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Psychological Resilience and Organizational

Commitment: Mediating Role of Job
Satisfaction

Psikolojik Saglamlik ve Orgiitsel Baglilik: is Tatmininin Aracilik
Roll

ABSTRACT

This study examined the relationship between psychological resilience, job satisfaction, and
organizational commitment. The study, which was conducted with the relational survey model,
included 204 women and 176 men, 380 people in total (Maee=37,8717,88), working in the
Directorate of Youth and Sports. Participants completed the personal information form,
Psychological Resilience Scale-Short Form (PSS), Job Satisfaction Scale (JSS) and Organizational
Commitment Scale (OCS). After data collection, the basic assumptions of parametric tests were
tested, and a model was created to examine the relationship between PSS, JSS, and OCS. The causal
relationship between the latent variables was analyzed using a structural equation model (SEM).
SEM results showed that psychological resilience had direct positive significant effects on job
satisfaction (Breso-m0=0,22; p<.01) and organizational commitment (Bpso-10=0,17; p<.01), and job
satisfaction had direct positive significant effect on organizational commitment (Bro0.70=0,48;
p<.01). Simultaneously, job satisfaction had an indirect effect on the relationship between
psychological resilience and organizational commitment (Bpso-mo-oc=0,10; p<.01). According to the
results of the current research, psychological resilience and job satisfaction have a direct effect on
organizational commitment, and job satisfaction has an indirect effect by assuming a partial
mediating role in the relationship between psychological resilience and organizational
commitment. Therefore, it may be possible to change attitudes towards the organization and
accordingly increase organizational commitment levels by increasing the levels of psychological
resilience and job satisfaction of individuals.

Keywords: Psychological resilience, job satisfaction, organizational commitment

0oz

Bu calisma psikolojik saglamlik, is tatmini ve orgiitsel bagllik arasindaki iliskiyi incelemek amaciyla
gerceklestirilmistir. iliskisel tarama modeli ile gerceklestirilen calismaya Genclik ve Spor
Midurlugiinde gérev yapan 204 kadin, 176 erkek, toplam 380 (Orty.s=37,87+7,88) kisi katilmistir.
Katiimcilar; kisisel bilgi formu, “Psikolojik Saglamlik Olgegi-Kisa form (PSO)”, “is Tatmini Olcegi
(ITG)” ve “Orgitsel Baglilik Olgegini (OBO)” yanitlamislardir. Verilerin toplanmasinin ardindan
parametrik testlerin temel varsayimlari test edilerek, “PSO”, “ITO” ve “OBO” arasindaki iliskinin
incelenmesi adina model olusturulmus ve gizil degiskenler arasindaki nedensel iliski Yapisal Esitlik
Modeli ile analiz edilmistir. YEM sonuglari; psikolojik saglamhgin, is tatmini (Bess-it6=0,22; p<,01) ve
orgutsel baglilik Gzerinde (Bpss-086=0,17; p<,01), is tatmininin de &rgitsel baghhk uzerinde
dogrudan pozitif anlamli etkilerinin oldugunu gostermistir (Birs-689=0,48; p<,01). Ayni zamanda
psikolojik saglamligin 6rgitsel baghlk Gzerindeki etkisinde is tatmininin dolayli etkiye sahip oldugu
belirlenmistir (Beso-ito-086=0,10; p<,01). Mevcut arastirma sonuglarina gore psikolojik saglamlik ve
is tatmininin orgltsel baglihk tGzerinde dogrudan bir etkiye, ayni zamanda psikolojik saglamlik ile
orgitsel baglilik arasindaki iliskide is tatmininin kismi aracilik rolti Gstlenerek dolayli bir etkiye sahip
oldugu tespit edilmistir. Bu nedenle bireylerin psikolojik saglamlik ve is tatmini dizeylerinin
artirilmasiyla birlikte 6rgiite yonelik tutumlarinin degismesi ve bu dogrultuda orgutsel baghhk
dizeylerinin de artirilmasi s6z konusu olabilir.

Anahtar Kelimeler: Psikolojik saglamlik, is tatmini, 6rgttsel baghlik
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Introduction

Ajobis essential for social functioning based on personal, social, and economic factors. Together with economic development,
individual and professional development, social contribution, and innovative and technological developments, a job offers
the individual the opportunity to become a social being (Bakker & de ries, 2021; Kolk & Van Tulder, 2010). As a social being,
humans may encounter difficulties in their working life from time to time. Overcoming these challenges relies on sound
psychology (Khaksar et al., 2019). Deniz et al. (2020) published research showing that psychological resilience has a significant
effect on job stress. Psychological resilience refers to the level of coping with difficulties individuals face in life and their
internal resilience in this process (Fletcher & Sarkar, 2013). This concept is important for understanding how people can cope
with and even successfully overcome negative experiences, such as traumatic events, stress, mobbing, loss, or change
(Killgore et al., 2020; O'Dowd et al., 2018). Psychological resilience is based on factors such as well-being, problem-solving
skills, emotional resilience, and the utilization of social support networks (Gooding et al., 2012; Labrague, 2021). These factors
help individuals to be more effective in coping with difficulties and more resilient to the stresses of life (Durmus et al., 2024).
An individual’s level of psychological resilience is important, especially in negative situations related to work (Anasori et al.,
2023). For example, the psychological resilience levels of healthcare workers who continued to work under very challenging
conditions during the COVID-19 pandemic significantly predicted their job performance (Hosgor & Yaman, 2022). Chitra and
Karunanidhi (2013) showed that there are positive relationships between psychological resilience and occupational stress,
psychological well-being, and job satisfaction in their study on female police officers. Every occupational group faces certain
difficulties. What is important is how people cope with the challenges related to their profession; in other words,
psychological resilience. Another study showed that psychological resilience significantly predicts job satisfaction (Hou et al.,
2020). Individuals with high psychological resilience may also have high job satisfaction.

Job satisfaction refers to the positive emotional state of individuals resulting from their work experiences (Locke, 1976).
This concept includes multidimensional psychological responses in the cognitive, emotional, and behavioral fields (Hulin &
Judge, 2003). Job satisfaction, which is a subject of research in various fields such as business administration, psychology, and
sociology, generally affects employee job performance, motivation, attitude at work, and organizational commitment
(Kappagoda et al., 2014; Meng et al., 2019). Individuals with high job satisfaction have high motivation, less stress, and a more
engaged attitude toward their work (Resnick, 2018). In contrast, low job satisfaction may decrease employee motivation,
negatively affect job performance, and increase turnover intentions. The effective and fast turning of organizational wheels
is related to how satisfied employees are with their jobs (Judge et al., 2020). Employees’ sense of belonging to the work
organization they are affiliated with and their organizational commitment depend on job satisfaction (Demir, 2020).
Samancioglu et al. (2020) stated that there is a positive relationship between job satisfaction and organizational commitment.

Organizational commitment is defined as a strong and stable sense of commitment and loyalty that individuals feel toward
the organization they serve (Klein & Park, 2015). This commitment is related to the support and loyalty of employees to the
beliefs, values, goals, and objectives of the organization. Meyer and Allen (1991) examined organizational commitment in
three basic dimensions; a) affective commitment refers to the emotional commitment of employees to the organization with
which they are affiliated. Employees see the achievements of the organization as their own, and a sense of commitment
develops with the feeling of achievement. The commitment experienced by individuals in the emotional dimension plays a
decisive role in their intentions regarding the organization they serve (Shafig & Rana, 2016). b) Continuance commitment is
the dimension in which employees tend to evaluate the outcomes of continuing in the organization they are affiliated with
(Meyer & Allen, 1991). In other words, it includes the material, social, and emotional outcomes of leaving the organization.
For example, it includes considering the possibility that leaving the job may lead to costs such as the risk of unemployment,
loss of good communication with colleagues, and inability to achieve career plans. c) Normative commitment is the
commitment of individuals to the organization working within the framework of social norms and expectations (Meyer &
Allen, 1991). This type of commitment is based on an internal process in which employees think about the "right" or
"unethical" values of leaving their organization. Organizational commitment is closely related to employee job satisfaction
and performance (Loan, 2020). There is also evidence that psychological resilience has a significant impact on employee job
satisfaction and organizational commitment.

The literature shows relationships between psychological resilience and job satisfaction (Chitra & Karunanidhi, 2021; Hou
et al., 2020; Karademir & Sahan, 2023), psychological resilience and organizational commitment (Kanapeckaité &
Bagdziliniené, 2024; Karacabey & Bozkus, 2019), job satisfaction and organizational commitment (Tarigan & Ariani, 2015),
and psychological resilience, job satisfaction, and organizational commitment (Cetin & Basim, 2011; Park & Kang, 2019).
However, no research has addressed these parameters from the perspective of Youth and Sports Directorate employees. This
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research is important for developing sports on national and international platforms and the emergence of a better service
understanding. From this perspective, examining the relationship between psychological resilience, job satisfaction, and
organizational commitment levels of employees in the Youth and Sports Directorate will significantly contribute to the
literature.

From this viewpoint, this study was conducted to test the relationship between psychological resilience, job satisfaction,
and organizational commitment. The research hypotheses are presented below.

Hypothesis 1 (H1): Psychological resilience has a positive effect on job satisfaction.

Hypothesis 2 (H2): Psychological resilience has a positive effect on organizational commitment.

Hypothesis 3 (H3): Job satisfaction has a positive effect on organizational commitment.

Hypothesis 4 (H4): Job satisfaction has a partial mediating role in the relationship between psychological resilience and
organizational commitment.

Materials and Methods

Research Model

In this study, the quantitative research method was used. In addition, a model was created to examine the relationships
among psychological resilience, job satisfaction, and organizational commitment levels of individuals participating in the
study. With the model created using structural equation modeling, the causal relationship between the latent variables and
the direct and indirect effects were analyzed. The model created in line with the research purpose is shown in Figure 1.

Job
Satisfaction

Psychological
Resilience

Organizational
Commitment

Figure 1. Research model

Research Group

The sampling group in the study consisted of individuals working in the Directorate of Youth and Sports and units affiliated
with the institution. A total of 380 people, 204 women and 176 men, selected by the convenience sampling method,
participated in the study (Ma.g=37,8717,88). Findings regarding the demographic characteristics of the participants are
presented in detail in Table 1.

Data Collection Tools

Brief Resilience Scale (BRS): The scale developed by Smith et al. (2008) was adapted to Turkish by Dogan (2015). The
internal consistency coefficient of the scale, consisting of a total of six items, was calculated as 0,775. The scale, which is a 5-
point Likert-type measurement tool, has an answer key ranging from “(1) not at all appropriate” to “(5) completely
appropriate.” High scores on the scale indicate a high level of psychological resilience. Items 2, 4, and 6 on the scale are
reverse coded

Job Satisfaction Scale (JSS): The short form of the scale developed by Brayfield & Rothe (1951) was created by Judge et al.
(1998) and adapted to Turkish culture by Basol & Comlekgi (2020). The Cronbach alpha coefficient was calculated as 0,830.
The scale consists of a total of five items and is scored on a 5-point Likert scale. Scoring ranges from “(1) strongly disagree” to
“(5) strongly agree.” Increases in the average scores obtained from the scale indicate an increase in the level of job
satisfaction.

Organizational Commitment Scale (OCS): The OCS developed by Meyer et al. (1991) was adapted into Turkish by Dagh et
al. (2018). The scale, which has 18 items, consists of three sub-dimensions. The sub-dimensions are named “affective
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commitment,” “continuance commitment,” and “normative commitment,” and each contains six items. The internal
consistency coefficients for the scale are 0,887 for affective commitment, 0,793 for continuance commitment, 0,862 for
normative commitment, and 0.930. Scale items are scored in the range of “(1) strongly disagree” to “(5) strongly agree.” Items
3, 4,5, and 13 are reverse coded on a 5-point Likert scale. High scores on the scale indicate a high level of organizational
commitment.

Data Analysis

Descriptive statistical analyses were conducted to obtain demographic information of participants in the study. Skewness
and kurtosis values were examined to determine the normal distribution of the data. In addition, Cronbach’s alpha internal
consistency coefficients, construct reliability, and explained common variance coefficients of the measurement tools used in
the study were calculated. The Pearson product moment correlation coefficient was used to determine the relationship
between the scales. The causal relationship between observed and latent variables was tested using structural equation
modeling. In this context, confirmatory factor analysis and path analysis were conducted, and goodness of fit values for the
model were examined. The data obtained within the scope of the research were evaluated using SPSS-22 and AMOS-23
statistical programs.

Ethics of the Research
Approval of the Nevsehir Haci Bektas Veli University Scientific Research and Publication Ethics Committee was obtained,
dated 27.04.2023 and decision number 2023.04.137.

Results
Table 1.
Demographic Information of the Participants (n= 380)
Variables f %
Gender Female 204 53.7
Male 176 46.3
20-30 75 19.7
Age 31-40 165 43.5
41and above 140 36.8
1-4 year 107 28.2
Length of Service 5-9 year 194 51
10 years and above 79 20.8
Total 380 100

The research participants were 53.7% females and 46.3% males. It was determined that 19,7% of the participants were
23-30 years old, 43,5% were 31-40 years old, and 36,8% were over 40 years old. When the length of service of the employees
in the study was analyzed, 28,2% of them had 1-4 years of service, 51% had 5-9 years of service, and 20,8% had 10 years or
more of service.

Table 2.

Distribution of Scale Scores (BRS-JSS-OCS)

Scales . . Mean Sd Skewness Kurtosis C. Alpha

Sub-Dimensions

BRS 4.05 0.54 0.16 -0.70 0.775

JSS 4.56 0.54 -1.40 1.67 0.830
AC 3.90 0.87 -0.90 0.33 0.887

0cCs CcC 3.80 0.76 -0.69 0.08 0.793
NC 3.59 0.89 -0.25 -0.46 0.862

Within the scope of the study, the arithmetic mean of the scores obtained by the participants from BRS was 4.05, whereas
the arithmetic mean of the scores obtained from JSS was 4.56. When the arithmetic mean of the scores obtained by the
participants from the OCS was examined, the affective commitment sub-dimension mean score was 3,90, the continuance
commitment sub-dimension mean score was 3,80, and the normative commitment sub-dimension mean score was 3,59. The
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skewness and kurtosis values are between 2 and +2, indicating that the data are normally distributed (George & Mallery,
2016). A Cronbach’s alpha value between 0.60-0.80 indicates that the scales are very reliable, and a value between 0.80-1.00
indicates that the scales are highly reliable. According to the results of the factor analysis, the Cronbach’s alpha values of the
scales are between 0.77 and 0.88, indicating that the scales are very and highly reliable.

Table 3.
Pearson Correlation Analysis Results for Scale Scores
BRS JSS ocC
Psychological Resilience 1
Job Satisfaction 0.21** 1
Organizational Commitment 0.24** 0.48** 1

The results of the Pearson correlation analysis, conducted to reveal the relationships between the scale scores, showed
that there were statistically significant positive relationships between the mean scores for BRS, JSS, OCS, and the sub-
dimensions of OCS at a moderate level (p<0,01).

Table 4.
Goodness of Fit Values for the Structural Equation Model
Model Fit Indices Values Reference Values
x2/df 2,60 Excellent < 3 < Good <5
CFl 0,94 Excellent 2 0,95 > Good > 0,90
GFI 0,93 Excellent 2 0,95 > Good > 0,90
NFI 0,91 Excellent 2 0,95 > Good > 0,90
AGFI 0,90 Excellent 2 0,95 > Good > 0,90
TLI 0,92 Excellent 2 0,95 > Good > 0,90
RMSEA 0,06 Excellent £ 0,05 < Good < 0,08

Notes: Chi-square (x2), Degrees of freedom (Sd), Comparative fit index (CFI), Goodness fit index (GFI), Normalized fit index (NFI), Adjusted goodness fit
index (AGFI), Unscaled fit index (TLI), Root mean square error of approximation (RMSEA)

When the goodness of fit values for SEM are examined, y2/df=2,95, CFI=0,92, GFI=0,91, NFI=0,89, AGFI=0,88, TLI=0,92,
and RMSEA = 0.077. Because the NFl and AGFI values were not within acceptable limits, modification values were examined
and improvements were made. In this way, the values of the model were re-examined and the degree of freedom
(x2/df=2,60) was excellent (Kline, 2023), whileCFl = 0.94, GFI = 0.93, NFI = 0.91, AGFI = 0.90, TLI = 0.92, and RMSEA = 0.066
values were in the good fit range (lacobucci, 2010).

Table 5.
Values for Convergent Validity
Latent Variables Construct Reliability (CR) Average Variance Explained (AVE)
BRS 0.775 0.47
JSS 0.830 0.61
0cCs 0.930 0.61

The construct reliability (CR) values were found to be 0,77 for BRS, 0,83 for JSS, and 0.93 for OCS. When the average
variance explained (AVE) values were examined, BRS was 0,47, JSS was 0,61, and OCS was 0,61. In line with the values
obtained, the scales in our measurement model provide convergent validity (Fornell & Larcker, 1981).

Research in Sport Education and Sciences



71

ONCNOKCNG

JS51 JS52 || JSS3 || JSS4 || JSSS

73 W 53 B4 | 50 64

.

w @
86
Continuance
80

Normative

o
3| =
il [«
uh
o
i

-1

Figure 2. Path Analysis of the Relationship between BRS-JSS-OCS

The factor loadings and results of the model created to evaluate the relationship between psychological resilience, job
satisfaction, and organizational commitment are shown in Figure 2. When the path analysis of the model was examined, the
factor loadings for the latent variables ranged between 0.52-0.88 for BRS, 0.53-0.84 for JSS, and 0.80-0.86 for OCS.

Standardized direct, indirect, and total effect values were calculated for the path analysis between the Brief Psychological
Resilience, Job Satisfaction, and Organizational Commitment Scales. In this way, BRS had a positive and significant predictive
power for JSS (PBsrsss=0,22; p< 0,01) and OCS (Bsrs-ocs=0,17; p< 0,01). While JSS had a positive and significant predictive effect
on "OCS" (Biss-0cs=0,48; p< 0,01), it was determined that JSS had indirect predictive power by assuming a partial mediating
role for the predictive power of BRS on OCS (Bgrs-iss-0cs=0,10; p< 0,01).

Table 6.

Hypothesis Results for Regression Coefficients

Relationships between Parameters B Hypothesis Result
H1=BRS = JSS 0.22 Supported

Direct impact H2=BRS =—=» 0OCS 0.17 Supported
H3=JSS =—=» OCS 0.48 Supported

Indirect Impact H4=BRS =P JSS =—=p OCS 0.10 Supported

Note: 3 = Standardized regression coefficient,

The results for the regression coefficients show that the Resilience Scale affects the Job Satisfaction Scale and the
Organizational Commitment Scale. With these results, Hypothesis 1 (H1) and Hypothesis 2 (H2) are supported. The fact that
the Job Satisfaction Scale affects the Organizational Commitment Scale shows that Hypothesis 3 (H3) is supported. It was
determined that the Job Satisfaction Scale assumed a partial mediating role in the effect of the Resilience Scale on the
Organizational Commitment Scale. This indirect effect supports Hypothesis 4 (H4).

Discussion

In this research, a theoretically developed model that can contribute to long-term service understanding in the Youth and
Sports Directorate and help employees achieve more effective performance was evaluated. This study was conducted to
determine the relationship between psychological resilience, job satisfaction, and organizational commitment levels among
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employees of the Youth and Sports Directorate. The research shows that the psychological resilience levels of Youth and
Sports Directorate employees have a direct effect on job satisfaction and organizational commitment, and job satisfaction
has a direct effect on organizational commitment. In addition, it was determined that job satisfaction plays a partial mediating
role in the effect of psychological resilience on organizational commitment.

In this study, psychological resilience plays an important role in the job satisfaction of employees of the Directorate of
Youth and Sports. The first hypothesis of the study was accepted. Individuals with psychological resilience have high resilience
against negativity, a capacity to cope with stress, a positive mindset, emotion control, and an awareness of personal goals.
Therefore, even if individuals with high psychological resilience experience negativity in the work environment, it will not
negatively affect their job satisfaction in line with these characteristics. It is possible to achieve job satisfaction with a solid
psychological perspective on the emotional process with personal goals. Although the results in different occupational groups
(Chitra & Karunanidhi, 2021) differ in terms of effect value, some studies have shown that psychological resilience positively
affects job satisfaction (Derbis & Jasifiski, 2018; Zheng et al. 2017). These results suggest that psychological resilience can
improve the job satisfaction of working individuals.

Because of this research, psychological resilience had a positive and significant effect on organizational commitment. The
second hypothesis was accepted. Psychological resilience supports the process of discovering one’s strengths, developing
skills to cope with stress, and being successful against the challenges of life. It can positively contribute to the commitment
of individuals working in an organization, especially in terms of personal development and well-being. In addition,
psychological resilience can lead to organizational commitment in line with employees’ personal goals. Employees feel a
higher sense of belongingness to the workplace and want to contribute more to the goals of the organization. Kim and Yoo
(2014) found significant and positive relationships between psychological resilience and organizational commitment. Similar
studies examining the relationship between psychological resilience and commitment are consistent with our research results
(Meng et al., 2019). As a result, the findings of this study support other studies and contribute to the literature.

In this study, job satisfaction had a positive and significant effect on organizational commitment. The third hypothesis was
accepted. A study conducted with sports center employees found that job satisfaction had a positive effect on organizational
commitment (Chiu et al., 2014). Studies on sport management (Takamatsu & Yamaguchi, 2018) have concluded that there
are positive and significant relationships between job satisfaction and organizational commitment levels of employees. The
research results are consistent with our findings. Satisfaction with a job is related to the emotional contribution of work, the
positive contribution of coworkers, career development, reward and promotion opportunities, and meeting personal
expectations. From this perspective, the optimal level of these elements positively affects individuals’ commitment to the
organization they serve. This is because meeting individuals’ job-related expectations can improve employees’ emotional
commitment and sense of belonging to the organization. Therefore, it is important to ensure employee job satisfaction when
increasing organizational commitment.

In this study, psychological resilience partially mediated the effect of job satisfaction on organizational commitment. The
fourth hypothesis of the study was accepted. The literature indicates positive and significant relationships between
psychological resilience, job satisfaction, and organizational commitment (Lee & Kim, 2023; Polat & iskender, 2018).
Karacabey and Bozkus (2019) found that job satisfaction partially mediates the impact of psychological resilience on
organizational commitment. These findings support our research results. Employees with psychological resilience can
effectively cope with negative situations in the workplace, which leads to positive outcomes in terms of job satisfaction and
consequently strengthens organizational commitment. Organizational commitment is highly important for employees. The
effective and smooth functioning of the system is closely related to employees’ organizational commitments. Thus,
psychological resilience and job satisfaction emerge as influential factors in gaining organizational commitment.

Conclusion and Recommendations

It is concluded that psychological resilience is an important branch of positive psychology in terms of job satisfaction and
organizational commitment among employees. Furthermore, job satisfaction plays a significant role in the development of
organizational commitment. From the perspective of employees in the Directorate of Youth and Sports, these findings
contribute significantly to the sports management literature. The psychological resilience, job satisfaction, and organizational
commitment of the Directorate of Youth and Sports employees are crucial for the sustainable development of sports in
Turkish society and for making the system more manageable in managerial contexts. In this regard, the following
recommendations are proposed.
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. Support programs can be developed to contribute to the psychological resilience levels of the Directorate of Youth and

Sports employees.

. Individual and social opportunities can be increased to enhance the job satisfaction of the Directorate of Youth and

Sports employees.

. Inaddition to in-service training aimed at enhancing organizational commitment, social opportunities can be provided
for Directorate of Youth and Sports employees to improve their organizational commitment.

. The psychological resilience, job satisfaction, and organizational commitment levels of Directorate of Youth and Sports
employees can be examined in terms of variables such as age, gender, marital status, household income, and years of

service to contribute to the literature.
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