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Abstract: The COVID-19 pandemic brought about drastic changes all across the world, causing the
loss of thousands of lives and negatively affecting many industries, owing to the health measures
taken by authorities in this period. The difficulties engendered by the pandemic have led to excessive
anxiety and made people vulnerable to psychological problems. Moreover, many people have lost
their jobs or experienced anxiety of losing their jobs. Turkish business is one of the prominent markets
that have been severely affected by the pandemic. Thus, we considered it crucial to examine how life
satisfaction levels of individuals working in the Turkish business sector can be increased through
psychological capital. We also aimed to test whether a sense of job security has a mediator effect
in the relationship between life satisfaction and psychological capital. In order to test the assumed
relationship, we collected data from Turkish professionals working in the Marmara region. The
collected data were analyzed using SPSS AMOS and the results revealed that psychological capital
has a positive effect on life satisfaction levels of individuals. Moreover, our study is novel in that
it revealed the mediator role of job security in the relationship between psychological capital and
life satisfaction.

Keywords: psychological capital; job security; life satisfaction; employee behavior

1. Introduction

The COVID-19 pandemic has been a difficult test for many organizations. Many com-
panies had to make liquidation decisions on a unit-based or organizational level. In order to
overcome the problems created by the pandemic and ensure business continuity, business
leaders and human resources management professionals had to make significant adjust-
ments to adopt to the “new normal” that serves the sustainability goals of organizations.
While creating this new normal, it was especially important to understand how employees
are affected psychologically by the process. Hence, organizations began to assign more im-
portance to the well-being of employees and tried to find ways to promote a healthier, more
resilient, better connected, committed, and engaged workforce [1]. Well-being at work,
which can mostly be developed with positive work attitudes and positive psychological
resources, is an asset for every individual [2]. Therefore, in order to ensure the well-being
of employees in the aftermath of the pandemic, it has become rather important to adopt an
organizational structure that provides them with a more positive and resilient perspective,
leading to the sustainability of organizations. According to positive psychology advocates,
boosting psychological capital is one of the best tools to establish resilience and achieve a
positive outcome in these turbulent times, since it meets employees’ need for meaning and
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contributes to their intrinsic motivation [3]. According to [4] (2022), the pandemic put the
psychological needs of individuals at the forefront of organizational agendas, since they
ensure enhanced capabilities, strengths, and optimal functioning at an individual level.

During difficult times, organizations try to find alternative methods to make their
employees feel secure and manage the ever-changing work environment; hence, they
emphasize positivity and concentrate on strengthening employees’ skills rather than fo-
cusing on their negativities or trying to fix their vulnerabilities [5]. Unfortunately, at an
individual level, the pandemic created two main challenges for employees: a negative
impact on health and a threat to the sustainability of jobs and organizations. Although
many working models, such as teleworking or flexible working, which were obligatory
during the pandemic period, made life easier for some, due to the nature of their work,
many people unfortunately had to lose their jobs. Similarly, many organizations could not
sustain themselves in the turbulent environment created by the pandemic. In particular,
teleworking permanently shifted the way people work, and the uncertainty, insecurity,
and even anxiety caused by the pandemic made people reassess the importance of job
security [6], making it imperative for many organizations to utilize psychological capital
in order to combat the problems in the aftermath of the pandemic and ensure business
continuity [7,8].

In fact, within extreme contexts, like the COVID-19 pandemic, heightened threats
regarding job security can be emotionally draining [9], and in fragile economies like
Turkey, the risk can be even more severe. Although the Marmara region in Turkey is
very small in terms of geographical area, it is an area with the highest proportion of
working population; almost 50.39 percent of ventures are located in this region [6]. In
Marmara, which is overpopulated with a high urbanization rate and substantial living costs,
employees struggled during the pandemic period due to the disease and increasing costs, as
well as the new working conditions to which they had to adapt. Currently, unemployment,
costs, and the number of immigrants are on the rise in this region, which has made it even
more challenging for employees to sustain their livelihoods with their present jobs. Owing
to these factors, Marmara was chosen as the sample region for this study. Moreover, there
is a significant gap in the existing literature of empirical studies highlighting the methods
that can be used to address the lack of life satisfaction among Turkish workers after the
pandemic. Although many studies point out the problems related to job security, there is
no study that mentions the effect of psychological capital in combating the job insecurity
issues associated with the COVID-19 pandemic. Therefore, this study is the first to attempt
to explain the impact of psychological capital on Turkish workers’ life satisfaction when job
security is present. We opted to address this topic in our paper because we noticed that the
severe economic recession in the aftermath of the pandemic [6] caused severe job security
issues, which necessitates detailed elaboration. In this paper, we assumed that the job
security of employees can contribute to business continuity, which in turn can contribute to
the sustainability of organizations. This is why we aimed to test how psychological capital
may affect individuals’ perceptions of their job security and analyze if job security can have
a mediator effect in the relationship between psychological capital and life satisfaction.
In Section 2, we have provided an in-depth explanation of the concepts of psychological
capital, job security, and life satisfaction, along with details of other related field studies.

2. Literature Review

Positive organizational behaviors specifically dwell on the positive and powerful sides
of people and institutions that make them more competent when struggling with extreme
adversity [10]. One of the most important concepts of positive organizational behavior is
psychological capital [11], which has its roots in positive psychology [12] and deals with
positively oriented human capacities that can be measured, developed, and managed [13].
It is a form of positive psychological state of empowerment and development composed
of four main psychological capacities: self-efficacy, optimism, hope, and resilience [14].
According to [15] (1998), self-efficacy can be explained as an individual’s belief in their
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own capabilities in a specific area. Optimism is a state involving an evolution of what can
be achieved in a certain situation, while hope can be explained as a construct including
(1) agency and goal-directed behavior, and (2) pathways, alternative ways, and plans
to attain one’s goal [16]. Resilience is a positive coping mechanism that is used during
difficult times [17]. In other words, it is a positive capital capacity aiming to rebound
from problems [13]. The synergy among all these four capacities should be considered
a higher-order construct through which organizations can invest and accomplish higher
harmony and productivity.

Psychological capital can be boosted by constructive feedback, repeated mastery of
experiences and success, an agentic mentality, proper support, and useful role models [18].
However, as the authors of [19] (2023) advocate, psychological capital may not be distributed
equally among people from different properties and backgrounds. It is not seen at the same rate
in everyone, and it does not create the same effect on everyone. Those individuals who have
high psychological capital tend to experience higher life satisfaction [6]; career adaptability [20];
innovative work behavior [21]; lower occupational stress [22]; and lower deviant behavior [23].
More notably, there are also studies revealing the direct impact of psychological capital on the
well-being levels of employees, such as [24] (2015), [25] (2020), and [26] (2023). Hence, in
this study, we suggest that psychological capital is an inner power that makes life more
satisfying, tolerable, and productive, boosting life satisfaction; namely, the contentment
people feel about their work, and in this relationship, the presence of job security can also
be an advantage.

In truth, people assign importance to job security owing to the fact that they want
to maximize the possibility of keeping their current job. It provides individuals with the
anticipation of obtaining the chance for growth in their current organization. It should be
considered a basic human right significant for freedom and well-being [27]. Actually, job
security is beneficial for employees because it creates economic stability, gives individuals
the chance to plan their own future, contributes to self-confidence, and creates order [28].
Interestingly, it positively affects the mental health of employees and sends positive signals
to the brain that can relieve mental stress [27] and foster work–life balance [29]. Job security
affects the inclination to take risks [30] and job embeddedness and satisfaction [27], and job
insecurity affects job stress and turnover intentions [31].

According to [9] (2022), in extreme contexts, like COVID-19, competing threats drive
actions that sometimes conflict with one another, boosting feelings of job insecurity. Many
people feel worried about the possibility of losing their jobs and feel helpless [32–34]. This
is why, in many countries, including Turkey, authorities have taken measures to prevent
employees from feeling the depressing effects of feelings of job insecurity, such as salary
payment supports, dismissal bans, etc. [6].

3. Hypotheses and Research Model

Psychological capital can be conceived as an individual’s positive evaluation of cir-
cumstances and is necessary to encourage positive attitudes, high performance, and greater
well-being [12]. Therefore, in this study, we assumed that when individuals have strong
psychological capacities, their life satisfaction will also be higher; in other words, they will
enjoy higher levels of life satisfaction. Moreover, we assumed that a sense of job security
could be a good mediator in the positive relationship between psychological capital and
life satisfaction. Hence, we have built the hypotheses below. During the pandemic, many
employees experienced excessive stress that made having strong psychological capital
more significant for struggling adversities that occurred in this period [6]. As [35] (2020)
suggests, psychological capital is helpful in building constructive coping strategies after
difficult times. In traumatic occurrences like the COVID-19 pandemic, individuals with
high psychological capital can remain more resilient and mentally healthy. According
to [36] (2019), since psychological capital encompasses a positive evaluation of one’s cir-
cumstances, individuals with higher levels of psychological capital are more likely to
experience life satisfaction within several domains of life. The authors of [37] (2010) also
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advocate that positive cognitive resources inherent in psychological capital are associated
with greater well-being, leading to life satisfaction. Supporting the positive impacts of
psychological capital, the authors of [38] (2020) also proved that psychological capital is
effective at improving quality of life. In general, psychological capital affects individuals’
mental health positively [39]. Moreover, the related literature advocates that psychological
capital is a sound tool for boosting coping mechanisms [40]. It also has an alleviating effect
on the stress levels of individuals [41] and mental problems [8], which contributes to better
health. On the one hand, there are considerable studies showing the positive effect of
psychological capital on work-related happiness [42] and job satisfaction [43]. Furthermore,
studies revealing the relationship between psychological capital and life satisfaction, such
as [44] (2022), [45] (2021), and [46] (2020), are also noteworthy. Inspired by these studies,
we hypothesized that

H1. Psychological capital will have a positive impact on the life satisfaction levels of individuals.

According to [5] (2009), psychological capacity has the potential to create increasing
positivity that can help employees build more positive attitudes about their jobs and
organizations. The related literature reveals the importance of psychological capital on the
perception of potential to succeed in a new job and on job security [47,48]. In this study,
we believe that this positive attitude can lead to a greater sense of job security. Previously,
supporting this view, it is revealed that psychological capital has an alleviating effect on
job insecurity and is inversely related with intentions to quit [49].

Conservation of resources theory [50] (2001) is helpful to understanding the possible
positive impact of psychological capital on a sense of job security. According to this theory,
people tend to protect their possessions, and their jobs are one of their most important
possessions that deserve protection. Moreover, ego depletion theory suggests that those
with the necessary amount of psychological capital can cope with stressful events and
suffer less from negative emotions [51]. As outlined by [48] (2018), when employees are
psychologically powerful, they can better manage this, and hence feel secure about the
continuity of their jobs. The authors of [52] (2020) explained this by emphasizing that
psychological capital is inversely correlated with anxiety. Later, empirically, it is revealed
that employees with high psychological capital have lower employment anxiety [53].
Moreover, researchers insist that individuals with high psychological capacity are inclined
to create positive evaluations of past, present, and future events [54].

In spite of the fact that job insecurity is a considerable stressor for modern employees’
anxieties, there is a scarcity of empirical research that has revealed the positive impact
of personality characteristics and individual capacities that can resist the sense of job
insecurity [54]. Aiming to fill this gap, we hypothesized that

H2. Psychological capital has a positive effect on the sense of job security.

In recent years, owing to the pandemic, which has boosted feelings of insecurity,
modern employees have started to face more socioeconomic problems. In general, job
security is about perceptions of continuity and stability of one’s employment in their
current organization [55]. During the pandemic, anxieties regarding job security have been
exacerbated to an extent that affects employees’ job satisfaction. In the extant literature,
several studies confirm this assumption. For instance, according to a meta-analysis reported
by [56] 2002, job security was found to be a significant organizational support element
enhancing job satisfaction. Conversely, job insecurity leads to lower job satisfaction [32].

Related research shows that employees feeling job insecurity experience poorer-quality
relationships with their organizations, lower job satisfaction, greater intention to quit, and
greater anxieties about the future that may lead to lower levels of life satisfaction [57].
Without doubt, all kinds of job stress lead to lower levels of life satisfaction, and job
insecurity ranks among the highest levels of those stressors [58]. The findings of [59] (2019)
proved that job insecurity negatively affects life satisfaction. In parallel with this, [60] (2023)
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revealed that the negative effects of job insecurity can lead to problems in mental health
and exacerbate lower life satisfaction.

On the one hand, according to [61] (2000), imagining positive scenarios about a
satisfactory and secure job can affect feelings and subsequent positive actions and attitudes
of employees, indirectly giving way to greater life satisfaction. Thus, the inspiration we
obtained from the related literature led us to construct the below hypothesis:

H3. Job security has a positive and significant effect on life satisfaction.

Besides these relationships, we suppose that job security may have a mediator effect in
the relationship between psychological capital and life satisfaction. We assume that when
job security is considered, the positive effect of psychological capital on life satisfaction may
occur through job security. Job security is a perception that makes people more confident
about their future in their current organization [62] and their own potential in achieving
their goals in this organization [63]; hence, it has the potential to mediate the direct impact
of psychological capital on life satisfaction. Previously, the mediator effect of job security
in the relationship between core self-evaluations and life satisfaction is demonstrated [64],
which led us to believe that job security might have a similar effect on psychological
capital and life satisfaction since psychological capital is already an internal force that
strengthens one’s self-evaluations [3]. Similarly, the authors of [65] (2015) focused on the
possible mediator effect of job insecurity, and they revealed that job insecurity acts as a
mediator in the relationship between emotional intelligence [66], which designates similar
psychological powers as psychological capital, and job satisfaction. Moreover, in the extant
literature, although scarce in number, there are studies revealing the mediator effect of job
security in the relationship between psychological capital and work-related outcomes such
as burnout [67], work engagement [68], and job performance [69]. Being inspired by these
studies, we hypothesized that.

H4. Job security can act as a mediator in the relationship between psychological capital and life
satisfaction.

In light of the above information, three variables are included in the research model.
The main question we seek to answer in our research is how the exogenous variable affects
the endogenous variable and the mediating role of job security in influencing it. Therefore,
in the model, psychological capital is exogenous, life satisfaction is endogenous, and the job
security mediator is included as a variable. The variables included in the research model
are shown in Figure 1.
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4. Methodology
4.1. Research Data and Participants

The data collected from professionals working in service sector with 100 or more
personnel in the Marmara Region of Turkey. The data was collected through Google forms,
by contacting the relevant company managers and using social media platforms. Of the
450 collected data, 40 were excluded from the analysis because the number of people
working in the enterprise was less than 200. In the missing data control, incomplete filling
was detected in 10 variables. Analyzes were carried out on 400 data.

Demographic information about the participants is shown in Table 1. In total, 68.3%
of the participants were male (n = 273) and 31.8% were female (n = 127). Moreover, 42.1%
of the participants had undergraduate (n = 168), 43.9% had high school (n = 175) and 14%
had postgraduate (n = 56) education. Additionally, 4.7% (n = 18) of the participants are
top managers, 18.7.8% (n = 72) are middle managers reporting to general manager, 36.1%
(n = 139, 40.5 (n = 156) other. The properties of participants are shown in Table 1.

Table 1. Demographic properties of participants.

Variables Frequency % of Total

Gender
Male 273 68.3

Female 127 31.8
Age

30 and below 81 20.3
31–40 195 48.8
41–50 91 22.8

50 and upper 33 8.2
Education

High school 175 43.9
Undergraduate 168 42.1
Postgraduate 56 14.0

Position
General manager and equal 18 4.7

Report to position 1 72 18.7
Report to position 2 139 36.1

Other 156 40.5
Employee number

100–250 149 37.3
251+ 251 62.7

Marmara is the most industrialized region in Turkey. Therefore, it receives immigration
from many parts of Turkey. Due to this feature, employees from this region have a high
ability to represent Turkey’s demographic composition. Secondly, since the authors also
reside in this region, it was easier to reach the relevant factories. For these reasons, the
sample was obtained from the Marmara region.

4.2. Measures

In the research model, three scales apart from the demographic questions were used
to assess the participants.

The positive psychological capital scale: To measure the positive psychological capital
perception of the participants, the scale developed by [18] was used. This scale comprises
24 items split into 4 dimensions, namely a 6-item hope dimension, a 6-item efficacy dimen-
sion, a 6-item optimism dimension and a 6-item resilience dimension. In this study, five
items were omitted from the scale because of factor loadings under 30 or to improve model
fit values. After doing so, the Cronbach Alpha value of the scale was 0.952. The Cronbach
Alpha values of the sub-dimensions were 0.733, 0.964, 0.879, and 0.929. Sample item: “I feel
confident analyzing a long-term problem to find a solution concerning my work”.
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Life satisfaction scale: This scale, which was originally developed by [70] and adapted
into the Turkish language by [71], is used to measure the perception of life satisfaction. The
one-dimensional life satisfaction scale includes five items. In the Turkish version, it is also
arranged on a 5-point Likert-type scale. We have chosen to use it since it was adapted into
the Turkish language. The Cronbach Alpha value in the adaptation study of the scale was
0.88. In our study, the Cronbach Alpha value was found to be 0.873. The scale has been
used in many studies [72,73]. Sample item: “In most ways my life is close to my ideal.”

Job security scale: The scale developed by [74] was used to measure the perception of
job security. The scale consists of one dimension and six statements indicating how strongly
the respondent agrees or disagrees with them. The Cronbach Alpha value of the scale is
0.910. In our study, the reliability value of the scale was found to be 0.883. The scale was
developed in Turkish. Sample item: “I have sufficient job security”.

Ethics Committee Report: The approval of the Istanbul Medipol University Ethics
Committee was obtained for the scales used in the study.

4.3. Statistical Analyses

There are two types of structural equation models: one is the covariance-based SEM
and the other is the variance-based SEM (PLS-SEM). The philosophical distinction between
the CB-SEM and PLS-SEM is straightforward. If the research objective is theory testing and
confirmation, then the appropriate method is CB-SEM. In contrast, if the research objective
is prediction and theory development, then the appropriate method is PLS-SEM [75]. In
this study, the use of CB-SEM was preferred because the aim was to verify a theoretically
defined model and our data showed a normal distribution. The theoretical model was
tested using SPSS AMOS 24, which is considered a powerful tool in CB-SEM analysis.

Normality test: The data normality test was analyzed with skewness and kurtosis. A
range of 3 to +3 (for skewness) and 10 to +10 (for kurtosis) is acceptable for normality when
using the SEM technique (cited by [76]. In our study, the skewness values on each variable
were between 0.075 and 0.889, and the kurtosis values were between 0.021 and 2.259.
According to these results, the data were distributed normally. However, the multivariate
kurtosis distribution was not normally distributed (CR > 10) (see Table 2).

Moreover, bivariate correlations (Pearson’s r) among the variables were calculated,
and later reliabilities of the scales and subscales were estimated by computing Cronbach’s
Alpha. In order to test the hypotheses, a structural equation modeling (SEM) analysis was
performed via SPSS AMOS 24. Firstly, the measurement model for the latent constructs
was tested. Since the multiple kurtosis critical value of the data was greater than 10,
maximum likelihood (ML) and bootstrap were used together in testing the measurement
and structural model [77]. Lastly, a mediation analysis was performed. In model estimation,
maximum likelihood (MLR) was used, with standard errors and a mean-adjusted chi-
squared test statistic robust to non-normality. In order to test the model, fit, comparative fit
(CFI), Tucker–Lewis (TLI), and root-mean-square error of approximation (RMSEA) indexes
were examined.

Sample size: In the literature, there are different approaches to what the sample
size should be in the models to be analyzed in SEM. Wolf et al. (2013) [76] relate the
sample structure, number of indicators and factors, magnitude of factor loadings and path
coefficients, and amount of missing data, pointing to the need for sample sizes ranging
from 30 to 360. The authors of [78] (1999) state that 300 is good, 500 is very good, and
1000 is excellent for sufficient sample size in factor analysis. The most important factor
determining the minimum sample size in SEM research is the number of parameters to be
estimated in the model. Accordingly, it can be said that the minimum sample size should
be at least 10 times the number of parameters to be estimated [77].

There are 50,000 white-collar employees working in the production sector in the
Marmara region. The sample size should be 382 for the 0.05% confidence interval in the
calculation made with the power analysis method (https://www.medhesap.com, accessed
on 23 April 2023) [79].

https://www.medhesap.com
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According to the three methods mentioned above, 400 samples were seen to be suffi-
cient for confirmatory factor analysis.

Reliability analyses: Two items from the optimism dimension, two items from the hope
dimension, and one item from the resilience dimension were excluded from the scale as
they negatively affected the Cronbach’s Alpha value. In the reliability analyses performed
with the remaining items, it was seen that the alpha values of the variables of all scales were
above 0.70. Cronbach’s alpha, CR, and AVE values of the variables are shown in Table 3.

Table 2. Skewness and kurtosis values.

Variable Min Max Skew c.r. Kurtosis c.r.

js6 1.000 5.000 −0.635 −5.087 −0.646 −2.589
js5 1.000 5.000 −0.372 −2.979 −1.148 −4.600
js4 1.000 5.000 0.089 0.712 −1.216 −4.870
js3 1.000 5.000 −0.384 −3.079 −1.209 −4.841
js2 1.000 5.000 −0.532 −4.263 −0.974 −3.901
js1 1.000 5.000 −0.519 −4.158 −0.863 −3.457
ls5 1.000 5.000 0.122 0.978 −1.146 −4.589
ls4 1.000 5.000 −0.196 −1.573 0.854 −3.419
ls3 1.000 5.000 −0.075 −0.598 −0.575 −2.303
ls2 1.000 5.000 0.136 1.090 −0.570 −2.283
ls1 1.000 5.000 −0.255 −2.047 −0.880 −3.524

hop4 1.000 5.000 −0.558 −4.473 −0.031 −0.124
hop3 1.000 5.000 0.446 −3.575 −0.021 −0.086
hop2 1.000 5.000 −0.539 −4.316 0.078 0.313
hop1 1.000 5.000 −0.659 −5.278 0.272 1.089
res6 1.000 5.000 −0.552 −4.421 0.669 2.680
res5 1.000 5.000 −0.374 −2.994 −0.058 −0.234
res4 1.000 5.000 −0.660 −5.291 0.237 0.950
res3 1.000 5.000 −0.899 −7.203 2.259 9.048
res1 1.000 5.000 −0.453 −3.632 0.299 0.196
ssf6 1.000 5.000 −0.608 −4.870 −0.192 −0.769
ssf5 1.000 5.000 −0.613 −4.910 −0.161 −0.647
ssf4 1.000 5.000 −0.550 −4.403 0.158 0.633
ssf3 1.000 5.000 0.,616 −4.936 −0.093 −0.740
ssf2 1.000 5.000 −0.661 −5.294 −0.058 −0.232
ssf1 1.000 5.000 −0.646 −5.174 0.310 1.243
opt6 1.000 5.000 −0.114 −0.916 −0.827 −3.312
opt5 1.000 5.000 −0.436 −3.490 0.078 0.312
opt4 1.000 5.000 0.956 −7.658 0.327 1.310
opt2 1.000 5.000 −0.976 −7.817 2.640 10.574

Multivariate 549.849 123.110

Confirmatory factor analysis: The maximum likelihood option was selected in the CFA
analysis because there were no missing data and the data showed a normal distribution.
Factor loadings of all other variables in the scale were above 0.40.

Convergent validity: In the study, CR values for convergent validity and AVE values
for discriminant validity were also checked. It was observed that the CR values of all
variables were above 0.70 and the AVE values were above 0.50. The fact that the AVE values
of the factors are lower than the CR values and the AVE values are above 0.50 indicates
that the factors have convergent validity.

SPSS 24 and AMOS 24 versions were used for statistical analysis. CFA results for
the model are shown in Table 4 (X2 = 1453,645, X2/de = 3786, CFI = 0.92, SRMR = 0.05,
RMSEA = 0.08). The model fit values are within acceptable limits in the literature [78].

Discriminant validity is the situation in which items are less related to factors other
than the factor to which they belong. The discriminant validity can be evaluated by using
cross-loading of indicator, Fornell and Larcker criterion and Heterotrait-monotrait (HTMT)
ratio of correlation. HTMT values close to 1 indicate a lack of discriminant validity [80].
According to Fornell and Larcker criterion, it should be CR > 60, AVE > 50 and the square
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root of each construct’s AVE should have a greater value than the correlations with other
latent constructs. In this study, discriminant validity was tested with the Fornel and Larcker
criterion. According to the data in Table 5, it is seen that the CR values of all variables are
above 0.70 and the AVE values above 0.50. It is seen that the square root of AVE value of
the resilience dimension is smaller than its correlation value with hope dimension. Fornell
and Lacker criteria were provided in other variables.

Table 3. Cronbach’s alpha, CR, and AVE values of the variables.

Scale Item Cronbach’s Alpha CR AVE

Job security 6 (0.81, 0.84, 0.85, 0.79, 0.85, 0.81) 0.942 0.941 0.727

Positive psychology 0.952

Optimism 4 (0.45, 0.58, 0.54, 0.57) 0.733 0.836 0.562

Self-efficacy 6 (0.87, 0.91, 0.92, 0.79, 0.92, 0.91) 0.964 0.948 0.656

Resilience 5 (0.68, 0.60, 0.82, 0.86, 0.62) 0.879 0.885 0.614

Hope 4 (0.86, 0.84, 0.76, 0.89) 0.929 0.933 0.778

Life satisfaction 5 (0.82, 0.78, 0.79, 0.82, 0.65) 0.907 0.917 0.689

Table 4. First-order and second-order confirmatory factor analyses values.

Construct Item First Order CFA Second Order CFA

Optimism opt2 0.537 0.767
opt4 0.521 0.493
opt5 0.760 0.699
opt6 0.562 0.586
sef1 0.885 0.857

Self-efficacy ssf2 0.939 0.935
sef3 0.934 0.928
se4 0.812 0.797
sef5 0.943 0.939
sef6 0.927 0.921

Resilience res1 0.727 0.732
res3 0.600 0.724
res4 0.940 0.944
res5 0.943 0.943
res6 0.672 0.675

Hope hop1 0.893 0.896
hop2 0.899 0.882
hop3 0.909 0.876
hop4 0.829 0.806

Life Satisfaction ls1 0.861 0.856
ls2 0.847 0.843
ls3 0.835 0.834
ls4 0.915 0.924
ls5 0.674 0.667

Job Security js1 0.849 0.836
js2 0.880 0.870
js3 0.889 0.896
js4 0.811 0.814
js5 0.861 0.894
js6 0.823 0.839

First Order Fit Indexes-order fit indexes: (X2 = 1453.645, X2/df = 3786, CFI = 0.92, SRMR = 0.05, RMSEA = 0.08).
Second Order Fit Indexes-order fit indexes: (X2 = 1584.737, X2/df = 4012, CFI = 0.90, SRMR = 0.08, RMSEA = 0.08).
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Table 5. HTMT values.

Variables 1 2 3 4 5 6

1 Optimism 1

2 Self-efficacy 0.554 1

3 Resilience 0.520 0.824 1

4 Hope 0.453 0.759 0.780 1

5 Job security 0.462 0.535 0.526 0.646 1

6 Life Satisfaction 0.372 0.615 0.639 0.917 0.595 1

Table 6 shows the mean, standard deviation, and correlation values of the variables in
the research model. Correlations between all main variables are positive and significant.

Table 6. Means, standard deviations, and correlations between the variables (n = 400).

Variable M SD 1 2 3 4 5 6

1 Optimism 3.58 0.685 1
2 Self-efficacy 4.05 0.784 0.554 ** 1
3 Resilience 4.04 0.637 0.520 ** 0.814 ** 1
4 Hope 3.86 0.835 0.453 ** 0.759 ** 0.780 ** 1
5 Job security 3.08 0.871 0.462 ** 0.535 ** 0.526 ** 0.646 ** 1
6 Life satisfaction 3.53 1.08 0.372 ** 0.615 ** 0.639 ** 0.917 ** 0.595 ** 1

Note. ** Correlation is significant at the 0.01 level (2-tailed). M = mean, SD = standard deviation.

4.4. Regression Analysis

Following the verification process, the research hypotheses were tested on the implicit
variable structural model. Analysis results are presented in Table 4. Firstly, in order to test
the H1 (psychological capital→ life satisfaction) hypothesis, the implicit variable structural
model was tested, in which the meaningful work variable was an extrinsic variable and
life satisfaction was an intrinsic variable. According to the SEM results, it was determined
that the meaningful variable predicted life satisfaction (β = 0.61; p < 0.00, R2 = 0.38). In this
condition, H1 was supported.

4.5. The Mediating Role of Job Security in the Relationship between Psychological Capital and Life
Satisfaction

In the second stage, the mediating role of job security in the relationship between
psychological capital and life satisfaction was tested by creating a separate model.

As seen in Figure 2, the path (a) from the psychological capital (x) variable to the
mediating variable, namely job security (M) (β = 0.70, p < 0.001, R2 = 49), and the path
(b) from the mediating variable to the dependent variable (β = 0.36, p < 0.001, R2 = 45), are
significant. In this case, H2 and H3 were supported.

With the inclusion of the mediator variable in the model, it can be seen that the
coefficient of the path from psychological capital to life satisfaction is still significant
(β = 0.36; p < 0.001). Fit indices obtained in the path analysis are within acceptable threshold
values in the literature, indicating that the model is acceptable [81] (X2 = 1609,062; p < 0.01;
X2/DF = 4.074; CFI = 0.91; RMSEA = 0.08; SRMR = 0.07) (Figure 3).

A path analysis based on the bootstrap method was conducted to test the mediating
role of job security in the relationship between psychological capital and life satisfaction.
According to the bootstrap results, it can be seen that the effect of psychological capital
on life satisfaction through job security is significant (β = 0.25, 95% CI [0.157, 0.356]). The
bootstrap lower and upper confidence interval values obtained by the percentage method
do not include 0 (zero). As it is seen in Table 7, These results show that job security has a
mediating effect on the relationship between psychological capital and job satisfaction. In
this case, H4 is supported.
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Table 7. Structural model analysis results.

Predictive Variables
Output Variables

Job Security Life Satisfaction

β SD β SD

PsyCap (c path) - - 0.61 **
R2 - - 0.36 0.09

PsyCap (a path) 0.70 ** 0.08 -
R2 0.49 -

PsyCap (c’ path) - 0.36 **
Job security (b path) - 0.36 **

R2 - 0.45
Indirect effect - 0.25 (0.161, 0.359)

Note. ** Correlation is significant at the 0.01.

In Figure 4, the effect values of the paths between all the variables in the research
model are shown collectively.



Sustainability 2023, 15, 13627 12 of 18Sustainability 2023, 15, x FOR PEER REVIEW 12 of 19 
 

 
Figure 3. Structural model of the mediating role of job security in the relationship between 
psychological capital and life satisfaction. 

A path analysis based on the bootstrap method was conducted to test the mediating 
role of job security in the relationship between psychological capital and life satisfaction. 
According to the bootstrap results, it can be seen that the effect of psychological capital on 
life satisfaction through job security is significant (β = 0.25, 95% CI [0.157, 0.356]). The 
bootstrap lower and upper confidence interval values obtained by the percentage method 
do not include 0 (zero). As it is seen in Table 7, These results show that job security has a 
mediating effect on the relationship between psychological capital and job satisfaction. In 
this case, H4 is supported. 

  

Figure 3. Structural model of the mediating role of job security in the relationship between psycho-
logical capital and life satisfaction.

Sustainability 2023, 15, x FOR PEER REVIEW 13 of 19 
 

Table 7. Structural model analysis results. 

Predictive Variables 
Output Variables  

Job Security Life Satisfaction 
 β SD β SD 

PsyCap (c path) - - 0.61 **  
R2 - - 0.36 0.09 

PsyCap (a path) 0.70 ** 0.08 -  
R2 0.49  -  

PsyCap (c� path) -  0.36 **  
Job security (b path) -  0.36 **  

R2 -  0.45  
Indirect effect -  0.25 (0.161, 0.359) 

Note. ** Correlation is significant at the 0.01. 

In Figure 4, the effect values of the paths between all the variables in the research 
model are shown collectively. 

 
Figure 4. Structural model analysis results. 

5. Discussion 
During the pandemic, in many countries, obligatory curfews and encouragement to 

break social isolation rules made individuals feel greater loneliness. This made people 
struggle with several psychological problems, reducing their quality of life. Being more 
concerned about their health, people have started to become irritable about health prob-
lems, unemployment, and economic problems, resulting in a further decrease in their life 
satisfaction [6]. In this study, we based our research on the conservation of resources the-
ory. This was illuminating in explaining the positive effect of psychological capital on life 
satisfaction. The theory emphasizes that individuals with more powerful psychological 
forces can better cope with stressors occurring as a result of difficult work conditions, such 
as the perceived threat of losing their jobs [47]. 

In truth, the possibility that one can lose their job is one of the most burdensome 
conditions for employees, which makes job security quite significant in work life. Accord-
ing to [28] (2022), job security gives way to several different positive work-related atti-
tudes, such as job satisfaction, employee engagement, organizational commitment, etc. In 
the extant literature, there are various studies revealing the positive effect of job security 
on job satisfaction [81,82] that lead us to think that the positive effect on job satisfaction 
may also lead to greater life satisfaction. In this study, we were inspired by those studies 
that insisted on the positive effect of psychological capital on life satisfaction, such as 
[26,34,41,83]. In line with the other studies in the extant literature, our study revealed the 

Figure 4. Structural model analysis results.

5. Discussion
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struggle with several psychological problems, reducing their quality of life. Being more
concerned about their health, people have started to become irritable about health prob-
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lems, unemployment, and economic problems, resulting in a further decrease in their
life satisfaction [6]. In this study, we based our research on the conservation of resources
theory. This was illuminating in explaining the positive effect of psychological capital on
life satisfaction. The theory emphasizes that individuals with more powerful psychological
forces can better cope with stressors occurring as a result of difficult work conditions, such
as the perceived threat of losing their jobs [47].

In truth, the possibility that one can lose their job is one of the most burdensome
conditions for employees, which makes job security quite significant in work life. According
to [28] (2022), job security gives way to several different positive work-related attitudes,
such as job satisfaction, employee engagement, organizational commitment, etc. In the
extant literature, there are various studies revealing the positive effect of job security on job
satisfaction [81,82] that lead us to think that the positive effect on job satisfaction may also
lead to greater life satisfaction. In this study, we were inspired by those studies that insisted
on the positive effect of psychological capital on life satisfaction, such as [26,34,41,83]. In
line with the other studies in the extant literature, our study revealed the direct effect of
psychological capital on greater life satisfaction levels. This is noteworthy in understanding
the significance of investing in more powerful psychological capital levels for making
employees more satisfied and content. Hence, our study leads to the positive psychology
literature that champions the argument that psychological capital has the capacity to
redound individuals’ positive sensations in life [45].

In this study, we tried to illuminate the possible relationship between psychological
capital and job security. This relationship is a virgin area for field research in organizational
behavior. There is a scarcity of empirical relationships in this association. For instance,
Muraven [51] (2000) revealed the buffering effect of psychological capital on job insecurity.
The study proved that individuals can combat feelings of job insecurity more comfortably
when their psychological capital is high. Later, Wang et al. [84] revealed the positive effect
of authentic leadership on psychological capital, which is also significant when struggling
with a sense of job insecurity. Similarly, Patnaik [85] (2021) confirmed that psychological
capital can reduce stress and alleviate the negative effects of job insecurity. The authors
of [86] (2021) confirmed a similar relationship in a Turkish context by revealing the effect
of authentic leadership on psychological capital and emphasizing the positive effect of
psychological capital on individuals with better coping mechanisms for the difficulties of
life. Our results in this study are in parallel with the results of these previous studies and
the related literature, advocating that psychological capital creates a kind of peacefulness
and a positive perspective regarding life [87,88]. Moreover, there are a considerable num-
ber of studies revealing the positive impact of psychological capital on the well-being of
individuals, which can also indirectly create a more positive mindset about their organiza-
tions and their job security in their current organizations [26,89]. Our study is among the
scarce number of studies revealing empirical proof regarding the positive and statistically
significant impact of psychological capital on job security, thus filling an important gap in
the literature.

Moreover, we investigated the relationship between job security and life satisfaction.
This relationship has been proven in many studies before. So, our study is important
in confirming a previously revealed relationship in a Turkish context. Previously, the
statistically significant effect of job security on well-being, which is a concept closely related
to life satisfaction, has been empirically proven [90,91]. Actually, although there are several
empirical studies revealing the positive effects of job security on job satisfaction [81,92,93],
there is a scarcity of studies emphasizing the job security–life satisfaction association. At
this point, our study is noteworthy in explaining the extent to which job security effects
one’s life; in other words, its effect goes beyond job satisfaction and affects the whole
welfare and well-being of individuals. When individuals feel a sense of job security, this
eases their lives in general [28] and creates peace of mind, which contributes to a higher
quality of life.
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Lastly, we tested the mediator effect of job security in the relationship between psy-
chological capital and life satisfaction. While there is no previous empirical test regarding
this relationship in the related literature, we have identified some other mediators in
the relationship between psychological capital and life satisfaction, like burnout [94] and
courage [38], but there is no empirical evidence for the mediator effect of job security. Hence,
we can say that this study is novel in explaining how psychological capital can be effective
on individuals’ life satisfaction through the sense of job security, showing the importance
of creating a sense of security in order to enable the positive impact of psychological capital
on life satisfaction. Without doubt, there may be other mediators affecting this association,
but our study revealed that in work settings, boosting a sense of job security would be a
reasonable method of increasing the impact of psychological capital on life satisfaction.

6. Managerial Implications

This study should be considered an attempt to fill the theoretical gap in the related
literature, wherein there are no studies examining the mediator effect of job security in
the relationship between the psychological capital and life satisfaction of white-collar
employees. This study is illuminating in the sense that it revealed that when employees
feel job security, the positive impact of psychological capital on their life satisfaction levels
occurs via the sense of job security. This is important in proving the positive contribution of
job security to a more qualified and satisfying life. Hence, we can determine that, in creating
a more positive attitude towards life in general, having a sense of job security is significant.
Individuals feeling secure at work can enjoy the comfort of a more satisfied life, which can
also increase their positive organizational attitudes, such as organizational commitment
and work engagement, and boost their productivity. Life satisfaction is closely tied to
personal attitudes [58]; hence, positive attitude-creating processes such as job security are
important in generating higher levels of satisfaction.

Hence, creating the necessary organizational climate to boost individuals’ psychologi-
cal capacity and gives them the comfort of job security can indirectly increase employees’
positive organizational behavior and redound their positive attitudes towards life.

7. Limitations and Recommendations for Future Research

As is the case with many other studies, this one does have significant limitations. First
of all, in the related research, a self-report measure, which can give way to self-report bias,
was used. Secondly, the related data were collected from 63 different organizations in the
service industry, making our findings not generalizable to all sectors. Thirdly, the study
was conducted in the Marmara region; hence, geographically, a more dispersed study
design can provide greater explanation of the nature of these relationships in the Turkish
business environment.

In further studies, the research model can be replicated in other cultures, and cross-
cultural studies can be applied. Furthermore, to make the research model more explanatory,
some moderators, like the leadership model and organizational culture type, can be added
to the study.
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71. Dağlı, A.; Baysal, N. Adaptation of life satisfaction scale into Turkish: A study of validity and reliability. Electron. Soc. Sci. J. 2016,

15, 1250–1262.
72. Taşkirmaz, M.; Bal, C.G. The relationship between corporate governance, corporate sustainability and corporate reputation: Borsa
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