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ABSTRACT
The present study aimed to determine the fit of a causal model of job satisfaction based on self-efficacy and work–family conflict among employees of the Red Crescent Society of Mazandaran Province, with the mediating role of mindfulness. The research method was descriptive-correlational and based on structural equation modeling. The statistical population of this study included all employees of the Red Crescent Society of Mazandaran Province in 2025, whose number was reported to be 986 individuals (N = 986). Using convenience sampling, 237 individuals were selected as the statistical sample (n = 237). The instruments used in the study were the standard Minnesota Job Satisfaction Questionnaire by Weiss et al. (1967), the Self-Efficacy Questionnaire by Sherer et al. (1982), the Work–Family Conflict Questionnaire by Carlson et al. (2002), and the Five Facet Mindfulness Questionnaire by Baer et al. (2006). Structural equation modeling was used to analyze the data. The results of examining the model fit indices showed that the structural model of the study had an acceptable fit. In addition, the results of the Pearson correlation coefficient indicated that there was a positive and significant relationship between self-efficacy and job satisfaction (r = 0.42, p < 0.01), a positive and significant relationship between self-efficacy and mindfulness (r = 0.65, p < 0.01), a negative and significant relationship between work–family conflict and job satisfaction (r = -0.36, p < 0.01), a negative and significant relationship between work–family conflict and mindfulness (r = -0.59, p < 0.01), and a positive and significant relationship between mindfulness and job satisfaction (r = 0.76, p < 0.01). In other words, self-efficacy and work–family conflict were related to job satisfaction both through direct paths and through the mediation of mindfulness. Overall, the findings of the study indicate that enhancing self-efficacy and mindfulness while simultaneously reducing work–family conflict can be considered an effective strategy for increasing job satisfaction among Red Crescent employees and may be taken into account by planners and managers of this organization.
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Introduction
Job satisfaction is one of the most important indicators of psychological well-being, organizational effectiveness, and workforce productivity in contemporary organizations. In service-oriented institutions, particularly organizations engaged in humanitarian and emergency services, employees’ job satisfaction is closely associated with the quality of service delivery, organizational commitment, mental health, and resilience in stressful situations (1, 2). Humanitarian organizations such as the Red Crescent Society are continuously exposed to unpredictable crises, emergency interventions, and emotionally demanding working conditions, all of which may substantially influence employees’ psychological functioning and occupational attitudes (3, 4). Consequently, identifying the psychological and organizational determinants of job satisfaction among Red Crescent personnel represents a critical issue in occupational psychology and organizational behavior.
Job satisfaction refers to an individual’s positive emotional and cognitive evaluation of occupational experiences and work-related conditions. It reflects the degree to which employees perceive their occupational needs, expectations, and professional values as fulfilled within the organizational environment (5). Employees with higher job satisfaction tend to demonstrate stronger organizational commitment, lower turnover intention, greater professional motivation, and more adaptive psychological functioning (6, 7). In contrast, low job satisfaction has been associated with burnout, emotional exhaustion, absenteeism, interpersonal conflicts, and reduced organizational performance (2, 8). In high-stress professions such as rescue and humanitarian work, job satisfaction becomes even more important because employees frequently encounter traumatic events, occupational uncertainty, and psychological pressure (9, 10).
One of the important psychological variables associated with job satisfaction is self-efficacy. Self-efficacy, rooted in social cognitive theory, refers to individuals’ beliefs about their capability to organize and execute behaviors necessary to achieve desired outcomes (11). Employees with high self-efficacy are generally more persistent in confronting challenges, more optimistic about their professional abilities, and more resilient in stressful occupational situations (12). Such individuals tend to perceive occupational demands as manageable and controllable, which contributes positively to their psychological adjustment and work attitudes (13). In organizational settings, self-efficacy has consistently been linked to improved work performance, occupational commitment, innovation, and professional success (14, 15).
Research findings indicate that self-efficacy significantly predicts job satisfaction in different occupational groups. For example, Shirzad and Jalali Farahani reported that employees with stronger self-efficacy beliefs experience greater occupational satisfaction and professional motivation (16). Similarly, Keshtkar and Shirzadi found a positive relationship between self-efficacy and job satisfaction among educational employees and teachers (17). Kallerhult Hermansson et al. also demonstrated that professional competence and self-efficacy are significantly associated with higher levels of job satisfaction among nurses (7). Furthermore, Sarhadi et al. revealed that self-efficacy positively influences job satisfaction both directly and indirectly through psychological hardiness (18). These findings suggest that employees’ beliefs in their capabilities may strengthen adaptive occupational functioning and increase satisfaction with work conditions.
Another influential factor affecting job satisfaction is work–family conflict. Work–family conflict refers to a form of inter-role conflict in which occupational and family demands become mutually incompatible (19). Employees experiencing high levels of work–family conflict often face difficulties balancing professional responsibilities with family obligations, leading to stress, emotional exhaustion, and reduced occupational well-being (20, 21). Humanitarian and emergency workers are particularly vulnerable to work–family conflict because of irregular schedules, prolonged working hours, crisis-related deployments, and emotionally demanding tasks (4, 22).
Numerous studies have documented the negative consequences of work–family conflict on occupational outcomes. Allen et al., in a cross-national meta-analysis, concluded that work–family conflict significantly predicts lower job satisfaction and higher psychological distress (19). Similarly, Wang et al. found that work–family conflict negatively affects job satisfaction among preschool teachers through complex psychological pathways (23). Ahmadinejad also reported that employees experiencing higher work–family conflict exhibit lower occupational satisfaction and reduced organizational engagement (24). Other investigations have demonstrated that work–family conflict is associated with emotional exhaustion, stress, burnout, and impaired psychological health (8, 25). Moreover, Ghorbani et al. found significant relationships between work–family conflict, general health problems, and cognitive failure at work among married employees (26).
Theoretical perspectives suggest that work–family conflict influences employees’ psychological resources and emotional functioning, thereby decreasing occupational satisfaction and organizational commitment (27). Ben-Uri et al. further argued that imbalance between occupational and family domains can reduce psychological facilitation between work and family systems and consequently impair occupational well-being (28). Simkhah and Mohammadkhani also demonstrated that work–family conflict indirectly decreases life satisfaction through increased job stress and reduced job satisfaction (29). Therefore, work–family conflict appears to function as a major psychosocial stressor that undermines employees’ adaptive functioning and occupational adjustment.
In recent years, mindfulness has emerged as an important protective psychological factor in occupational settings. Mindfulness refers to a state of purposeful and nonjudgmental awareness of present experiences, thoughts, emotions, and environmental stimuli (30). Mindful individuals are more capable of regulating emotional responses, maintaining attentional control, and coping effectively with occupational stressors (31). Mindfulness-based approaches have been widely recognized for improving psychological health, reducing stress, and promoting emotional resilience among employees and healthcare workers (30, 32).
Evidence indicates that mindfulness significantly contributes to job satisfaction and occupational adjustment. Naeimi and Rafezi reported that mindfulness positively predicts job satisfaction among airline employees (33). Similarly, Saeedinejad identified mindfulness as a mediating factor in the relationship between occupational variables and job satisfaction among employees of the electricity distribution sector (34). Lin et al. found that workplace mindfulness enhances job satisfaction and reduces turnover intentions through improved organizational learning culture (35). Wihler et al. also demonstrated that mindfulness improves occupational attitudes and work performance even in monotonous jobs (36). Furthermore, Haghikal Khoran et al. reported that mindfulness significantly predicts job satisfaction among Red Crescent employees (37).
Mindfulness may also strengthen self-efficacy and adaptive psychological functioning. Ebrahimi Asadabadi and Barzegar Befrouei found that mindfulness positively predicts creative self-efficacy through increased psychological resilience (38). Rayan similarly demonstrated significant positive relationships between mindfulness, self-efficacy, and reduced stress among nursing students (32). These findings suggest that mindfulness may enhance individuals’ confidence in coping with occupational demands and emotional challenges.
From a theoretical standpoint, mindfulness may mediate the relationships between self-efficacy, work–family conflict, and job satisfaction. Employees with stronger self-efficacy beliefs are likely to demonstrate greater emotional regulation, attentional control, and adaptive coping strategies, which may increase mindfulness and ultimately improve job satisfaction (12, 13). Conversely, employees experiencing high work–family conflict may suffer from emotional exhaustion, stress, and cognitive overload, reducing mindfulness capacities and negatively affecting occupational satisfaction (8, 25). Therefore, mindfulness may operate as an important psychological mechanism linking occupational stressors and personal resources to employees’ job satisfaction.
Humanitarian personnel and rescue workers represent an occupational group particularly vulnerable to psychological strain and occupational stress. Research has shown that humanitarian workers frequently experience anxiety, emotional exhaustion, traumatic stress symptoms, and occupational burnout due to the nature of emergency and crisis-related tasks (4, 10). Gonczaryk et al. similarly identified psychosocial occupational risk factors among paramedics, emphasizing the importance of psychological protective resources in emergency professions (39). Prudnikova also highlighted the importance of organizational support and psychological health interventions for humanitarian volunteers (22). Consequently, investigating the psychological determinants of job satisfaction among Red Crescent employees is particularly important because these employees operate in highly demanding occupational environments requiring emotional resilience and adaptive coping capacities.
Despite the growing body of literature on self-efficacy, mindfulness, work–family conflict, and job satisfaction, several research gaps remain. First, many previous studies have examined these variables separately rather than simultaneously within an integrated structural framework. Second, limited studies have investigated the mediating role of mindfulness in the relationship between self-efficacy, work–family conflict, and job satisfaction. Third, research focusing specifically on humanitarian and Red Crescent personnel remains scarce despite the unique occupational stressors characterizing this profession. Finally, cultural and organizational differences may influence the relationships among these variables, highlighting the need for context-specific investigations in Iranian humanitarian organizations.
Considering the psychological demands of humanitarian work, the importance of occupational well-being among Red Crescent personnel, and the potential role of mindfulness as a psychological protective factor, examining the causal relationships among self-efficacy, work–family conflict, mindfulness, and job satisfaction appears theoretically and practically important. Therefore, the present study aimed to investigate the fit of a causal model of job satisfaction based on self-efficacy and work–family conflict with the mediating role of mindfulness among employees of the Red Crescent Society of Mazandaran Province.
Methods and Materials
Study Design and Participants
The present study was descriptive-correlational in nature and specifically emphasized structural equation modeling. The statistical population of this study included all employees of the Red Crescent Society of Mazandaran Province in 2025, whose number was reported to be 986 individuals (N = 986). The sample size was determined based on Kline’s (2016) view that the minimum sample size should not be less than 200 participants. The initial sample size was set at 255 individuals. To prevent potential problems such as sample attrition or incomplete questionnaires, 280 questionnaires were distributed among the target population using convenience sampling. After data collection and the removal of 18 distorted or incomplete questionnaires, data from 237 valid questionnaires were ultimately analyzed (n = 237). The inclusion criteria were employment in the Red Crescent Society of Mazandaran during the study year, having at least one year of work experience, and providing informed consent to participate. The exclusion criteria were failure to complete more than 10% of the items and invalid patterned responses, including unusual response time and uniform responses. 
Data Collection
Job Satisfaction Questionnaire: The Minnesota Job Satisfaction Questionnaire was developed by Weiss et al. (1967). This questionnaire has two forms: a short form with 20 items and a long form with 100 items. The long form was revised in 1977 and includes 19 components. In the present study, the researcher used the short 19-item form of this questionnaire, which includes six components: payment system (items 1 to 3), type of job (items 4 to 7), opportunity for advancement (items 8 to 10), organizational climate (items 11 and 12), leadership style (items 13 to 16), and physical conditions (items 17 to 19). The Minnesota Job Satisfaction Questionnaire is scored based on a Likert scale. Accordingly, “completely dissatisfied” is assigned 1 point, “dissatisfied” 2 points, “undecided” 3 points, “satisfied” 4 points, and “completely satisfied” 5 points. Therefore, the minimum score on this scale is 19 and the maximum score is 95. A higher score on this questionnaire indicates a higher degree of job satisfaction. Martins and Proença (2012) used confirmatory factor analysis to examine the construct validity of the questionnaire, and the results confirmed its validity. Pouladi Reyshahri (2003) used content validity by obtaining the opinions of professors and experts in the field of management to ensure the validity of the questionnaire. He also used confirmatory factor analysis to examine the construct validity of the questionnaire, and the results confirmed its validity. The reliability coefficient of this questionnaire in the study by Martins and Proença (2012) was 0.91 for overall job satisfaction. In his study, Pouladi Reyshahri (2003) obtained reliability using three methods: split-half reliability for odd and even items, 0.83; Cronbach’s alpha, 0.80; and Guttman reliability, 0.84. In the present study, Cronbach’s alpha was obtained as 0.85.
Self-Efficacy Questionnaire: This instrument was developed by Sherer et al. (1982) and contains 17 statements. Without specifying the factors and their corresponding items, Sherer et al. (1982) maintained that this scale measures three aspects of behavior. The items of this scale, using a five-point Likert scale ranging from “strongly disagree” (1) to “strongly agree” (5), assess three dimensions: willingness to initiate behavior, willingness to expend effort to complete a task, and persistence in the face of obstacles. During scoring, items 3, 8, 9, 13, and 15 are scored from left to right, while the scores of the remaining items increase from right to left. The total score ranges from 17 to 85. A higher score on this questionnaire indicates higher self-efficacy, whereas a lower score indicates lower self-efficacy (Sherer et al., 1982). This scale does not require specific conditions for administration and has no limitations in terms of use across different age groups. The Cronbach’s alpha reliability coefficient reported by Sherer et al. (1982) for the general self-efficacy subscale was 0.86, which was reported as a relatively high and satisfactory reliability coefficient (Muris, 2002). Barati (1997), in order to assess construct validity, administered this scale together with a self-esteem scale to a group of 100 individuals and reported a correlation of 0.61.
Work–Family Conflict Questionnaire: The Work–Family Conflict Questionnaire was developed by Carlson et al. in 2002 and consists of 18 items, including three subscales: time-based conflict, strain-based conflict, and behavior-based conflict. Statements 1 to 6 are related to the time-based conflict subscale, statements 7 to 12 are related to the strain-based conflict subscale, and statements 13 to 18 are related to the behavior-based conflict subscale. This questionnaire is answered on a five-point Likert scale ranging from “strongly disagree” = 1 to “strongly agree” = 5. After responding, the scores are summed, with a higher score indicating greater conflict. The minimum score on this scale is 18, the maximum score is 90, and its cutoff score is 54. Scores from 18 to 36 indicate a low level, scores from 36 to 54 indicate a moderate level, and scores above 54 indicate a high level on this scale. Carlson et al. (2002) reported reliability coefficients for each of the subtests ranging from approximately 0.76 to 0.89. Hesabi et al. (2015), after translating the questionnaire into Persian, submitted it to a language specialist for back-translation into English. The translated questionnaire, together with the original text, was then given to 14 faculty members to determine the content validity of the questionnaire using content validity indices. Ultimately, each item obtained a score ranging from 0.80 to 1.00 in the three domains of clarity, relevance, and simplicity. To determine the reliability of the instrument, the questionnaire was completed by 20 nurses. The internal consistency of the instrument was also calculated using Cronbach’s alpha, which was obtained as 0.81. In addition, the internal stability of the instrument was measured in two directions, yielding 0.77 for work–family conflict and 0.74 for family–work conflict, indicating appropriate internal stability of the instrument (Hesabi et al., 2015). In the present study, Cronbach’s alpha was obtained as 0.89.
Mindfulness Questionnaire: The Five Facet Mindfulness Questionnaire is a 39-item self-report scale developed by Baer et al. (2006) using a factor-analytic approach. Baer (2006) conducted exploratory factor analysis on a sample of university students. The extracted factors were named as follows: observing, acting with awareness, nonjudging, describing, and nonreactivity. Items 1, 6, 11, 15, 20, 26, 31, and 36 are related to the observing subscale; items 5, 8, 13, 18, 23, 28, 34, and 38 are related to the acting with awareness subscale; items 3, 10, 14, 17, 25, 30, 35, and 39 are related to the nonjudging subscale; items 32, 16, 37, 2, 7, 12, 22, and 27 are related to the describing subscale; and items 4, 9, 19, 21, 24, 29, and 33 are related to the nonreactivity subscale. Participants are required to indicate their level of agreement or disagreement with each statement on a five-point Likert scale ranging from “never” (score 1) to “always” (score 5). This questionnaire has a total score, and the higher the participant’s score on the questionnaire, the higher their level of mindfulness. The internal consistency of the questionnaire factors was good, with alpha coefficients calculated as 0.75 for nonreactivity, 0.91 for describing, 0.83 for observing, 0.87 for acting with awareness, and 0.87 for nonjudging. Correlations among the factors were moderate, although statistically significant, ranging from 0.15 to 0.34 (Ahmadvand et al., 2013). In the present study, Cronbach’s alpha was obtained as 0.88.
Data Analysis
Structural equation modeling using SMART PLS software was employed to analyze the data.
Findings and Results
The descriptive findings related to the 237 employees of the Red Crescent Society of Mazandaran Province in 2025 indicated that, regarding age distribution, 53 participants (22.36%) were between 20 and 30 years old, 69 participants (29.11%) were between 31 and 40 years old, 72 participants (30.38%) were between 41 and 50 years old, and 43 participants (18.14%) were older than 50 years. In terms of gender, 132 participants (55.70%) were female. Regarding educational level, 42 participants (17.72%) had a diploma degree, 71 participants (29.96%) had an associate degree, 91 participants (38.40%) had a bachelor’s degree, and 33 participants (23.92%) had a master’s degree or higher. Regarding work experience, 59 participants (24.89%) had 1–10 years of experience, 97 participants (40.93%) had 11–20 years of experience, and 81 participants (34.18%) had more than 20 years of work experience. In terms of marital status, 164 participants (69.20%) were married and 73 participants (30.80%) were single. Table 1 presents the means and standard deviations of the research variables.
Table 1. Descriptive Characteristics of All Components of the Research Variables
	Variable
	Mean
	SD
	Maximum
	Minimum
	Skewness
	Kurtosis

	Job Satisfaction
	57.60
	2.09
	89
	47
	0.105
	1.398

	Payment System
	8.30
	3.52
	13
	3
	-0.030
	-0.965

	Type of Job
	11.08
	3.67
	18
	7
	-0.133
	-0.928

	Opportunity for Advancement
	7.86
	4.00
	13
	4
	-0.211
	-1.297

	Organizational Climate
	5.34
	1.93
	8
	2
	0.024
	-0.805

	Leadership Style
	10.16
	4.34
	17
	7
	-0.017
	-1.113

	Physical Conditions
	7.86
	3.41
	12
	6
	0.127
	1.077

	Work–Family Conflict
	61.26
	3.99
	76
	45
	0.115
	-1.484

	Time-Based Conflict
	19.72
	2.74
	26
	13
	0.118
	-1.371

	Strain-Based Conflict
	17.87
	2.98
	25
	13
	0.103
	1.236

	Behavior-Based Conflict
	18.57
	3.25
	28
	12
	0.028
	-1.192

	Self-Efficacy
	52.08
	4.82
	74
	42
	0.122
	-1.485

	Willingness to Initiate Behavior
	18.72
	5.74
	25
	13
	0.118
	-1.371

	Willingness to Expand Behaviors to Complete Tasks
	19.87
	5.98
	27
	13
	0.103
	-1.236

	Resistance in Facing Obstacles
	17.42
	5.10
	21
	9
	0.007
	-1.040

	Mindfulness
	128.60
	2.45
	162
	88
	-0.344
	-0.645

	Observing
	26.50
	3.84
	34
	17
	-0.328
	-0.625

	Acting with Awareness
	26.22
	3.97
	34
	16
	-0.345
	-0.336

	Nonjudging
	25.28
	3.34
	32
	17
	-0.433
	-0.390

	Describing
	26.49
	3.56
	33
	17
	-0.172
	-0.536

	Nonreactivity
	24.10
	3.54
	31
	15
	-0.298
	-0.445



As shown in Table 1, among the dimensions of job satisfaction, the highest mean was related to the type of job (M = 11.08), whereas the lowest mean was related to organizational climate (M = 5.34). Among the dimensions of work–family conflict, the highest mean was related to time-based conflict (M = 19.72), while the lowest mean was related to strain-based conflict (M = 17.87). In the self-efficacy variable, the highest mean was related to willingness to expand behaviors to complete tasks (M = 19.87), whereas the lowest mean was related to resistance in facing obstacles (M = 17.42). In the mindfulness variable, the highest mean was related to observing (M = 26.50), and the lowest mean was related to nonreactivity (M = 24.10). The data in Table 1 also indicate that all variables had skewness and kurtosis values within the range of -2 to +2, indicating normal distribution of the data.
Before analyzing the data using path analysis, the assumptions of multivariate normality, linearity, multicollinearity, and independence of errors were examined and confirmed. Skewness and kurtosis tests were used to assess data normality. Since the skewness and kurtosis statistics for all research variables were between -2 and +2, the assumption of normality was confirmed. To assess multicollinearity, tolerance statistics and variance inflation factors (VIF) were used. For all variables, the VIF values were below 10 and the tolerance values were greater than 0.10; therefore, the assumption of absence of multicollinearity was satisfied. Furthermore, the Durbin–Watson test was used to assess the assumption of independence of errors. The obtained value in the present study was 2.27, which falls within the acceptable range of 1.5 to 2.5, indicating that the assumption of independence of errors was met. Given that the assumptions were satisfied, the goodness-of-fit of the proposed model could be evaluated based on fit indices. To evaluate the proposed model, path analysis was conducted using SPSS version 26 and LISREL version 8 software. The proposed model for causal modeling of job satisfaction based on self-efficacy and work–family conflict among employees of the Red Crescent Society of Mazandaran Province, with the mediating role of mindfulness, is presented in Figure 1.
[image: ]
Figure 1. Standardized coefficients of the revised proposed model of job satisfaction based on self-efficacy and work–family conflict with the mediating role of mindfulness.
Table 2. Fit Indices of the Revised Model
	Fit Indices
	Value
	Criterion
	Interpretation

	Chi-square (χ²)
	114.92
	—
	—

	Degrees of Freedom (df)
	67
	—
	—

	Significance Level
	0.001
	< 0.05
	Significant

	χ²/df Ratio
	114.92 / 67
	< 3
	Good fit

	Goodness-of-Fit Index (GFI)
	0.911
	> 0.90
	Good fit

	Adjusted Goodness-of-Fit Index (AGFI)
	0.867
	> 0.85
	Good fit

	Relative Fit Index (RFI)
	0.935
	> 0.90
	Good fit

	Incremental Fit Index (IFI)
	0.923
	> 0.90
	Good fit

	Comparative Fit Index (CFI)
	0.921
	> 0.90
	Good fit

	Tucker–Lewis Index (TLI)
	0.923
	> 0.90
	Good fit

	Normed Fit Index (NFI)
	0.916
	> 0.90
	Good fit

	Root Mean Square Error of Approximation (RMSEA)
	0.037
	< 0.10
	Good fit

	Parsimonious Normed Fit Index (PNFI)
	0.666
	> 0.50
	Good fit

	Parsimonious Goodness-of-Fit Index (PGFI)
	0.672
	> 0.50
	Good fit



The results presented in Table 2 indicate that the χ² statistic was 114.92 with 148 degrees of freedom. The χ²/df ratio was 0.776, which is less than 3 and indicates excellent model fit. The Goodness-of-Fit Index (GFI) was 0.911, indicating good model fit. The Adjusted Goodness-of-Fit Index (AGFI) was 0.867, which is greater than 0.85, confirming desirable model fit. The Root Mean Square Error of Approximation (RMSEA) was 0.037, which is below 0.10 and indicates acceptable fit and confirmation of the research model. The Bentler–Bonett Normed Fit Index (NFI) was 0.916, the Tucker–Lewis Index (TLI) was 0.923, the Comparative Fit Index (CFI) was 0.921, and the Relative Fit Index (RFI) was 0.935, all of which indicate good model fit and support for the research model.
Based on the above findings and the quantitative fit indices, it can be concluded that the theoretical model of the study is acceptable. Therefore, the relationships within the model and the regression coefficients among the latent variables can be examined. The p-value index was used to test the hypotheses, and the criterion for significance was a value less than 0.05. Accordingly, the first hypothesis of the study, stating that the model of job satisfaction based on self-efficacy and work–family conflict with the mediating role of mindfulness among employees of the Red Crescent Society of Mazandaran Province fits the empirical data, was confirmed. Table 3 presents the direct effect coefficients and significance levels among the research variables.
Table 3. Estimates of the Direct Effects of Independent Variables on the Dependent Variable
	Path
	Standardized Coefficient
	Standard Error
	Critical Ratio
	Significance Level

	Self-Efficacy → Job Satisfaction
	0.42
	0.265
	5.40
	0.0005

	Work–Family Conflict → Job Satisfaction
	-0.36
	0.327
	-4.34
	0.0005

	Self-Efficacy → Mindfulness
	0.65
	0.344
	6.54
	0.0005

	Work–Family Conflict → Mindfulness
	-0.59
	0.310
	-6.57
	0.0005

	Mindfulness → Job Satisfaction
	0.76
	0.314
	8.74
	0.0005


Discussion and Conclusion
The present study aimed to investigate the causal relationships of job satisfaction based on self-efficacy and work–family conflict with the mediating role of mindfulness among employees of the Red Crescent Society of Mazandaran Province. The findings demonstrated that the proposed structural model had an acceptable fit with the empirical data. Furthermore, self-efficacy exerted a positive and significant effect on both mindfulness and job satisfaction, whereas work–family conflict negatively and significantly predicted mindfulness and job satisfaction. In addition, mindfulness positively affected job satisfaction and played a mediating role in the relationship between self-efficacy, work–family conflict, and job satisfaction. Overall, the findings suggest that personal psychological resources and occupational stressors jointly shape employees’ occupational attitudes and psychological well-being within humanitarian organizations.
One of the important findings of the present study was the positive and significant relationship between self-efficacy and job satisfaction. This finding indicates that employees who possess stronger beliefs in their capabilities experience greater occupational satisfaction and more positive evaluations of their work environment. Employees with high self-efficacy generally perceive occupational challenges as manageable and are more likely to adopt adaptive coping strategies when encountering professional difficulties. Such individuals tend to display greater perseverance, motivation, emotional stability, and resilience in stressful working conditions, which consequently enhances their satisfaction with occupational roles and organizational experiences. This finding is consistent with the results reported by Shirzad and Jalali Farahani, who demonstrated that general self-efficacy significantly predicts job satisfaction among sports federation employees (16). Similarly, Keshtkar and Shirzadi found a positive association between self-efficacy and occupational satisfaction among educational employees and teachers (17). The findings also align with the results of Sarhadi et al., who reported that self-efficacy positively affects job satisfaction both directly and indirectly through psychological hardiness (18).
The findings may also be interpreted based on social cognitive theory, which emphasizes the role of efficacy beliefs in regulating emotional reactions, motivation, and behavioral persistence (11). Employees with higher self-efficacy are more likely to interpret occupational demands as opportunities for growth rather than threats, resulting in lower emotional exhaustion and greater occupational adjustment. In the context of humanitarian organizations such as the Red Crescent Society, where employees frequently encounter crises, uncertainty, and emotionally demanding situations, self-efficacy may function as a protective psychological factor that strengthens occupational resilience and psychological stability. Previous studies have similarly shown that self-efficacy enhances professional competence, emotional regulation, innovation, and workplace adaptability (7, 14). Furthermore, Zhou et al. found that resilience mediates the relationship between self-efficacy and job satisfaction among healthcare workers, highlighting the importance of psychological resources in stressful occupational contexts (15).
Another important finding of the present study was the negative and significant relationship between work–family conflict and job satisfaction. This finding suggests that employees who experience greater incompatibility between occupational and family responsibilities tend to report lower levels of occupational satisfaction. Humanitarian and emergency service occupations are characterized by irregular working hours, emotional strain, mission-related stress, and role overload, all of which may intensify work–family conflict and negatively influence employees’ psychological well-being. This finding is consistent with previous research demonstrating the detrimental effects of work–family conflict on occupational outcomes. Allen et al., in a cross-national meta-analysis, concluded that work–family conflict significantly predicts lower job satisfaction and higher psychological distress across occupational settings (19). Similarly, Ahmadinejad reported that work–family conflict negatively influences occupational satisfaction among personnel of distribution organizations (24). Wang et al. also found that work–family conflict reduces job satisfaction among preschool teachers through complex psychological mechanisms (23).
The findings are also consistent with the results of Wicaksana and Wijayanti, who demonstrated that work–family conflict contributes to emotional exhaustion and lower job satisfaction among auditors (8). Similarly, Singe et al. found significant relationships between perceived stress, burnout, and work–family conflict among athletic trainers (21). Nguyen et al. additionally reported that work–family conflict negatively affects family functioning and contributes to parental burnout (20). Theoretically, work–family conflict may deplete employees’ emotional and cognitive resources, resulting in fatigue, stress, emotional instability, and reduced occupational engagement. Employees who are unable to balance family and occupational roles often experience role strain, frustration, and diminished psychological well-being, which subsequently reduce job satisfaction. Zheng and Wu similarly argued that work–family conflict weakens organizational support perceptions and professional commitment (27). Furthermore, Ghorbani et al. demonstrated that work–family conflict is associated with poorer general health and increased cognitive failure among employees (26).
Another significant finding was the positive and significant relationship between mindfulness and job satisfaction. This finding indicates that employees with greater mindfulness experience more favorable occupational attitudes and greater psychological adjustment in the workplace. Mindfulness enables individuals to maintain nonjudgmental awareness of present experiences, regulate emotional responses effectively, and reduce automatic cognitive reactions to stressors. Such capacities may improve occupational coping, interpersonal communication, emotional balance, and work engagement, thereby enhancing job satisfaction. This finding is consistent with the studies conducted by Naeimi and Rafezi, who found that mindfulness significantly predicts job satisfaction among airline employees (33). Similarly, Saeedinejad reported that mindfulness mediates the relationship between occupational factors and job satisfaction among electricity distribution employees (34). Lin et al. also found that workplace mindfulness improves job satisfaction and reduces turnover intentions (35).
The findings can also be explained based on mindfulness theory, which suggests that mindful awareness enhances emotional regulation, attentional control, and psychological flexibility. Employees with higher mindfulness are more capable of coping with occupational stress without becoming emotionally overwhelmed, thereby maintaining psychological equilibrium and occupational motivation. This issue is especially important in humanitarian professions where employees are frequently exposed to traumatic experiences and emotionally intense environments. Previous studies have demonstrated that mindfulness-based interventions increase resilience to stress, psychological well-being, and adaptive functioning (30, 31). Haghikal Khoran et al. also found that mindfulness significantly predicts job satisfaction among Red Crescent employees (37). Furthermore, Wihler et al. demonstrated that mindfulness improves work performance and occupational attitudes even in monotonous and repetitive occupational settings (36).
The present study also revealed that self-efficacy positively predicted mindfulness. This finding suggests that employees with stronger confidence in their abilities are more capable of maintaining awareness, attentional control, and adaptive emotional regulation in occupational situations. Individuals with higher self-efficacy tend to experience lower anxiety and greater psychological stability, which may facilitate mindful awareness and present-focused attention. This finding is consistent with the results of Ebrahimi Asadabadi and Barzegar Befrouei, who found that mindfulness positively relates to creative self-efficacy through psychological resilience (38). Similarly, Rayan reported positive relationships between mindfulness, self-efficacy, and reduced stress among nursing students (32). Ramos-Cejudo et al. also highlighted the role of self-efficacy in emotional regulation processes and affective adjustment (13). From a theoretical perspective, employees with stronger efficacy beliefs may feel more psychologically secure and emotionally competent, which facilitates mindful awareness and adaptive emotional functioning.
Another notable finding was the negative relationship between work–family conflict and mindfulness. Employees experiencing greater occupational and familial role conflict demonstrated lower levels of mindful awareness. This finding may be explained by the fact that work–family conflict creates persistent cognitive and emotional preoccupation, thereby reducing individuals’ ability to remain psychologically present and attentive to current experiences. Continuous role tension and emotional strain may disrupt attentional regulation and increase psychological rumination, ultimately weakening mindfulness capacities. This finding aligns with previous research indicating that occupational stressors and emotional exhaustion impair psychological adjustment and adaptive functioning (8, 25). Moreover, humanitarian workers exposed to continuous stress and emotional overload may become psychologically vulnerable, leading to reduced emotional awareness and diminished occupational well-being (4, 22).
The findings further demonstrated that mindfulness played a mediating role in the relationship between self-efficacy, work–family conflict, and job satisfaction. In other words, self-efficacy enhanced job satisfaction partly through increasing mindfulness, whereas work–family conflict reduced job satisfaction partly through decreasing mindfulness. This finding highlights the central role of mindfulness as a psychological mechanism linking personal resources and occupational stressors to employees’ occupational outcomes. Employees with stronger self-efficacy beliefs may demonstrate greater mindfulness because they experience higher emotional control and lower psychological distress, which subsequently improves occupational satisfaction. Conversely, employees experiencing severe work–family conflict may lose psychological balance and attentional awareness, reducing mindfulness and ultimately lowering job satisfaction.
The mediating role of mindfulness emphasizes the importance of psychological interventions and organizational programs aimed at strengthening mindful awareness among humanitarian employees. Previous research has shown that mindfulness-based interventions significantly improve stress management, resilience, emotional regulation, and occupational functioning (30, 31). Humanitarian workers and rescue personnel often face emotionally demanding situations, exposure to trauma, and chronic occupational stress, making mindfulness an especially valuable psychological resource for maintaining occupational well-being and psychological stability (9, 10). Therefore, promoting mindfulness within humanitarian organizations may not only improve employees’ mental health but also strengthen organizational effectiveness and occupational satisfaction.
Overall, the findings of the present study indicate that job satisfaction among Red Crescent employees is influenced by a complex interaction between psychological resources and occupational stressors. Self-efficacy and mindfulness function as protective psychological factors that enhance occupational adjustment and emotional resilience, whereas work–family conflict acts as a psychosocial stressor that undermines occupational well-being. Consequently, organizational interventions aimed at strengthening employees’ efficacy beliefs, reducing occupational–family conflict, and promoting mindfulness may substantially improve occupational satisfaction and psychological health among humanitarian personnel.
One limitation of the present study was the use of a cross-sectional research design, which restricts the ability to infer causal relationships among variables. In addition, the study relied exclusively on self-report questionnaires, which may have increased the likelihood of response bias and social desirability effects. Another limitation was that the research sample was limited to employees of the Red Crescent Society in Mazandaran Province, which may reduce the generalizability of the findings to other occupational groups and geographical regions. Furthermore, other potentially influential psychological and organizational variables, such as organizational support, emotional intelligence, personality traits, and burnout, were not examined in the present study.
Future studies are recommended to employ longitudinal and experimental research designs in order to investigate the causal mechanisms underlying the relationships among self-efficacy, work–family conflict, mindfulness, and job satisfaction more precisely. Researchers are also encouraged to examine these relationships in different occupational groups, particularly among emergency responders, healthcare workers, and humanitarian volunteers. In addition, future research may investigate the role of other mediating and moderating variables such as resilience, emotional regulation, organizational support, occupational stress, and psychological capital. Conducting intervention-based studies focusing on mindfulness training and self-efficacy enhancement programs may also contribute to a deeper understanding of strategies for improving occupational well-being.
From a practical perspective, organizational managers and policymakers in humanitarian institutions should pay greater attention to employees’ psychological well-being and occupational satisfaction. Designing programs aimed at strengthening self-efficacy beliefs, promoting mindfulness skills, and reducing work–family conflict may improve employees’ emotional resilience and occupational functioning. Organizations may also provide psychological counseling services, stress management workshops, flexible scheduling systems, and family-supportive organizational policies in order to reduce occupational stress and improve employees’ work–life balance. Furthermore, implementing mindfulness-based educational interventions and supportive organizational climates may contribute substantially to enhancing job satisfaction, psychological health, and organizational effectiveness among Red Crescent personnel.
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