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Abstract

Grief is a universal experience, yet the industrial-organizational psychology literature is
sparse with research on bereavement at work. When individuals do undergo the loss of a loved
one, research has shown that support is instrumental in recovery outside of workplace contexts.
The present study examined the relationship between an individual’s level of grief and their
commitment to their organization while also investigating how the level of supervisor support
moderates the aforementioned relationship. I hypothesized that there would be a significant,
negative relationship between level of grief and organizational commitment. Further, I also
hypothesized that perceived supervisor support would moderate the effect of level of grief on
organizational commitment. Using 297 participants recruited from DePaul University’s SONA
system, social media snowball sampling, and Prolific, the study adopted a cross-sectional survey
design to test these hypotheses. However, neither of my hypotheses were supported and instead,
an exploratory analysis found that supervisor support significantly predicted organizational
commitment. The study helps expand the minimal research done on grieving at work and helps
us better understand the importance of leadership support.

Keywords: grief, bereavement, organizational commitment, supervisor support,

leadership support



Grieving Workers, Leadership, and Organizational Commitment

Since the start of the Covid-19 Pandemic in 2020, 1,123,836 individuals have tragically
lost their lives in the United States alone (CDC, 2024; John Hopkins University, 2023), leaving
the lives of bereaved individuals (i.e., surviving relatives and loved ones; Cutcliffe, 2002)
fundamentally changed. The staggering loss of life because of COVID-19 does not include the
approximately three million individuals who die annually in unrelated deaths (e.g., gun violence,
car accidents; CDC, 2024). Although it is difficult to put that immense loss of life into
perspective, these numbers are far more than just a statistic. Instead, these statistics comprise the
loved ones of many individuals, where each death leads to an average of five bereaved
individuals (Hensley & Clayton, 2008). Loss can leave behind emotional and mental scars in
bereaved individuals along with significant financial stress and physiological issues (Corden &
Hirst, 2013). In terms of the economy, bereavement in the workforce costs the United States an
estimated $75 billion annually (James & Friedman, 2003). Despite undergoing a significant loss,
most companies (88%) only offer three to five days of paid bereavement leave with no federal
laws mandating bereavement policies in the workplace (Mallick, 2020). Research suggests that
this amount of bereavement leave is highly inadequate and inflexible, which does not consider
the fluidity of grieving across cultures and religions (James & Friedman, 2003; Rezenbrink,
2002). Even with the widespread salience of death and related outcomes, grief is still very taboo
in the United States (Harris, 2010).

In the following sections, I present an overview of the research that has been done and
theories that have been established to offer context for the present project. First, I begin by
defining grief and bereavement followed by a discussion of grief-related research in social

contexts. Next, I outline related research regarding negative emotions in the workplace,



emotional labor, and work-life spillover, given their relevance to the subjects of grief and work. I
then examine the limited research that has been done regarding grief in workplace contexts.
After a review of the literature around workplace leadership, leadership support, and
organizational commitment, [ describe my hypothesized results and offer a model that shows
how leadership support may protect against a grieving individuals’ decrease in organizational

commitment.

Literature Review

Grief and Bereavement

Grief is a highly variable construct with many interwoven and diverse perspectives. Grief
is often defined as the emotional response an individual has to a loss (Stroebe, 1993), which can
vary across cultures (Stroebe & Schut, 2010) and between individuals (Bonanno & Kaltman,
2001). Further, like James and Friedman (2003), emphasize that grief is an emotional rather than
an intellectual process. Akin to Stroebe and Schut (2010), Rosenblatt (1988) highlights the
importance of understanding the context where we see grief. Recently, some authors have
proposed extensions to the conceptualization of grief purely as an emotional response. For
example, grief could also be conceptualized as the behavioral and cognitive responses one has
after a loss (Maitlis, 2019). Using principles of cognitive neuroscience, O’Connor and Seeley
(2022) propose that grief is a form of learning in which memories in the hippocampus (i.e., area
of the brain responsible for memory) are in conflict. Ultimately, these definitions of grief are not
in opposition, but are instead complimentary to one another.

Given the variability of grief across cultural contexts, the present study utilized a sample
of United States residents. In addition, grief was defined as an emotional, behavioral, and

cognitive response to a loss. Recently, in the field of clinical psychology, prolonged grief was



added to the Diagnostic and Statistical Manual of Mental Disorders (DSM), identified as grief
lasting over a year (APA, 2021). Given how dynamic and adaptive of a process grief can be,
there is pushback against clinical diagnoses related to grief. For example, Engel (1994) and
Stroebe et al. (2001) argue that grief should not be considered a disease or illness and encourage
clinicians to be cautious about DSM labels of grief. In fact, research has shown that relationships
can continue with a deceased loved one, with bereaved individuals holding onto these
connections (Klass et al.,1996). With these arguments in mind, the present study examined
general grief as opposed to specific, grief-related disorders.

Where grief is seen as a response, bereavement has been defined as the experience of
adjusting one’s identity and lifestyle in response to undergoing the grieving process (Cutcliffe,
2002). There is little consensus in the industrial and organizational psychology literature on how
long grief lasts, which is due to the variability of bereavement. However, the estimated time for
recovery is one to two years for grieving individuals (Bonanno & Kaltman, 2001; Zhang et al.,
2006). To add further context, the amount of time one grieves appears to be dependent on one’s
coping techniques, coinciding stressors, cultural membership, and loss history (Klass et al., 1996;
Stroebe et al., 2001; Worden, 2009). Further, bereavement does not have a discrete endpoint and
could go on indefinitely after loss at varying intensities (Parkes, 1997). As one author puts it,
bereavement is a continuity break that fundamentally changes our sense of self and the world
around us (Renzenbrink, 2002).

Grief in Social Contexts

Grief has been studied in a variety of social contexts. Rosenblatt (1998) emphasizes the

importance of how one’s social reality and family dynamics shape the way the grieving process

occurs. In a study with college students, the analyses uncovered that grief had significant and



detrimental effects on students’ sleep, self-esteem, academic performance, job performance and
interpersonal relationships (Balk et al., 2010; Hardison et al., 2005; Servaty-Seib & Hamilton,
2006; Taub & Servaty-Seib, 2008). However, perceived social support was shown to be a buffer
for these adverse effects. A related study found that college student’s level of closeness and
sense of college community significantly predicted the length of their grief (McNally et al.,
2021).

Grief highlights one’s individualism, creating boundaries from others (Balk et al., 1993).
When an employee is grieving, the employee may face stigmatization due to being seen as an
outsider or having their differences highlighted by others (Link and Phelan, 2001). Harris (2010)
describes the phenomenon of the constriction of grief experiences in Western society where
social pressure stifles the expression of grief. When grieving the loss of a loved one, researchers
describe the grieving process as a threat to one’s attachment network (Parkes, 1981, 1997;
Weiss, 2001). Individuals seek out social support from others for comfort following a loss to
their social system. To maintain their social system, individuals may feel forced to conform to
social norms to avoid exclusion in a concept referred to as social pain (MacDonald & Leary,
2005). Social pain motivates norm compliance in both partner and group relationships because
deviating from these norms could result in ostracism (Wurmser, 1981). The amount of social
adjustment following a loss depends on the nature of the relationship. For example, co-dependent
relationships like the loss of a spouse may require a significantly greater amount of readjustment
(Holmes and Rahe, 1967). The idea of social pain and Western attitudes of grief work in tandem

to promote disenfranchised grief, which may prolong the bereavement process further.



Negative Emotions and Moods in the Workplace

Although grief as an emotion has not been studied thoroughly in the industrial and
organizational psychology literature, emotions in the workplace have garnered a lot of attention.
Emotions interfere with an individual’s thoughts and are usually tied to specific events and
stimuli (Frijda, 1993; Zajonc, 1998). In contrast, moods are more generalized and do not disrupt
cognition (Clark & Isen, 1982; Thayer, 1989). Additionally, affective events theory explains that
workplace events elicit emotional reactions from employees (Weiss & Cropanzano, 1996).
Further, affect spin describes that there are individual differences that affect emotional reactions
and their variability over time (Beal et al., 2013). General findings have demonstrated that
emotions (e.g., grief) have significant effects on one’s job satisfaction and performance (Brief &
Weiss, 2002). Specifically, individuals with negative emotions may tend to isolate themselves
from coworkers (George & Jones, 1996), react with more extreme emotions (Brief et al., 1995),
show increased absenteeism (Pelled & Xin, 1999), and have higher turnover intentions (George,
1989).

Different occupations have varying levels of exposure to occupational hazards, including
negative emotional events. In a study looking at nurses working with AIDS patients, the amount
of exposure nurses had with AIDS patients was related to how negative their mood was at work
(George et al., 1993). However, both organizational and social support moderated the
relationship between exposure to AIDS patients and nurses’ negative mood. This previous study
is a great illustration of Ashkanasy’s (2003) model, which outlines how changes in an individual
over time (e.g., affect spin; Beal et al., 2013), interactions with others, team dynamics,

leadership, and organizational factors are interrelated across varying levels. It also demonstrates



how emotional requirements may be inherent to one’s position, which I discuss in the following
sections (Grandey, 2003).
Emotional Labor

Emotional labor is a broad term that encapsulates mental processes, environmental
factors, and behaviors related to the expression of emotion (Grandey & Gabriel, 2015). Many
occupations enforce emotional requirements, which ask employees to display certain, desired
emotions (e.g., happiness) while avoiding other, undesired emotions (e.g., sadness, anger) around
others (Grandey, 2003). Emotional requirements are one aspect of emotional labor, the idea that
discrepancies between one’s felt emotions and organizational emotional display rules (Ekman,
1973) are compared and then regulated by an individual to mitigate discrepancies (Diefendorff &
Gosserand, 2003; Grandey 2000). Emotional labor, originally identified by Hochschild (1983),
was described as the management of observable facial and bodily displays of emotions to be in
accordance with public and wage expectations in the workplace. Hochschild was inspired by
cognitive dissonance theory (Festinger, 1957), a seminal theory in social psychology that
outlines how behaviors incongruent with one’s personal attitudes result in psychological conflict.
The purpose of emotional labor is to sway the feelings of others to get a desired workplace
outcome and in the effort to persuade, one may use emotional regulatory strategies to put on a
facade of an unfelt emotion or suppress emotions that are unprofessional or ill-suited (Gross,
1998). Research has shown that when emotional labor increases, so does job dissatisfaction and
employee burnout (Diefendorff et al. 2006; Erickson & Wharton, 1997; Mesmer-Magnus et al.,
2012). Emotional labor can also be seen as consuming or enhancing mental and emotional
resources (Brotheridge & Lee 2002). Emotional labor is not an inherently negative concept, as

there are benefits to engaging in emotional labor such as monetary resources, improvements to



mood, and social capital (Grandey & Gabriel, 2015). From the perspective of conservation of
resources theory (Hobfoll, 1989), individuals desire to gain and maintain resources, which can be
abstract (e.g., motivation) or tangible (e.g., money). When individuals lose these resources, the
theory postulates that stress will result. Similarly, Ashkanasy and Daus (2005) state that self-
regulatory resources may become depleted when employees engage in emotional labor.
Emotion Regulation

Recently, researchers in the industrial and organizational psychology literature have
turned their attention to emotion regulation, defined as the process of controlling the emotions
they experience (Gross, 1998). Stemming from social psychology, emotion regulation involves
conscious and effortful and unconscious and effortless tactics of individuals to control emotion
(Gross & Thompson, 2007). When individuals engage in emotional labor, they choose between
emotion regulation tactics (Hochschild, 1983). First, surface acting involves feigning emotional
expressions without attempting to change one’s internal feelings (e.g., forcing a smile). In
contrast, deep acting involves a genuine attempt to create congruent feelings to align with their
displayed emotions in what is more commonly referred to as method acting (Grandey & Gabriel,
2015). Differences in emotion regulation strategies become more apparent in daily occurrences
overtime. In a two-week daily diary study, surface acting was shown to be related to worsening
psychological and physical health, but deep acting did not lead to adverse effects (Riforgiate et
al., 2022).

Emotion regulation is complex and dynamic, not only in individuals but its theoretical
foundation. In a review of the control theory model of emotional labor, Diefendorff and
Gosserand (2003) identified twelve propositions to advance the literature and offer a more

dynamic and contextual model of emotional labor. In their propositions, they outline how



emotion regulation is related to low job performance, low job satisfaction, low intrinsic
motivation, and high burnout. Further, unanticipated events (e.g., the sudden passing of a loved
one) are related to further emotional discrepancies than anticipated events. Subsequent research
has offered more nuanced understandings of emotion regulation. Referring to the misconceptions
around emotional labor and consequently emotion regulation, a meta-analysis found that deep
acting lead to stronger emotional performances (i.e., observable emotions that align with
emotional requirements; Grandey & Gabriel, 2015) and customer satisfaction (Hiilsheger &
Schewe, 2011). Surface acting was still shown to be negatively related to well-being and job
attitudes. Notably, the findings of the meta-analyses support the later findings of Refrigerate et
al. (2022). Adding further complexity to the concept of emotion regulation, Grandey and Melloy
(2017) point out that how one engages in emotional labor is additionally affected by individual
differences and workplace contexts.
Work-Life Spillover

The research on emotional labor often focuses on emotion regulation as an outcome to
demands in and around the workplace. However, emotion regulation is not limited to the
workplace, with possible antecedents stemming from stimuli outside of work. Emotional
experiences from other life domains, such as marital conflict, have been shown to spill over into
the workplace (Hersey, 1932), signifying that events outside of work cannot simply be
disregarded by organizations. Piotrowski (1978) goes on to say that these domains have a mutual
effect and influence on one another with empirical support demonstrating that emotion regulation
at work was correlated with work-family conflict (Wagner et al. 2014; Yanchus et al. 2010).
Williams et al. (1991) observed that when employed mothers reported that they were

simultaneously balancing multiple roles, they experienced immediate, negative effects on their
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mood. Eventually, individuals became habituated to multiple role juggling overtime. Later when
examining employed parents, Williams and Alliger (1994) found that negative moods spilled
over from family to work, with positive moods rarely spilling over. More often, stressors (e.g.,
death of a loved one), lead to reduced performance in the workplace (Bhagat, 1983).

In the National Study of the Changing Workforce in 1997, working mothers reported
experiencing more negative family-to-work spillover than working fathers (Dilworth, 2004).
Interestingly, family life satisfaction was one of the largest predictors of family-to-work spillover
whereas caring for children and household chores were not significant. Schmidt (2011), using
data from the 2008 National Study of the Changing Workforce, found that personal and family
life stress (e.g., grieving) was the most significant predictor of negative spillover in men and
women. Recently, there has also been an increase in the amount of employed college students
worldwide, presenting a unique challenge of balancing school, work, and their personal lives
(Choo et al., 2021). In a review of the literature, Choo and colleagues found that contextual
demands (e.g., workload) and contextual resources (e.g., support) from work, school, and family
in conjunction with individual characteristics predicted satisfaction (across all three domains),
performance (across all three domains), and overall well-being (e.g., psychological and physical
health).

Grief in the Workplace

The societal taboo nature of grief in Western nations (Harris, 2010) is present in the
workplace as well (Aoun, 2004; Petriglieri & Maitlis, 2019). The social taboo around grief is
indicative of an emotional dialect, a term coined to describe affective differences between
cultures (Elfenbein et al., 2007), which has also been applied to cultures within organizations

(Schneider et al., 2010) referred to as an organizational emotional climate (Ashkasnasy & Dotris,
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2017; Rivera, 1992). An organizational emotional climate encompasses the policies and
procedures (e.g., bereavement leave) an organization has rather than the sum of individual
emotional differences as with organizational culture (Schein, 2004). For example, emotional
labor (Hochschild, 1983) in the form of policies (e.g., “serve with a smile”) is an aspect of an
organization’s climate. However, there are organizations with climates of authentic emotional
expression, which have been shown to mitigate the harmful effects of emotional labor (Grandey
et al., 2012). These types of organizational climates are often uncommon in the United States.
As mentioned previously, the organizational policies concerning the amount of time
allotted for bereavement leave is highly inadequate, usually only around three days (MacDonald
et al., 2015), forcing employees back into the workplace when they are still experiencing
significant emotional distress (Melhem et al., 2013). Wilson et al. (2021) suggest that
organizations should assist bereaved employees further on their return to work due to the few
days of bereavement time that employees are allotted. Similarly, the SAGE handbook for
understanding organizational well-being (Wall et al., 2021) states that issues of grief go largely
neglected by organizations and suggests that reasonable accommodations in a balanced approach
can consider individual needs as well as organizational demands (Lattanzi-Licht, 1999). Further,
Wilson et al. (2021) state that bereaved individuals as well as the organization would likely
benefit from providing bereaved individuals with extra resources. The most notable and possibly
the only model related to workplace grief is the C.A.R.E model of employee bereavement
support that outlines how communication, accommodation, recognition, and emotional support
are crucial in aiding bereaved employees (Gilbert et al., 2021). The model acknowledges being
authentic about one’s true feelings (i.e., minimizing emotional labor) and giving employees

flexibility to grieve their own way.
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If an organization does not have any formal bereavement leave in place, bereaved
individuals have been known to use vacation days and sick time instead, which complicates
bereavement leave estimates (Gilbert et al., 2021). As cited previously, the nature of one’s
relationship impacts the length of bereavement (Holmes and Rahe, 1967). Organizations have
different bereavement policies depending on the kind of loss, such as an average of four days for
the loss of a child or spouse and one to three days for parents and relatives (SHRM, 2016). Even
more unfortunate is that many bereavement policies do not acknowledge a friend or colleague,
leading workers to use up personal days when losing such loved ones. Ultimately, organizations
need to recognize how varied grief can be and how complex of a process bereavement can be
(Moss, 2017).

Grief and bereavement are classified as issues related to occupational health and safety.
O’Connor et al. (2010) outline how grief can impair the judgment of employees, interrupting
their task competence and concentration. From empirical analyses, Wilcox et al. (2015) found
that bereaved employees took additional absences related to physical and psychiatric illnesses a
year after their loss. Therefore, workplaces and employers are impacted by grief in terms of
diminishing profits and productivity (American Hospice Foundation, 2000; James and Friedman,
2003).

Anecdotal evidence suggests that grief has had a profound impact on a bereaved
individual’s performance (James & Friedman, 2003). In a self-report study, in the weeks to
months after a personal loss, 85% of management leaders noted making decisions that they
categorized as very poor to fair. In the same study, 90% of blue-collar workers reported lower
concentration which led them to have higher instances of injury. 75% of participants went on to

comment how they felt hindered by their loss beyond their company’s allotted bereavement time.
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In addition to productivity issues, bereaved employees are also likely to struggle with
engaging in social interactions (Kinder & Kooper, 2009). As noted previously, grief is an
emotional response, yet workplaces often push their employees to hide or suppress their
authentic emotions related to grief in favor of emotions in line with organizational requirements.
Some authors such as Bento (1994), go as far to suggest that the workplace is simply
incompatible with grieving individuals. Workplaces often encourage or require a professional
demeanor, which prevents bereaved individuals from conveying intense emotions to their peers
(Wall et al., 2021). Further, colleagues and leadership may not know how to properly support
bereaved individuals (Sandberg and Grant, 2017). Bereaved individuals may even face
consequences because of their diminished performance or productivity (Gilbert et al., 2021).
Therefore, it is no surprise that previous work has established that bereaved individuals are more
likely to quit their jobs (Gilmer et al., 2012) or inversely overwork to distract themselves from
their grief.

Naturally, grief can also happen at work instead of outside of work as typically thought.
Suicide and sudden death in the workplace introduce additional challenges to the grieving
process such as increased distress from surviving employees (Kinder and Cooper, 2009). To
complicate this further, accidents resulting in death are followed by long, arduous investigations
resulting in survivors reliving trauma and grappling with psychological issues along with media
coverage (Aitken, 2007). Additionally, some jobs in the healthcare industry involve workers
routinely dealing with death. For example, Lathrop (2017) describes how physicians are faced
with losses that can be cumulative and complex, which may lead to grieving and possible
burnout. For nurses working in a nursing home where residents pass frequently, how much they

recovered from their grief predicted their levels of burnout, overall well-being, and job
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satisfaction (Anderson & Ewen, 2011). These results demonstrate that even grief related to one’s
occupation outside of interpersonal relationships can still have a profound impact on the quality
of work they provide.

Still, work can be beneficial to employees under the right circumstances (Wall et al.,
2021). Workplaces offer a familiar and stable environment, which may help bereaved employees
regain a sense of normalcy (Hazen, 2009). Further, the workplace offers bereaved individuals
with additional opportunities for social support through their coworkers (Charles-Edwards,
2009). Social support in general has helped grieving individuals recover from depression and
anxiety stemming from their loss (Reed, 1998). Particularly, compassionate leadership has been
shown to be a helpful resource in the recovery of bereaved employees (Dutton et al., 2002).
Workplace Leadership

Leadership can have significant, negative consequences for organizations at its worst
(Owens et al., 2015) or transformational and innovative implications at its best (Judge & Piccolo,
2004). Focusing on the value leaders add, they can increase productivity, job satisfaction, affect
and foster their development in their subordinates (Judge et al., 2009; Dvir et al., 2002).
Conversely, abusive and problematic leaders can contribute to job turnover, low productivity,
and motivation (Owens et al., 2015). Leaders are also responsible for how subordinates interpret
events and changes within organizations (Pescolido, 2002). In fact, the effects of leaders on
subordinates can be so strong that followers’ perceptions of a leader can extend to one’s

perception of their organization (Kottke & Sharafinski, 1988; Eisenberger et al., 2002).
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Leaders have significant effects on the emotions of the workers they manage (Brief &
Weiss, 2002). To illustrate the effect of leadership on emotion, a style of leadership referred to as
transformational leadership draws on strong emotions to elicit arousal in followers, which results
in a decrease in negative moods that result from barriers to organizational success (Pirola-Merlo
et al., 2002). Mood management and emotional intelligence have been identified as important
elements of successful team leadership (Ashkanasy & Humphrey, 2011). In fact, George (2000)
argues that leaders with high emotional intelligence can inspire and uplift their team members
with empirical support demonstrating that effective leaders were ones that were best able to
perform when faced with workplace incidents linked with strong emotion (Pescolido, 2002). In a
review of the literature, Walter and colleagues (2011) found strong support linking emotional
intelligence to leadership effectiveness.
Leadership Support

Charles-Edwards (2005) states that it is important for workplaces to foster a supportive
environment to ease employees who are grieving into a sense of normalcy again. As stated
previously, leaders are a massive driving force in determining the climate and culture of a
workplace. According to the USA Last Acts Workplace Committee (1999) to facilitate effective
support, managers need to understand how to respond to their subordinates seeking help, the
resources available to assist them, and how to adapt schedules and responsibilities in response to
a subordinate’s issues. In 2005, the Last Acts Workplace Committee specified that managers
need to be sensitive, confidential, and consistent in matters concerning an employee who is
facing difficulties (e.g., bereavement). These ideas can be found in leader-member exchange
(LMX), the idea of building high quality working relationships. LMX is a foundational theory in

the leadership literature (Graen et al., 1982), which can help explain how leaders may be willing
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to accommodate the needs of a bereaved employee and the extent to which a bereaved employee
favors the leader and by extent an organization. For instances of workplace adjustment,
Cancerbacup (2005) and Ranzenbrink (2002) suggest that regular meetings between managers
and subordinates can help ease the difficulties with transitioning.

Compassionate leaders, leaders who demonstrate concern for the misfortune of others,
have a greater likelihood of influencing workers and organizational consequences through their
demonstration of empathy and authenticity (Shuck et al., 2019). These results were also found by
Yukl (2012), who created a leadership taxonomy with relations-oriented behaviors as one of four
categories of effective leadership behaviors. Specifically, behaviors of supporting, recognizing,
and empowering subordinates were found to be effective leadership behaviors. Interestingly, the
effects of compassionate leadership can transition beyond the workplace into non-work domains
(Hammer et al., 2013). For instance, family-supportive supervisor behaviors (FSSBs) include
discussing worker’s lives outside of work, helping accommodate workers needs outside of work,
and maximizing a worker’s health in and out of the workplace. Hence, leadership support is an
important aspect of leadership that has a large effect on workers and organizations above
traditional aspects of leadership. FSSBs encourage workers to take time off work when needed,
like for bereavement, prioritizing a worker’s physical and psychological health and lives outside
of work (Hammer et al., 2007). As a result, FSSBs can increase job satisfaction and decrease
turnover (Crain & Stevens, 2018). Lastly, it is worth noting that worker perceptions of leadership
behaviors are important to consider. Perceived leadership support is the sense of how much a
leader cares for their employees and values their well-being (Eisenberger et al., 2002).

Perceptions of workers are important to measure as interpersonal leadership support is a hard
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behavior to study objectively, and leaders influence followers’ support experiences through
perceptual means.

When an employee experiences a loss, leaders and peers may need to negotiate how tasks
are carried out to supplement the lack of productivity from the bereaved employee (O’Connor et
al., 2010). In fact, Palmer (2004) states that leadership makes more of a difference in an
employee’s bereavement than organizational policies. Leaders and supervisors act as an
intermediary role between a grieving worker and the organization they work under (Kinder &
Cooper, 2009). Leaders can reallocate resources to aid bereaved employees in both formal (e.g.,
HR) and informal (e.g., interpersonal dialogue) processes (Hammer et al., 2009). Gilbert et al.
(2021) state that managers are in a position where they can offer support and compassion that
bereaved employees desperately need. Inversely, inconsiderate, and insensitive managers can
exacerbate an individual’s grief (Charles-Edwards, 2009).

Organizational Commitment

Job attitudes are affected by grief (Anderson & Ewen, 2011), and organizational
commitment is a common job attitude variable in the industrial and organizational psychology
literature. Organizational commitment is the view of one's identity in relation to one's place of
employment in terms of the strength of the bond or connection an individual has with their
organization (Mowday et al., 1979). In another definition of organizational commitment, Allen
and Meyer (1990) describe it as a three-dimensional construct that involves an emotional
connection to, remaining involved with, and connection with norms of an organization. Allen
and Meyer’s definition of organizational commitment shares a significant amount of overlap
with Mowday et al. (1979)’s construct, which also emphasizes emotional attachment to an

organization as a core part of their construct. In relation to leadership, leaders have also been
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shown to act as mediators between workers and the broader organization, even influencing
worker’s attitudes of an organization through the perception of their leader (Pescolido, 2002).
Regarding bereavement, during the process of identity reconstruction one’s organizational
commitment may falter as shown by evidence of higher turnover in bereaved workers (Gilmer et
al., 2012). These results may even be exacerbated with organizations that have inadequate
bereavement policies (Wall et al., 2021).

Rationale

The prior literature review offers an overview of the work that has been done in the grief
and broader emotional, occupational health, and leadership literature. In developing my
hypotheses, I aimed to fill identified gaps by examining a yet to be tested outcome variable,
organizational commitment, and through the consideration of workplace leadership support as an
important contextual factor in understanding worker bereavement.

Leaders who value the well-being of their workers and demonstrate it with compassionate
behaviors, result in workers feeling more valued and supported. By extension, the perceptions of
a leader that one has then can impact one’s perception of the organization they work under.
Therefore, I predicted that increased leadership support was also likely to result in increased
organizational commitment.

When working individuals lose loved ones, they are expected to have lower
organizational commitment because there are likely to be adverse mental health effects that pull
mental and sometimes physical resources away from their job. Work and personal lives have a
mutual influence on one other, but both also draw resources away from an individual, often in
variable amounts. The theory of conservation of resources states that workers hope to maintain

the resources that they have, but when resources are lost, an individual’s level of stress increases
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(Hobfoll, 1989). Not only must workers meet the demands of their organization, but they must
meet the demands of their personal lives as well (de Jonge & Dormann, 2006).

As a result of depleted resources, an individual’s work is likely to suffer as their mind is
occupied elsewhere. Grief is a long-term healing process and as such, takes a significant amount
of work (i.e., therapy and after death arrangements) that are likely to take precedence over one’s
job. The model for this study explains that one’s level of grief predicts how committed one is to
their organization. In addition, perceived leadership support moderates the relationship between
one’s level of grief and organizational commitment. Low perceived leadership support was
expected to result in even lower organizational commitment. Conversely, high perceived

leadership support was predicted to result in higher levels of organizational commitment.

Model and Hypothesis Development
Main Effect
Hypothesis 1. There will be a significant, negative relationship between level of
grief and organizational commitment.
Moderation
Hypothesis 2. The main effect of level of grief on organizational commitment will
be moderated by perceived leader support such that the negative relationship
between level of grief and organizational commitment will be strengthened
(weakened) when perceived leader support is lower (higher).
Figure 1

Conceptual Model
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Method

Participants

Participants were employed, United States residents who have had loved ones (i.e.,
friends, family members, or romantic partners) die in the past year. Employment included
individuals who worked 10 or more hours per week in a paid position. In study 1a, voluntary
participants were recruited through a convenience, snowball sampling technique using social
media, specifically LinkedIn and Instagram. Individuals in this study were instructed to take the
survey if they met the eligibility criteria and distribute the survey to others they know who
matched the criteria. For study 1b, DePaul University’s SONA system was used to recruit
undergraduate psychology students who met the criteria. Undergraduate psychology students
received research credit for their undergraduate courses. Lastly, study 1¢ used funding provided
by DePaul University’s Graduate Research Fund in the sum of $525. Additional participants
were recruited Prolific and compensated at $3 each for their participation. Based on an a priori
power analysis using G*Power software with a projected effect size of 0.1, a regression
coefficient used in previous studies (e.g., Anderson & Ewen, 2011), and an alpha level of 0.05, a
target sample size of 132 participants was expected to be sufficient to detect the hypothesized
effects if present (Erdfelder et al., 1996). To account for missing data and participants who did

not meet the inclusion criteria a minimum of N = 162 participants were recruited.
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The average age of the participants was 27.59 (SD = 11.50). Most of the participants
identified as women (n = 188, 73.15%), while the rest consisted of men (n = 102, 39.69%), non-
binary individuals (n = 5, 1.95%), androgynous individuals (n = 1, 0.39%), or an undisclosed
gender (n = 1, 0.39%). Participant’s breakdown for race and ethnicity was as follows: non-
Hispanic White (n = 145, 56.42%), Hispanic or Latino/a/x (n = 61, 23.74%), Black or African
American (n = 32, 12.45%), Asian (n = 28, 10.89%), mixed or multiracial (n = 24, 9.34%),
Middle Eastern (n = 3, 1.17%), and 1.56% (n = 4) who preferred not to say.

Many of the participants reported that they have never been married (n = 226, 87.94%)
followed by 21.01% (n = 54) married, 5.06% (n = 13) divorced, 1.17% (n = 3) separated, and
0.39% (n = 1) widowed. In their families, participants reported the following number of family
members in their household: two (rn = 75, 29.18), four (n = 66, 25.68%), three (n = 66, 25.68%)),
five or more (n = 58, 22.57%), and one (n = 32, 12.45%). In addition, the participants reported
their religious beliefs: Christianity (n = 123, 47.86%), Agnosticism (n = 60, 23.35%), Atheism
(n =39, 15.17%), 7.78% (n = 20) preferred not to respond, Islam (n = 19, 7.39%), Catholicism
(n="17,2.72%), 3.11% (n = 8) practiced a religion not listed (e.g., Hermeticism, Paganism,
Sikhism), Buddhism (n = 6, 2.33%), Hinduism (n = 5, 1.95%), and spiritual (n = 4, 1.56%).

On average, participants reported working 28.14 hours per week (SD = 13.28) with an
average of 36.85 months (SD = 60.46) or 3.07 years of tenure at their organization. A little over
half of the participants reported working part-time (n = 171, 66.54%) and 49.03% (n = 126)
reported working full-time. The supervisors of the participants worked with them for an average
of 21.07 months (SD = 30.26) or 1.76 years.

Further, the participants came from a wide variety of industries: retail (n = 54, 21.01%),

hospitality (n = 51, 19.84%), healthcare (n = 45, 17.51%), education (n = 25, 9.73%), financial
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services (n = 23, 8.95%), media (n = 12, 4.67%), manufacturing (n = 11, 4.28%), technology (n
=10, 3.89%), transportation (n = 7, 2.72%), construction (n = 7, 2.72%), information
technology (n = 6, 2.33%), customer service (n = 6, 2.33%), care giving (n = 4, 1.56%), human
resources (n =4, 1.56%), law/legal (n =4, 1.56%), government (n = 3, 1.17%), and 8.95% (n =
23) from other industries (e.g., Consulting, Sales, Cosmetology, Agriculture, Marketing).

In terms of education, the participants reported the following breakdown for their highest
achieved education: 45.14% (n = 116) had some college experience, 28.02% (n = 72) received a
high school diploma, 19.07% (n = 49) received a four-year degree, 8.56% (n = 22) received a
master’s degree, 7.78% (n = 20) received a two-year degree, 4.28% (n = 11) received a
doctorate, 2.33% (n = 6) received a professional degree, and 0.39% (n = 1) did not graduate
from high school.

The identity of participant’s deceased loved ones were as follows: grandparent (n = 90,
35.02%), friend (n = 74, 28.79%), aunt or uncle (n = 58, 22.57%), parent (n = 34, 13.23%),
cousin (n = 16, 6.23%), romantic partner (n = 7, 2.72%), sibling (n = 4, 1.56%), pet (n = 4,
1.56%), in-law (n = 3, 1.17%), child (n = 3, 1.17%), a loved one not listed (n = 3, 1.17%; e.g.,
both a friend and uncle, two friends, god parent), and spouse (n = 1, 0.39%).

At work, 70.04% (n = 180) chose to disclose their grief to their supervisor, 39.30% (n =
101) did not disclose their grief to their supervisor, 4.67% (n = 12) reported having someone else
tell their supervisor of their loss, and 1.56% (n = 4) reported some other form of disclosure (e.g.,
both supervisor and participant lost the same loved one). Regarding their organization’s
bereavement policy, participants reported the following satisfaction with their bereavement
policy: somewhat satisfied (n = 77, 29.96%), extremely satisfied (n = 49, 19.07%), neither

satisfied nor dissatisfied (n = 48, 18.68%), somewhat dissatisfied (n = 34, 13.23%), and
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extremely dissatisfied (n = 17, 6.61%). However, 22.57% (n = 58) of bereaved participants
reported not being aware of their organization’s bereavement policy and 5.45% (n = 14) reported
that their organization did not have a bereavement policy.

Procedure

The present study used Qualtrics to create and distribute the materials to participants. The
study was advertised over LinkedIn and Instagram, the university’s SONA system, and Prolific.
The cover story explained that the research team was looking to examine how individuals are
coping with the loss of their loved ones at work. To be eligible for participation and included in
the subsequent analyses, participants were required to be 18 years of age or older, employed, and
have lost a loved one in the past year. To ensure participants meet the criteria, screening
questions, prior to obtaining informed consent, were used to prevent ineligible individuals from
proceeding further. The demographic questions asked for participants’ gender identity, age,
race/ethnicity, job tenure, supervisor tenure, industry of work, hours worked per week,
employment status, satisfaction with their company’s bereavement policy, whether or not they
have disclosed their grief to their supervisor, religious beliefs, family characteristics (i.e.,
children and relationship status), and the identity (i.e., friend, family member, etc.) of their
deceased loved one.

Within these sets of items, random attention checks were used to check for compliance
with one attention check per item measure or block (e.g., “please select ‘strongly agree’ for this
response’). Participants who failed two or more attention checks were removed from the primary
analysis. In accordance with the IRB, participants were notified that they could withdraw their
informed consent anytime with no compensation penalty, and participants were debriefed after.

Further, the debrief contained mental health and grieving resources for participants.
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Materials

Level of Grief. Level of grief was measured using the 21-item Texas Revised Inventory
of Grief (TRIG) (Faschingbauer et al., 1987; see Appendix A). The TRIG features two subscales,
Past Grief Behaviors and Present Emotional Feeling. The Past Grief Behaviors subscale contains
eight items that measure an individual’s perceptions of their own behaviors around the time of
their loss of their loved one. The Present Emotional Feeling subscale, also referred to as current
grief, asks participants to reflect on their own current, internal experiences related to grief to
assess participants’ current feelings, cognitions, and memories of their grief. The TRIG for its
history of “respectable” to “very good” reliability (Devellis & Thorpe, 2022) for its two-factor
structure (0.77 to 0.86; Faschingbauer et al., 1987; McNally et al., 2021) and generalizability
(Montano et al., 2016).

The TRIG has a five-point scale ranging from “1 = Completely true” to “5 = Completely
false”. An example item is “I still cry when I think of the person who died.” Traditionally, lower
scores on this TRIG subscale indicate a higher level of present grief. However, the responses
were be changed such that higher scores indicate higher levels of grief with the responses flipped
to “1 = Completely false” to “5 = Completely true.” Participants may not be used to the original
unorthodox response scale as many scales usually begin with the most negative option and then
transition to the most affirmative one. This change is in line with Anderson and Ewen (2011),
who also reverse-coded responses. Participant’s confusion could lead to error that would be
easily avoidable by reversing the scales to be more in line with scale norms. Both the past
behaviors and present emotional feelings subscales had Cronbach’s alphas of .85 and .89

respectively in the present study. The reliability of the scale overall was o= .91.
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Perceived Leader Support. Perceived leader support was measured using the Survey of
Perceived Supervisor Support (SPSS), a 16-item measure with a seven-point scale ranging from
“1 = strongly disagree” to “5 = strongly agree” to rate how much individuals perceive their
supervisor to value their well-being (see Appendix C; Eisenberger et al., 2002). The SPSS was
adapted from the Survey of Perceived Organizational Support (SPOS; Eisenberger et al., 1986).
Higher scores show a higher perception of supervisor support with an example item being “My
supervisor really cares about my well-being.” The SPSS was found to be highly reliable in the
present study (o = .96).

Organizational Commitment. The Organizational Commitment Questionnaire (OCQ);
Mowday et al., 1979; see Appendix D) is a 15-item measure with a seven-point scale ranging
from “1 = strongly disagree” to “5 = strongly agree” to evaluate an individual’s commitment to
their organization. A sample item is “I really care about the fate of the organization.” Higher
scores indicate higher organizational commitment. In the present study, the OCQ had an

impressive Cronbach’s alpha of .91.

Results

Preprocessing

First, the data of the (N = 475) participants sampled across studies 1a, 1b, and 1c were
downloaded from Qualtrics and examined in Microsoft Excel. Despite the criteria of the study
being listed in the description, start of the study in the form of screener questions, and in the
informed consent form, there were still a significant number of participants who had to be
removed for not meeting the eligibility criteria. In sum, there were N = 475 participants sampled,
but following the removal of participants who did not meet the criteria, N = 257 participants

were retained for final data analyses. Although the final sample size was still far above the
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necessary sample size for statistical power, 157 (i.e., n = 82 from SONA, n = 18 from social
media sampling, and n = 57 from Prolific) were removed for not meeting the criteria of the
study, n = 12 (n = 3 from SONA, n = 7 from Social Media, and n= 2 from Prolific) were
removed for incomplete data (i.e., less than 30% completion), and » = 9 (all from SONA)
participants were removed for failing two or more attention checks. Participants were still
compensated for their time, even if they did not fit the criteria, so long as they completed the
survey.

For each of the three measures, individual’s scores were compiled into a single sum score
for each measure, according to past scoring procedures. In addition, the two items in the SPSS
and the five items in the OCQ were reverse coded in Excel prior to analysis in RStudio (RStudio
Team, 2024). The missing and incomplete data (n = 12) were not retained for sensitivity
analyses because there were too few participants.

Confirmatory Factor Analyses

Level of Grief. Confirmatory factor analysis (CFA) generally supported the two-
dimensional structure of the TRIG. The Comparative Fit Index (CFI) was 0.812 and the Tucker-
Lewis Index (TLI) was 0.79, just below the standard 0.9 cutoff (Hu & Bentler, 1999) for both
indices. The Root Mean Square Error of Approximation (RMSEA) was 0.094, just above the
accepted cutoff score of 0.08 (Brown & Cudeck, 1993). Lastly, the Standardized Root Mean
Square Residual (SRMR) score was only slightly above the recommended cutoff score of 0.05 at
0.068. Since these indices did not deviate greatly from the accepted cutoft scores, exploratory
factor analyses were not conducted. Although none of these measures met the established cut-off
scores, all of them were close enough to the cutoffs that they offer some support for the TRIG’s

two-dimensional structure.
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Perceived Supervisor Support. CFA analysis concluded that the unidimensional model
of SPSS was largely the best fit for the data. The CFI and TLI yielded values of 0.960 and 0.953
respectively, above the desired 0.9 target (Hu & Bentler, 1999). Further, the RMSEA was
slightly below the target value of 0.08 at 0.07 (Brown & Cudeck, 1993), indicating acceptable fit.
Lastly, the SRMR was acceptable and below the cutoff score of 0.05 at 0.035. The SPSS met all
the criteria for the cut-off scores and thus demonstrated strong evidence for the unidimensional
factor structure.

Organization Commitment Questionnaire. The unidimensional model of the OCQ was
supported by CFA analysis with minor discrepancies. The CFI and TLI were just below the
chosen cutoff score of 0.9 at 0.862 and 0.839, which although lower than the criteria, were not
low enough to cause concern (Hu & Bentler, 1999). The RMSEA slightly above the score of

0.08 at 0.111 and similarly, the SRMR was found to be above 0.05 at 0.076.
Descriptive Analyses

Responses to the TRIG ranged from 21 to 103, with an average score of 67.94 (SD = 15.5).
The distribution mostly resembled a normal distribution with a slight negative skew (-0.3) but was
well within the parameters of -2 and 2. The kurtosis was 2.63, which lies between -7 and 7 (Byrne,
2016).

On average, participants had a score of 61.29 (SD = 13.5) on the SPSS with values ranging
from 16 to 80. The SPSS responses showed a slightly higher negative skew (-0.82) and a kurtosis
of 0.41, which are well within the recommended ranges for these values (Byrne, 2016).

The average response to the OCQ was 50.40 (SD = 12.06) and responses ranged from 18
to 75. The OCQ had a minor, negative skew of -0.24 and a kurtosis of 2.78, which are acceptable

under Byrne (2016)’s recommendations.
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Regarding correlations, the TRIG and SPSS had a nonsignificant correlation of -0.09 (p >
.05). There was also a nonsignificant correlation of -0.008 (p > .05) between the TRIG and OCQ.
Lastly, the SSS and the OCQ were significantly correlated with one another, » = 0.70, p < .01).
Primary Analyses

Hypothesis 1: Main Effect. Using a simple, linear regression there was a non-
significant, positive relationship between level of grief and organizational commitment (R’ =
0.476, F (2,293) =133.1 p =0.0769), with minor increases in level of grief associated with
slight increases in organizational commitment (B = 0.05590). Although there were no hypotheses
for this outcome, the results of the regression did show that there was a significant, positive
relationship between perceived supervisor support and organizational commitment (see Figure 2)
demonstrating that levels of supervisor support significantly predicted organizational
commitment (B = 0.59880, p <0.001).
Figure 2

Supervisor Support and Organizational Commitment
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Hypothesis 2: Interaction. Multiple regression analysis using moderation found no
significant interaction between level of grief and supervisor support on organizational
commitment (R? = 0.4785, F (3, 292) = 89.32, p < 0.001), with a minor, negative relationship
between the predictors and outcome (B = -0.00281, p > .05).

Assumption Testing. The models for both the main effect and interaction effect met all
assumptions of multiple regressions. First, they both met the assumption of multicollinearity and
homogeneity of residual variance (i.e., vif > 4), which was examined using the variance inflation
factor (VIF) function and a non-constant error variance test (ncvTest). Additionally, both models

met the assumptions of linearity and heteroscedasticity (p > 0.05).
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Discussion

Summary and Interpretation of Results

The present study explored the relationship between grief, supervisor support, and
organizational commitment. Disappointingly, neither of the study’s hypotheses were supported
with the primary analyses, with no significant effects for either the main effect or interaction
effect. Grief was not found to have significantly predicted an individual’s level or commitment
to their organization. Further, supervisor and grief together did not explain a significant amount
of variance in organizational commitment. Interestingly, there was a significant finding not
previously hypothesized between supervisor support and organizational commitment.

For hypothesis 1, an individual’s level of grief was found to be positively related to
organizational commitment, albeit nonsignificant. Grief can significantly disrupt an individual’s
life and it may be the case that individuals are more likely to want to maintain their existing
relationship with their organization rather than distance themselves from it or become more
devoted to it. After all, grief is not only a significant emotional burden for many but also a
financial one, which would explain why individual’s commitment to their organization does not
waver. Continued employment with an organization would help alleviate the potential financial
burden that comes with the loss of a loved one, such as a spouse or parental guardian. An
example of this would be the reverse-scored item “There is not too much to be gained by sticking
with this organization indefinitely” in the OCQ, which accounts for the possible financial,
emotional, and cognitive gains that continued organizational membership would provide. Also,
grief can be a potentially traumatic experience, it is possible that some individuals may to latch
onto their existing relationships further, like their organization, instead of detaching themselves

emotionally, cognitively, or physically. Further, past research has shown inconsistent findings in
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terms of approaches to work with some evidence showing turnover being linked to grief and
others showing individuals overworking themselves in response to grief (Gilmer et al., 2012).

In hypothesis 2, no evidence was found for the moderation of supervisor support on the
relationship between level of grief and organizational commitment. The findings ultimately
suggest that an individual’s level of grief has no direct effect on an individual’s level of
commitment to their organization. Results of testing hypothesis 2 showed that the interaction
between grief and supervisor support did not predict organizational commitment, indicating that
these two variables in conjunction with one another did not explain the extent of one’s
organizational commitment. One explanation for the lack of significance may be that 40% of
participant’s supervisors were entirely unaware of their bereavement, which may be indicative of
the taboo nature of grief at work and disenfranchised grief (Bento, 1994).

Although the interaction between grief and supervisor support was nonsignificant, a
subsequent exploratory analysis uncovered that supervisor support did significantly predict an
individual’s organizational commitment. The positive correlation between these two variables
has been documented in the literature before with research showing that worker’s perceptions of
their leader impact their attitudes toward the organization they work for (Pescolido, 2002). This
finding contributes to the large body of evidence that demonstrates how important leaders are for
retention and motivation.

Limitations and Future Research

The present study employed a cross-sectional, survey design, which prevents any
inferences of causality. Therefore, observed and unobserved phenomena may have alternative
explanations that are uncaptured in these analyses. Further, the quantitative nature of the survey

meant that detailed, qualitative responses from participants were not included, which could help
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add further depth and clarity to the participant’s experiences. Given the unique experiences of
grieving across individuals, even within the same wider culture, qualitative measures could allow
researchers to more clearly understand their unique lived experiences.

Firstly, the use of participants sampled for convenience, psychology undergraduate
students and social media participants, do not represent of the broader United States population.
For example, most individuals in the United States do not hold advance degrees (Nietzel, 2024)
unlike the current sample who either had an advanced degree or were in the process of receiving
one. 63% of the participants were undergraduate students working part or full time in addition to
taking courses at DePaul University. Therefore, they have other obligations in addition to their
personal lives and place of employment, which may not be the case for many employed workers
who are later in their careers focusing on work and their personal and family lives. DePaul
undergraduate students taking psychology courses are also required to participate in SONA
studies, unless they opt for an alternative assignment, and are therefore completing research
studies under penalty of a full-letter-grade drop (DePaul University College of Science and
Health, 2024). Consequently, the richness and accuracy of their responses could be called into
question.

Despite the fact that attention checks were used and only nine individuals (4%) failed to
pass them, self-report surveys are still subject to faking and inaccurate responses due to memory
recall issues (Tehan & Millis, 2007). Similarly, common method variance (CMV), a
measurement error that occurs when different variables are collected through the same method of
data collection, can also affect the results of the study (Spector & Brannick, 2009). Since the
present survey consisted entirely of self-report survey measures that were answered by each

participant answered and that had similar response scales, the study is subject to common
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method bias (CMB). Further, the participants may have felt the need to answer questions in a
way that was socially desirable instead of honest. As a result, CMV and CMB can cause variable
relationships to be inflated, artificially increasing the strength of the relationships between the
variables. Issues with CMV and CMB could be alleviated through the use of longitudinal and
multi-method studies to add additional and more varied forms of measurement.

Next, the timeline of one year was chosen for bereavement based on that of previous
studies (Bonanno & Kaltman, 2001; Zhang et al., 2006), but this range could have contributed to
response errors. There are a few possibilities on why the length requirement for bereavement of
one year is potentially troublesome. On one hand, the time range can be seen too long for
individuals to accurately rate how they felt at the moment of their loss, which could lead to
memory recall issues (Tehan & Millis, 2007). On the other hand, the time range may be too
limiting and may not accurately capture the full bereavement process in individuals. However, it
1s hard to find alternatives to self-report methodology, as discovering who is grieving based on
records and documentation would be not only be an intrusion of privacy, but it ignores the
inherent subjectivity of the grieving process. One alternative that could further inform the study’s
results would be to measure the time since an individual’s loss and incorporate it into a new
model of bereavement.

Based on the current study’s limitations, future research should take a multi-method and
longitudinal approach to analyzing grief at work to help address some of the study’s
shortcomings. Grief is a continuous, on-going process that does not fit into distinct stages and
thus should be investigated overtime rather than at a single-time point. Therefore, longitudinal
research would allow for the analysis of grief at multiple time points rather than having

participants at a single time point reflect on their bereavement experience. Qualitative research is
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largely absent in the industrial and organizational psychology literature and its use could add
clarity to unique experiences that are otherwise uncaptured in a five-point scale.

In addition, future research looking to examine grief in the workplace should attempt to
recruit participants who are working full-time or without obligations such as college that can
complicate these findings. The mode of work is also worth examining, as these results may differ
for remote and in-person occupations, especially with the general flexibility offered with remote
work. Moreover, collecting data on the type and extent of support offered by organizations such
as time off given or flexible work arrangements (e.g., hybrid or fully remote work) could help
explain why individuals choose to remain a part of their organization. Lastly, there are other
forms of grief worth examining such as the loss of a job or relationship. In the present study,
without the option present, four participants or 1.56% stated that the identity of their lost loved
one was a pet. Although this option was considered, it was ultimately cut to narrow the focus of
grief, which appears to have been a mistake. For many people, pets are beloved family members

and as such should be accounted for in future research examining grief.

Practical Implications

Of the n = 257 participants sampled in the final analysis 23% of participants were
unaware of their organization’s bereavement policy, despite personally grieving. Even more
concerning, 5% participants responded that their organization did not have a bereavement policy
in place. With no national guidelines for organizational bereavement policy (Mallick, 2020) and
the taboo nature of grief in the United States (Harris, 2010), organizations may not be offering
their workers enough time to grieve. Further, a lack of rapport or trust may be preventing
workers from disclosing their grief to their managers and organizations with 40% of participants

stating that their supervisor was unaware of their loss. Moreover, many organizations have
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stipulations in their bereavement policy limiting time off to the loss of spouses, parents, siblings,
and children, which would have excluded 86% of this study’s sample. When individuals are not
approved for bereavement leave, it is likely that they will instead use sick time and vacation days
to recover (Gilbert et al., 2021; Wilcox et al., 2015). I implore organizations to expand their
bereavement policy to include a wider range of loved ones (e.g., friends, aunts and uncles,
grandparents) and to extend the allotted days for bereavement.

Leadership support is instrumental in retaining employees and fostering their
commitment to organizations. The popular claim postulated by many is that “people don’t leave
bad jobs; they leave bad bosses” and the results of this study support that (Kelly, 2022). There is
a business case that leaders should be encouraged to show compassion and support to their
employees beyond the fact that it is the morally correct thing to do. Therefore, it may be worth
incorporating knowledge, skills, and abilities (KSAs) like compassion and empathy (Gilbert et
al., 2021; Hammer et al., 2013; Shuck et al., 2019) to leadership competency frameworks and
performance criteria. These KSAs may also help encourage the modeling of these behaviors in
their subordinates as well as contribute to building stronger leader-follower relationships (Graen
et al., 1982). In turn, workers may feel more comfortable disclosing their trauma (e.g.,
disenfranchised grief; Bento, 1994) and voicing their needs when their leader or supervisor is
kind and understanding.

Conclusion

In conclusion, despite the disappointing findings of the study in the lack of significant
findings, grief is nevertheless a worthwhile topic for further research and discussion. Although
examining grief in the context of work is not a novel idea in of itself; it is nevertheless an

important one and its relationship to organizations has not been investigated in great detail. As a
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largely universal experience, it is important to better understand how we can best support each
other during what can possibly be a traumatic and painful experience. For workers regardless of
grief, leadership support is instrumental to organizations who wish to retain, help, influence, and

motivate their workers.
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Appendices

Appendix A: Texas Revised Inventory of Grief (TRIG)

S-point scale: 1 = Completely false, 2 = Mostly false, 3 = Neutral, 4 = Mostly true, and 5 =

Completely true

Past Behaviors Subscale

1.

2.

After this person died I found it hard to get along with certain people.

I found it hard to work well after this person died.

. After this person's death I lost interest in my family, friends, and outside activities.

I felt a need to do things that the deceased had wanted to do.

I was unusually irritable after this person died.

I couldn’t keep up with my normal activities for the first 3 months after this person died.
I was angry that the person who died left me.

I found it hard to sleep after this person died.

Present Emotional Feeling Subscale

1.

2.

I'still cry when I think of the person who died.

I still get upset when I think about the person who died.

I cannot accept this person's death.

Sometimes I very much miss the person who died.

Even now it's painful to recall memories of the person who died.
I am preoccupied with thoughts about the person who died.

I hide my tears when I think about the person who died.

. No one will ever take the place in my life of the person who died.

I can't avoid thinking about the person who died.



10. I feel it's unfair that this person died.
11. Things and people around me still remind me of the person who died.
12. T am unable to accept the death of the person who died.

13. At times I still feel the need to cry for the person who died.
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Appendix B: Survey of Perceived Supervisor Support (SPSS)

5-point scale: 1 = Strongly Disagree, 2 = Somewhat Disagree, 3 = Neither Agree nor Disagree, 4

= Somewhat Agree, and 5 = Strongly Agree

1.

2.

10.

11.

12.

13.

14.

15.

16.

My supervisor values my contributions to the well-being of our department.

If my supervisor could hire someone to replace me at a lower salary he/she would do so.
®

My supervisor appreciates extra effort from me.

My supervisor strongly considers my goals and values.

My supervisor wants to know if I have any complaints.

My supervisor takes my best interests into account when he/she makes decisions that
affect me.

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

My supervisor really cares about my well-being.

If I did the best job possible, my supervisor would be sure to notice.

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

My supervisor cares about my general satisfaction at work.

If given the opportunity, my supervisor would take advantage of me. ®

My supervisor shows a lot of concern for me.

My supervisor cares about my opinions.

My supervisor takes pride in my accomplishments at work.

My supervisor tries to make my job as interesting as possible.

*® items are reverse scored
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Appendix C: Organizational Commitment Questionnaire (OCQ)

S-point scale: 1 = Strongly Disagree, 2 = Somewhat Disagree, 3 = Neither Agree nor Disagree, 4
= Somewhat Agree, and 5 = Strongly Agree

1. I am willing to put in a great deal of effort beyond that normally expected in order to help this
organization be successful.

2. I talk up this organization to my friends as a great organization to work for.

3. I feel very little loyalty to this organization. ®

4. I would accept almost any type of job assignment in order to keep working for this
organization.

5. I find that my values and the organization’s values are very similar.

6. I am proud to tell others that I am part of this organization.

7. 1 could just as well be working for a different organization as long as the type of work was
similar. ®

8. This organization really inspires the very best in me in the way of job performance.

9. It would take very little change in my present circumstances to cause me to leave this
organization. ®

10. I am extremely glad that I chose this organization to work for over others I was considering
at the time I joined.

11. There is not too much to be gained by sticking with this organization indefinitely. ®

12. Often I find it difficult to agree with this organization’s policies on important matters relating
to its employees. ®

13. I really care about the fate of this organization.

14. For me this is the best of all possible organizations for which to work.



15. Deciding to work for this organization was a definite mistake on my part. ®

*® items are negatively phrased reverse scored
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