0.01, ***p < 0.001. LLCI, lower limit confidence interval; ULCI, upper limit confidence interval.
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Table 5
Mediation and indirect effects of interpersonal conflicts

Culture — conflicts — depression

Indirect effect of conflicts

Conflicts Depression Indirect effect SE 95% CI (bias-corrected)
1) 2" (B/SE) 3 (B/SE) LLCI ULCI
Age —0.005 0.011 —0.009 0.207 —0.009 0.007 Conflicts 0.040 0.016 0.013 0.075
Education 0.069 0.064 —0.033 0.007 —0.042 0.041
Work period 0.002 0.057 —0.003 0.042 —0.003 0.036
Culture 0.307*** 0.066 0.319%** 0.037 0.279%** 0.044
Conflicts 0.1371*** 0.039
F 6.028*** 18.605*** 17.777***
R? 0.082 0215 0.248

*p < 0.05, **p < 0.01, ***p < 0.001. LLCI, lower limit confidence interval; ULCI, upper limit confidence interval.

significant effect on depression in the criterion model as well
(B = 0.248, p < 0.001). Next, an examination of the index of
moderated mediation showed that it was statistically significant,
and a moderated mediation effect was verified (Index = —0.090,
Boot LLCI = —0.190, Boot ULCI = —0.017). Additionally, considering
the indirect effect by which organizational culture increased
depression through perceptions of job demands at low, medium,
and high levels of mindfulness, it was found that the effect was
significant at the low and medium levels. Fig. 5 shows a graph of the
results using the Johnson—Neyman method.

Table 9 lists the results of verifying the role of mindfulness in the
relationship in which organizational culture increases depression
through perceptions of interpersonal conflict. First, considering the
moderation effect of mindfulness in the process by which organi-
zational culture affects depression through perceptions of inter-
personal conflict, organizational culture significantly predicted
interpersonal conflict in the mediation model (B = 0.276,
p < 0.001), and it had a significant effect on depression in the cri-
terion model as well (B = 0.279, p < 0.001). Next, an examination of
the index of moderated mediation showed that it was statistically
significant, and a moderated mediation effect was verified
(Index = 0.058, Boot LLCI = 0.002, Boot ULCI = 0.140). Additionally,
considering the indirect effect by which organizational culture
increased depression through perceptions of interpersonal conflict
at low, medium, and high levels of mindfulness, it was observed
that the effect was significant at the medium and high levels. Fig. 6
shows a graph of the results using the Johnson—Neyman method.

4. Discussion

This study verified that individual resource trait, that is mind-
fulness, moderates how depression is affected by stress that occurs

Table 6
Moderation effect of mindfulness on job demands

Criterion: Job demands

1% (B/SE) 2" (B/SE)

Age —-0.015 0.009 —0.016 0.009
Education 0.111* 0.053 0.111* 0.052
Work period 0.127** 0.046 0.126%* 0.046
Culture 0.314%%* 0.055 0.282%%* 0.056
Mindfulness —0.213% 0.108 —0.214* 0.106
Culture x mindfulness —0.433** 0.152
F 11.980%+* 11.607++*

R? 0.182 0.206

*p < 0.05, **p < 0.01, **p < 0.001.

because of the organizational culture at the workplaces of physical
therapists. Based on this study, the following inferences can be
made. First, similar to previous studies that have presented the
positive effects of mindfulness, the mindfulness trait acts as a
resource in the demands-resources model [57]. The initial version
of the demands-resources model included only controllability (i.e.,
job demands-control model; Karasek [58], and researchers later
expanded on it to include various types of demands and resources.
Similarly, it was reconfirmed that mindfulness is another individual
internal trait variable that acts as a resource that can buffer nega-
tive effects such as stress, depression, and anxiety.

Second, it can be inferred that the effects of such resources act in
the same way on stress that occurs from organizational culture.
Considering past studies on the effects of mindfulness meditation
programs and training, some studies have been conducted on how
the mindfulness of leaders forms a healthy organizational culture
or improves worker performance and how organizational culture is
improved by the introduction of mindfulness meditation. However,
very few studies have been conducted on whether trait mindful-
ness directly reduces the negative effects of organizational culture
[59,60]. There are various models related to organizational culture
factors and formation. For example, models such as Schein’s [61] 3
levels of culture, Hofstede’s [62,63], 5D Model, and Mckinsey’s 7S
Framework have different levels or suggested goals; however, most
of these models include a wide range of organizational aspects such
as the organization’s internal structure, leadership, individuals,
jobs, etc. Seeing as how organizational culture forms over a long
period and becomes deeply rooted in all areas of the organization,
the task of changing organizational culture itself is a very difficult
one [64]. Therefore, if members experience stress due to a strong
organizational culture, there is a high possibility that alleviating the
stress using individuals’ internal resource traits will be a more
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Fig. 3. Moderation effect of mindfulness between workplace culture and job demands.
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Table 7

Moderation effect of mindfulness on interpersonal conflicts

Saf Health Work 2024;15:441—451

Criterion: Interpersonal conflicts

Table 8
Conditional indirect effect of mindfulness in mediation effect of job demands be-
tween workplace culture and depression

Mediation model Criterion model

1°¢ (B/SE) 2" (B/SE)

Age —0.001 0.011 —0.001 0.011
Education 0.097 0.063 0.097 0.063
Work period —0.008 0.056 —0.007 0.055
Culture 0.243%** 0.066 0.276%** 0.067
Mindfulness —0.484*** 0.129 —0.483*** 0.128
Culture x mindfulness 0.443* 0.182
F 7.862%*+ 7.653%#*

(A) R? 0.127 0.146

*p < 0.05, **p < 0.01, ***p < 0.001.

effective means of resolution than changing the culture through
follow-up measures.

Third, the positive moderation effect of mindfulness was
nonetheless somewhat different than expected. It appears that the
level of the mindfulness resource makes no difference when the
level of the organizational culture is high if organizational culture
stress is connected to depression through interpersonal conflict.
This can be interpreted that the effect of mindfulness is inadequate
when the perceived stress from organizational culture is high.
Similar results can be found in previous studies as well. Specifically,
there are studies that showed negative or mixed effects from
mindfulness, e.g., a study that showed a positive correlation be-
tween mindfulness and musculoskeletal disorders and one that
showed a negative correlation between mindfulness and perfor-
mance [65,66]. This is related to the “dark side” aspect that has
recently been reported in the field of mindfulness studies, and it is
an area that requires more research [67,68]. Lee et al. [69] examined
the impact of mindfulness on the relation between musculoskeletal
disorders and stress. The findings suggest that the influence of
mindfulness might have a limited impact on alleviating physical
pain compared to its effects on psychological stress.

Moreover, based on a recent study employing ironic process
theory, the mindfulness subfactors, namely observation and non-
reaction in the FFMQ, were found to unintentionally prompt the
exploration of thoughts or stimuli contrary to the intended desired
state, leading to cognitive impairment. The argument posited that a
deficiency in cognitive resources may contribute to the heightened
perception of only negative thoughts or emotions [70]. Therefore, it
is essential to investigate whether physical therapists perceive
interpersonal stress as more intense than work-related stress.
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Fig. 4. Moderation effect of mindfulness between workplace culture and interpersonal
conflicts.

(demands) (depression)
B SE B SE
Age -0.016 0.009 —0.006 0.007
Education 0.111* 0.052 —0.053 0.040
Work period 0.126** 0.046 —0.030 0.036
Culture 0.282%+* 0.056 0.248*+* 0.044
Mindfulness —0.214* 0.106
Culture x mindfulness —0.433** 0.152
Demands 0.208*** 0.046
F 11.607+** 19.964+**
R? 0.206 0.270
Depression
Indirect effect SE 95% CI (bias-corrected)
LLCI ULCI
Mindfulness L 0.090 0.028 0.042 0.149
M 0.060 0.019 0.026 0.101
H 0.025 0.021 -0.018 0.067

*p < 0.05, **p < 0.01, ***p < 0.001. LLCI, lower limit confidence interval; ULCI,
upper limit confidence interval.

Furthermore, in-depth exploratory research is needed to under-
stand the specific impact of sub-variables of mindfulness on indi-
vidual stress factors.

When viewed from a cross-cultural perspective, the organiza-
tional cultures of Korean healthcare institutions are physician-
centered and vertically hierarchical. Therefore, from the view-
point of physical therapists who support such organizations, it is
difficult to bring positive changes to the negative interpersonal
relationships that occur within an organization owing to its hier-
archical structure, and even if such changes occur, they may
progress so slowly that they cannot be perceived by individuals.
Consequently, when there is high stress regarding organizational
culture, it is unlikely to change, and the effects of mindfulness may
also be marginal.

This study had the following limitations. First, because it is a
cross-sectional study, there is a need for longitudinal studies to
clearly verify causal relationships. In the case of MBSR or education
programs, it is possible to verify the differences before and after

0.16 0.1493
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0.08
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Mediation
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-0.04
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Fig. 5. Conditional indirect effect of mindfulness in mediation effect of job demands
between workplace culture and depression.
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Table 9
Conditional indirect effect of mindfulness in mediation effect of interpersonal
conflicts between workplace culture and depression

Mediation model Criterion model

(conflicts) (depression)
B SE B SE
Age —0.001 0.011 —0.009 0.007
Education 0.097 0.063 —0.042 0.041
Work period —-0.007 0.055 —0.003 0.036
Culture 0.276%** 0.067 0.279%** 0.044

Mindfulness —0.483*** 0.128

Culture x mindfulness 0.443* 0.182
Conflicts 0.1371%** 0.039
F 7.653*** 17.777%*
R? 0.146 0.248
Depression
Indirect effect SE 95% CI (bias-corrected)
LLCI ULCI

Mindfulness L 0.016 0.016 -0.014 0.050

M 0.036 0.016 0.012 0.068

H 0.058 0.023 0.021 0.108

*p < 0.05, **p < 0.01, ***p < 0.001. LLCI, lower limit confidence interval; ULCI,
upper limit confidence interval.

intervention. However, the influence of individuals’ temperamental
traits makes it necessary to examine whether internal resources
that have accumulated over long periods of time have an effect
when stress occurs. Therefore, more accurate results can be ob-
tained by measuring the outcome variables through actual behav-
iors such as turnover and using methods such as comparing the
survival rates of groups according to differences in mindfulness
resources through survival analysis.

Secondly, the interpersonal conflicts scale comprises items that
assess “lack of support from colleagues or superiors,” which may
pose challenges in terms of face validity for respondents. Previous
research that developed the scale argues that this stress area re-
flects interpersonal conflict within the Republic of Korea’s hierar-
chical and vertical organizational culture [54]. However, it's
important to note that a low level of positive affectivity perceived
by an individual does not necessarily indicate a high level of
negative affectivity [80]. This suggests that social support and
interpersonal conflict might be independent concepts rather than
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Fig. 6. Conditional indirect effect of mindfulness in mediation effect of interpersonal
conflicts between workplace culture and depression.

inverse correlates. Therefore, future studies would benefit from
using questions with higher validity that directly measure inter-
personal conflicts.

Third, this study’s data focuses on workers from an Asian
country with a relatively high level of conservative and hierarchical
organizational cultures, and it focuses on the job category of
physical therapists working in the medical field. Because the data
were collected during a national disaster, there are limitations in
regard to generalizing the relationships between variables to other
groups and circumstances.

In the case of Korean physical therapists, only those who have
graduated or are expected to graduate from a 3 or 4-year course at a
university physical therapy department take the national exam and
obtain a license. However, in the United States, all new graduates
are awarded a Doctor of Physical Therapy and physical therapists
are considered primary care clinicians who have direct access to
patient care [71,72]. In this way, American physical therapists have
an independent and horizontal organizational culture as they are
clinicians, whereas Korean physical therapists have a hierarchical
and vertical organizational culture as they work under the super-
vision of doctors. Therefore, to examine the positive effects of
mindfulness on the stress caused by organizational culture, which
includes various aspects of a single organization, it will be neces-
sary to conduct cross-cultural studies and perform revalidation on
various groups at various points in time.
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