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IMPACT OF LEADERSHIP

BEHAVIOR ON PSYCHOLOGICAL
CAPITAL: THE MEDIATING ROLE
OF ORGANIZATIONAL SUPPORT

Abstract

Even though psychological capital has been identified as an important issue in the
workplace, little research has focused on it through organizational support. Drawing
on leadership theory and conservation of resources theory, this article examines the
mediating role of organizational support in the relationship between leadership be-
havior and psychological capital in insurance companies in Jordan. The questionnaires
were distributed randomly. Out of 350 questionnaires, 335 questionnaires were effec-
tive for analysis, after analyzing the data using the statistical program SmartPLS ver-
sion 3.2.6. Based on the theories, a significant impact of organizational support on the
relationship between leadership behavior and psychological capital of employees was
found. Thus, the study recommended maintaining the interest of senior management
in the insurance companies operating in Jordan to identify and educate the managers
of these companies in choosing the appropriate leadership behavior in accordance with
the company’s data and the circumstances surrounding it at the right time and place.

Keywords organizational trust, flexibility, transformational
leadership, organizational justice, insurance companies,
Jordan

JEL Classification M12, D23

INTRODUCTION

Business organizations are becoming more and more interested in their
human resources due to their role in the progress and development of
the organization, achieve a competitive position, and, therefore, have
to invest in their human resources and work on training and education
and develop for a distinctive human resource. Hence, business organ-
izations have to work to increase attention and take note of all aspects
related to human resources (Al-Bdareen & Khasawneh, 2019). The most
important is the psychological aspect, or the so-called psychological cap-
ital, which is the state of mind, emotion, and impulse that the individual
has in his organization, where this situation affects directly his produc-
tivity and ability to give and do the job to the best (Avey, Wernsing, &
Luthans, 2008). In the present serious business conditions, keeping the
workers empowers the relationship to be fruitful. Representatives are
seen as one of the most significant resources for most associations, spe-
cifically service-based associations, given the advantages of conveying
effective exhibitions. One of the most significant assistance-based as-
sociations is the inn business. The inn business is a work-concentrated
help industry, reliant on the accessibility of good quality representatives
to convey, work, and deal with the traveler item for endurance and an
upper hand (Amoah & Baum, 1997).

The important role of leadership behavior, especially transformational,

interactive, and ethical behavior, as well as the role of organizational
support in satisfying the psychological needs of individuals, increases
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the level of psychological well-being and satisfaction of employees. Making them more hopeful and op-
timistic, and more flexible and efficient when carrying out their work tasks, increases the level of organ-
izations owning psychological capital. The positive impact of transformational leadership, interactive
leadership, and ethical leadership in these companies, and the impact of this kind of leadership behav-
iors on psychological capital, in addition to recognizing the intermediary role of organizational support,
improve the relationship between leadership behavior and psychological capital. The tough competition
between organizations for survival and continuity has increased the burdens placed on their workforce,
thereby increasing the psychological, mental, and emotional stress that workers may be exposed to, and
the thinking of some categories of them, especially those qualified and competent to leave the work.
Hence, it became obligatory that leaders of these organizations should adopt leadership behaviors that
lead to raising the morale of employees by providing all forms of psychological and emotional support,
and, thus, the emergence of the so-called psychological capital in which individuals are more hopeful
and optimistic, more flexible and efficient in dealing with the changes they may face ( AL-Badareen &
Al-Ghazzawi, 2018). It may be achieved by providing organizational support that makes an individual
feel that the organization provides him with material and moral returns that enable him to satisfy his
needs and achieve his ambitions, and commensurate with the size. His efforts, which are the returns
that may be provided by providing adequate financial incentives, and the opportunity for individuals
to develop and career progress, demonstrate confidence in the knowledge and capabilities they possess
by increasing their level of empowerment and empowering them to carry out their work tasks, and in-
volving them in the decision-making processes at the level of the organization and decisions related to
their functions.

Given the leadership behavior and the level of organizational support that may significantly affect the pos-
session of psychological capital that enables them to achieve the desired competitive advantage, this study
came to identify the extent of the practice of positive leadership behaviors, and the level of organizational
support in a group of companies operating in the insurance sector, and its impact on the acquisition of
the required psychological capital, as all the workers in this type of companies still suffer from lack of sup-
port, isolation from the decision-making processes, and holding them more responsibilities for the results
achieved, which may affect their sense of psychological satisfaction negatively, and therefore possessing
the so-called psychological capital, which enables them to achieve a competitive position, especially as the
type of companies operating in a highly competitive environment (Chhabra & Pattanayak, 2017).

1. LITERATURE REVIEW
AND HYPOTHESES

DEVELOPMENT

havior are transformational leadership, ethical
leadership, and transactional leadership. The re-
searchers differed in determining the definition
of transformational leadership due to the different
philosophies and views that dealt with this con-

This study investigated three main topics: leader-
ship behavior, organizational support, and psy-
chological capital. The study also indicated the
importance of each topic and its dimensions.

1.1. Leadership behavior

There is an important role for leadership behavior
in raising the morale of employees and motivating
them, in training and development to achieve the
best output, whether it is a product or service, and
compete with other organizations (Aljawarneh
& Atan, 2018). The dimensions of leadership be-
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cept, and the fact that this concept is considered
a modern concept in management. Lawton and
Pdez (2014) defined transformational leadership
as “the method or way in which the leader moti-
vates employees and improves their level through
training and gaining experience to achieve the
objectives of the organization”. Ghasabeh, Soosay,
and Reaiche (2015) also cited that it is a leadership
pattern that generates new knowledge and ideas
through intellectual stimulation for individuals
to deal with problems in modern ways. There are
several dimensions of transformational leadership
(Ghasabeh, Soosay, & Reaiche, 2015; Al-Omari,

47



Problems and Perspectives in Management, Volume 18, Issue 2, 2020

Alomari, & Aljawarneh, 2020; Deinert, Homan,
Boer, Voelpel, & Gutermann, 2015): ideal impact,
individual considerations, motivation, effective-
ness of decision-making process, empowerment,
and intellectual excitement.

Some researchers defined ethical leadership as the
leadership style in which the leader depends on eth-
ics in carrying out the work tasks, where the com-
mander entrenches the principle of ethics of the
employees, and in such a way that every employee
does what is dictated by his conscience and mor-
als, and, thus, the employee works without the need
for a watchdog because he does his work following
his leader, does not accept complacency or error in
work under any circumstances (Wang, Liu, Zou,
Hao, & Wu, 2017). Northouse (2013) points out that
the dimensions of ethical leadership originally be-
long to Aristotle Thales, and these dimensions were
discussed and defined as follows: respect, serving
others, justice, honesty and integrity, sharing power
( Lawton & Péez, 2014; Mo & Shi, 2015).

As for transactional leadership, Chunharas and
Davies (2016) believe that subordinates no longer
receive orders only from senior management but
also have the opportunity to influence and reshape
decisions of decision-makers positively. This is be-
cause the subordinates are allowed to interact with
senior management in the decision-making pro-
cess. Dimensions affecting interactive leadership
are interactive leadership and its application on
the ground influenced by several dimensions that
provide the appropriate environment to ensure its
application and its impact on subordinates, such
as climate change (Klaussner, 2012), which met the
degree of intimacy between subordinates and the
size of the working group.

1.2. Organizational support

The term emerged in the 1980s, but it was unsure
despite its circulation in the administrative litera-
ture for nearly 70 years (Beheshtifar & Zare, 2012).
Organizational support, as stated by Adams and
Mastracci (2018), is the belief of staft that they are
treated fairly and impartially by the organization
in terms of supervisory support, fairness, remu-
neration, job conditions, or whatever the employee
expects to be treated appropriately. Many research-
ers agreed that there are several personal, environ-
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mental, and regulatory factors that play a large and
effective role in stabilizing employees” sense of or-
ganizational support. These factors are organiza-
tional trust, reward, and organizational justice.

1.2.1. Organizational trust

Organizational trust reflects the perceptions and
expectations of individuals and groups about the
organization’s commitment to its promises, deci-
sions, and agreements to achieve public and private
goals (Beheshtifar & Zare, 2012). Organizational
trust is a strong bridge between the organization
and its staff. It is one of the most important ele-
ments of organizational support, where every em-
ployee does what he needs, and he is sure that the
organization appreciates its efforts and is commit-
ment (Rabelo, Holland, & Cortina, 2016).

1.2.2.Reward

Motivation is the thing that gives the desire or im-
pulse to work seriously, where the incentives affect
human life and determine the behavior and di-
rection, as it reflects the satisfaction of employees
of the organization, given its appreciation of the
work they do, which leads to increased productivi-
ty and ability of individuals (Carlstedt et al., 2018).

1.2.3.0rganizational justice

The emergence of the concept of organizational
justice is due to the theory of equality, which start-
ed from the idea that individuals judge the level of
justice in the organization through the employee’s
process of comparing the employee himself with his
colleagues, in terms of efforts made by him and his
colleagues. The return, whether material or moral,
is achieved as a result of these efforts, where the in-
dividual assesses the nature of the work required of
him and his colleagues and how to accomplish, and
whether the distribution of work and returns is fair
and proportionate to the effort exerted by each of
them, organizational justice is a positive perception,
which leads to the emergence of collective behav-
iors of cooperative joint, and contributes to the re-
duction of labor turnover and ensuring the rights
of individuals and groups, and the absence of such
justice usually leads to distrust and dissatisfaction
and, thus. lower performance in general (Ouyang,
Sang, Li, & Peng, 2015).

http://dx.doi.org/10.21511/ppm.18(2).2020.05



1.3. Psychological capital

The term “psychological capital” emerged in the
studies conducted by Maslow. Most studies have
also agreed that the term “psychological capital” is
one of the concepts included in economics, sociolo-
gy, and psychology. So, it has the term “psycholog-
ical capital” first emerged by Goldsmith and then
crystallized this concept more clearly in the work of
Seligman (Rego, Sousa, Marques, & Pina e Cunha,
2002), where he relied on the study in the psycho-
logical field, such as mental disorders and mental
illness, the shift from negative to positive, and in
2004, the term was used. The scientist Fred Luthans
explicitly combined psychological capital with or-
ganizational behavior in order for the latter to be-
come positive. He was most credited with the emer-
gence of this term and developed this term to show
what is called positive psychological capital (Yim,
Seo, Cho, & Kim, 2017). The positive conditions,
perseverance, and best efforts to achieve the goals
of the organization efficiently and effectively, rep-
resent the individual’s positive psychological state.

The importance of psychological capital lies in the
fact that it helps to reduce stress and pressure on
individuals and reduce the costs and negative ef-
fects for the organization. There is a positive re-
lationship between the psychological capital, the
attitudes of employees, and the performance of
their work tasks efficiently and effectively. There is
a negative relationship between psychological cap-
ital and job combustion, which means that psycho-
logical capital contributes to reducing the level of
job burnout that workers may experience, especial-
ly those with qualifications and competencies, and
thus leads them to consider leaving work and seek-
ing alternative work in competing organizations
(Avey, Wernsing, & Luthans, 2008; Aljawarneh
& Atan, 2018; Avey, Nimnicht, & Pigeon, 2010;
Spence Laschinger & Fida, 2014).

Several studies, the most important of which are
Luthans and Jensen (2005), which is considered the
pioneer in psychology concerning psychological
capital, have shown that several dimensions make
up psychological capital (hope, optimism, effec-
tiveness). These dimensions can be illustrated in
more detail as follows (Avey, Nimnicht, & Graber
Pigeon, 2010; A. Caza, Bagozzi, Woolley, Levy, & B.
Caza, 2010; Spence Laschinger & Fida, 2014).

http://dx.doi.org/10.21511/ppm.18(2).2020.05
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Optimism is expressed in the way of thinking
about the future, where it is possible to associate
feelings, whether positive or negative, to think
about the future, and when the feelings are pos-
itive, a sense within the individual is called op-
timism (Luthans & Jensen, 2005). Hope is a feel-
ing of the positive psyche that makes an individ-
ual persevering to achieve his goals, and in case
of failure, he searches for more than one way or
method to reach it (Javidan & Walker, 2012).

Self-actualization, when this term appears in the
administrative sciences, has been defined as having
the individual’s confidence in his abilities, using his
knowledge resources to control and manage his mo-
tivation to achieve the goals successfully (Yim, Seo,
Cho & Kim, 2017). The process of self-realization al-
so refers to learning and gaining experience through
the use of observing the behavior of others and deal-
ing with others within the context of building social
relationships (Aljawarneh & Atan, 2018).

Flexibility is the ability of the individual to return
to the normal situation after exposure to crises and
problems. In the course of the completion of the
tasks required of it and achieving its goal, flexibility
is a positive characteristic and a great advantage that
enables the individual to face difficulties and crises
to achieve the goals. Common features are the ac-
ceptance of reality in all its variables, the presence
of self-confidence and abilities possessed by the in-
dividual, and keeping up with the important and
surrounding changes and trying to adapt to them
are directly linked to change and face the instabil-
ity surrounding the individual (Luthans & Jensen,
2005; Rego, Sousa, Marques, & Pina e Cunha, 2012).
Based on theoretical literature and previous studies,
the reasrchers has reached the following hypotheses:

HI: Leadership behavior has a positive impact
on psychological capital.

H2: Leadership behavior has a positive impact
on organizational support.

H3: Organizational support has a positive im-
pact on psychological capital.

H4:  Organizational support mediates the rela-

tionship between leadership behavior and
psychological capital.
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2. METHODS

The study relied on the survey method, which in-
cludes the use of the field method for collecting
data. There are 3,124 employees in insurance com-
panies in Amman (Jordan Insurance Federation,
2017). The researcher drew a simple random sam-
ple from the study population of 350 employ-
ees depending on the total size of the study pop-
ulation and margin of error allowed (Sekaran &
Bougie, 2015), which was distributed to insurance
companies in Amman over 14 days, and 338 ques-
tionnaires were retrieved. The unit of analysis
in this study was represented by each employee
working in insurance companies in Amman and
was selected within the sample of the study. As for
the validity of the measuring instrument, the coef-
ficient of Cronbach Alpha for internal consisten-
cy was extracted for all the study measures. Most
studies have indicated that acceptance of the co-
efficient of validity is more than 0.70 (Sekaran &
Bougie, 2015).

Table 1. Cronbach Alpha method for study tool
areas

. { Number of . . i Cronbach
Field : : Dimension :
: paragraphs : Alpha
H 6 Transformat'llonal 0.944
o leadership
=65 .
£ 6 Ethical leadership 0.922
§ 3 6 Interactive leadership 0.908
18 Leadership behavior 0.969
Organizational trust 0.899
= N
S o Reward 0.946
B g §
N 2 Organizational justice 0.925
%’3 s 5 Self-actualization 0.949
19 Organizational support 0.975
5 ' Hope 0.913
3 5 Optimism 0.923
0 .
©° a 5 Flexibility 0.902
5 Self-efficacy 0.931
20 Psychological capital 0.968
3. RESULTS

Results related to describing the type of leadership
behavior, organizational support, and psycholog-
ical capital were used in insurance companies.
Arithmetic averages and standard deviations have
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been calculated for the consent of the respondents
to the paragraphs related to the level of leadership
behavior, organizational support, and psychologi-
cal capital required in the insurance companies in
Amman. The results were shown in Table 2.

Table 2. Means and standard deviations of study
variables

. . i Rankin
Rank: Number : Dimension iSMA: SD &
H H H H : score
1 gTransformatlonaI 383 095 High
: |eader5h|p 44444444 teerresiderteteeineanee [T TSP TSP
! Interactive .
D leadership o T2 e
3 2  Ethical leadership  :3.61 : 1 ~ Medium
Leadership behavior 1372 (
1 4 Self-actualization

2 1 Organizat‘ionaltru'gt """"
3 Oreenizatona  Medium
4.2 Reward o Medium
Organizational support High
L4 Selfeffcacy L High
2 3 Flexibility High
3.l Hope e o Hen
4 2 ..Optimism . LHigh

Psychological capital High

It is noted from Table 2 that the mean for the ap-
proval of the study sample members in the level
of practicing the required leadership behavior in
the insurance companies researched ranged be-
tween 3.61 and 3.83, with high evaluation score.
Organizational support ranged between 3.58 and
3.74, with high evaluation score, second came
Psychological capital with an average between 3.81
and 4.12, with high evaluation score of all dimen-
sions. The results also showed that the overall lev-
el of availability of dimensions in the researched
companies was high because of the psychological
stability experienced by the employees of the in-
surance companies in Amman.

To verify the objectivity of the study results,
Kolmogorov-Smirnov test was performed to ver-
ify that the study data are free from statistical
problems that may adversely affect the results of
the hypothesis testing. The normal distribution
ratios for all the responses were greater than 0.05,
which is the level used in the statistical treatment
of this study, as some studies indicated, the dis-
tribution is normal when the level of a < 0.05
(Sekaran, 2006).

http://dx.doi.org/10.21511/ppm.18(2).2020.05



Table 3. Normal distribution of study variables
(K-S test)
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Table 5. Pearson correlation between leadership
behavior and psychological capital

Field Dimension K-S :Sig* Result
ETransformationaI  Natural
‘ ) 1.15 {0.14 i distribution
i leadership H H
H H follows
= g : ‘ i Natural
g @ ! Ethical leadership 1.25 1 0.07 i distribution
3 follows
Interactive Natural
) 1.00 : 0.27 : distribution
leadership
follows
L Natural
 Organizational 1.29  0.08  distribution
i trust : :
‘ follows ...
= i i Natural
S . Reward i distribution
£ follows
c 5 Natural
< o
g »  Organizational © 0.89 :0.40  distribution
o i justice : : :
f o follows
i i Natural
i Self-actualization i 0.88 | 0.41 : distribution
f f o follows
i i Natural
= i Hope 0.91 : 0.42 : distribution
o : : H
B o follows
S & Optimi
S % Opt‘lmlgw - 0.89 . Natural
Z Flexibility © 0.88 :0.44  distribution
Self-efficacy 0.89 follows

Quality indicators conforming to the structural
model were extracted, and the results were shown
in Table 4.

Table 4. Model fit quality indicators for data

. Admission :Indicator:

Indicator Result
standard value

The square root of the Less than
remaining standard mean :  0.08 0.05  Acceptance
Comparative matching i Greater than i
index ) 009 2.31 ;Acceptance
The square root of the Less than 009 Acceptance
approach error 0.12

Table 4 shows that all indicators used to assess the
validity of the model are acceptable values (Amir
& Souderpandian, 2002).

To verify the validity of the first main hypothesis
and its sub-hypotheses, the researcher extracted
the Pearson correlation coefficient to determine a
significant relationship between the independent
variable and its different dimensions, on the one
hand, and the dependent variable, on the other
hand. The results were shown in Table 5.

http://dx.doi.org/10.21511/ppm.18(2).2020.05

Correlation
Independent coefficient/ Psychological
variable statistical capital
significance
Transformational H Corre}la‘tlon 0.76
:....coefficient
Leadership H _Sta_‘n_shcal H 0.00
:...Significance -
Correlation @
) ) coefficient : 0.73
Interactive leadership SRS
Statistical
: L : 0.00
:...significance -
Corre_la_uon ; 078
. ) coefficient H
Ethical Ieadershlp T o
: Statistical :
H s : 0.00
:...significance -
Correlation
. ) coefficient ; 081
Leadership behavior S
Statistical
S 0.08
significance

There is a strong relationship between the leader-
ship behavior and the psychological capital in in-
surance companies, where the value of the corre-
lation coefficient was 0.81, a statistically significant
value; therefore, the hypothesis is accepted and in-
dicates an impact of leadership behavior on psycho-
logical capital. The researcher applied the multiple
regression, where the results are shown in Table 6.

Table 6. The multiple regression results between
leadership behavior and psychological capital

Variable ‘Beta T P R R F P
Transformational 5, 5350000
leadership FSSOOE S

Interactive leadership 42 0'8120'65 2205‘18§O'00

Ethical leadership

Table 6 shows the effect of leadership behavior on
psychological capital. The correlation coefficient
value was 0.81, and the value of R? was 0.65, which
shows the impact of leadership behavior on psy-
chological capital.

To validate the second main hypothesis and the
sub-hypotheses originating from it, the research-
er extracted the Pearson correlation coefficient to
determine a significant relationship between the
independent variable and its different dimensions,
on the one hand, and the median variable, on the
other hand. The results were shown in Table 7.
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Table 7. Pearson correlation coefficient results
for the relationship between leadership behavior
and organizational support

Table 9. Pearson correlation coefficient results
for the relationship between organizational
support and psychological capital

Independent :Correlation coefficient/. Organizational

Psychological Correlation coefficient/ %Independent

variable . statistical significance support capital statistical significance variable
Transformational _ Correlation coefficient - 084 = Organizational  Correlation coefficient 0T
leadership | Statisticalsignificance . 000 o trust 000
Interactive Correlation coefficient 0.85 0.70
leadership . Statisticalsignificance . 000 o T 000
Correlation coefficient 0.89 At
Ethical [€Adership oo o s L Organizational 077 -
e Statistical significance G000 0 justice
Leadorahi Ao tiien
€a eI:'S P T I Self-actualization : 0.79
behavior  Statistical significance 0.00 oo e
Organizational 222000
support 0.82
Table 7 shows that there is a relationship between  organizational oo
P Organizational Statistical significance 0.00

leadership behavior and organizational support.
The correlation coefficient is 0.91, which is statis
tically significant, thus accepting the hypothesis
between leadership behavior and organizational
support. To demonstrate the effect, the multiple
regression equation was applied, where the results
were shown in Table 8.

Table 8. The results of applying the multiple
regression equation to study the impact of
leadership behavior in organizational support

Variable Beta: T - P R R F : P
Transformat'lonal 028 633000
leadership ; ‘ ‘ :

Ethical leadership : 0.18 | 5.53 | 0.00 10.91! 0.83 |538.52 0.00
Interactive : : : : :

leadership 0.50 9.88 0.00

Table 8 shows the effect of leadership behavior on
organizational support. The correlation coefhi-
cient value was 0.91, which is statistically signif-
icant and indicates the degree of correlation be-
tween the dimensions of the independent variable
combined and the mediating variable, 83% of the
change in organizational support, and the value
of the F-test 538.52, a statistically significant val-
ue indicating the impact of leadership behavior on
organizational support.

To examine the third hypothesis, Pearson cor-
relation coefficient was extracted to determine
a significant correlation between the interme-
diate variable and its various dimensions on de-
pendent variable, and the results were shown in
Table 9.

52

trust

Table 9 shows that there is a strong correlation be-
tween organizational support and psychological
capital. The correlation coefficient was 0.82, which
is statistically significant and, therefore, accepts
the hypothesis. To indicate whether there is an
effect of organizational support on psychological
capital, the multiple regression was applied, where
the results are shown in Table 10.

Table 10. The results of applying the multiple
regression equation to study the impact of
organizational support on psychological capital

Variable Beta.: T P R R F P
Organizational 5 1397 0o
Reward {004 i062: 054 :
o SR 0821068117140 0,00
oreanizational g5 357 0000 5
Jdustice b
Self-actualization | 0.41 {6.53: 0.00 :

The value of the correlation coefficient is 0.82,
which is statistically significant and indicates the
degree of correlation between the dimensions of
the intermediate variable and the dependent vari-
able. The value of R? is 0.68, which is a statistical-
ly significant value, which means that the organ-
izational support explains 68% of the variable in
the psychological capital, and the F-value 171.40
statistically indicative of the existence of the im-
pact of regulatory support in the psychological
capital. To verify the effect of organizational sup-
port as an intermediate variable in the relation-
ship between leadership behavior and psycho-

http://dx.doi.org/10.21511/ppm.18(2).2020.05



Leadership

0.65 (0.00)
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Psychological

behavior

0.83(0.00) AN

0.56 (0.00)

Organizational
support

capital

Figure 1. The role of organizational support in the relationship between leadership behavior
and psychological capital

Table 11. Results of the path analysis to measure the impact of leadership behavior on psychological
capital in the presence of organizational support as an intermediate variable

Beta value Beta value

Track - : - T-value P
Direct track : Indirect track
Leadership behavior - Organizational support 24218 1 002
Organizational su| t > Psychological capital 5132 : 0.00
Leadership behavior > Psychological capital o 085 50283 2 000
Leadership behavior - Organizational support = Psychological capital : 0.56 5.103 0.00

logical capital, path analysis was used based on
SMARTPLSV3.2.6. The test results are shown in
Table 11 and Figure 1.

Table 11 shows that the direct impact of leadership
behavior on psychological capital was 0.65, with a
statistically significant level of 0.00, which is sta-
tistically significant, while the indirect effect of
leadership behavior on psychological capital after
entering the organizational support as a mediat-
ing variable was 0.56, with a statistically signifi-
cant level of 0.00. This means that there is a sta-
tistically significant and partial mediation effect
of organizational support in the relationship be-
tween leadership behavior and psychological cap-
ital, and that organizational support explains 56%
of the impact of leadership behavior on psycholog-
ical capital.

4. DISCUSSION

There takes place statistically significant effect
of the leadership behavior on the organizational
support. This result is consistent with the results
of Sahin, Cubuk, and Uslu’s (2014) study, which

http://dx.doi.org/10.21511/ppm.18(2).2020.05

showed a positive impact of transformational
leadership on employee creativity and perceived
organizational support, and this is also in accord-
ance with the result of a study by Koh and Hia
(1997) who found a positive impact of interactive
leadership components (interaction skills, team
building) on employees’ confidence in their lead-
ers, motivation of employees, and commitment
of employees towards their companies. There is
a strong correlation between organizational sup-
port and psychological capital, and this result is
consistent with the result of the study by Wang et
al. (2017) who found positive correlation between
organizational support, psychological capital, and
job integration, and also agreed with the result of
the study by Sahin, Cubuk, and Uslu (2014) who
found a positive correlation between organiza-
tional support and job performance, on the one
hand, and the psychological capital of employees,
on the other hand.

There is an impact of regulatory support on psy-
chological capital. The direct impact of leadership
behavior on psychological capital was 0.65, with a
statistical significance, and this result is consistent
with the results of Sahin, Cubuk, and Uslu’s (2014)
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study, which found a statistically significant effect (team building) on staff confidence in their lead-
of transformational leadership with its dimen- ers, motivation, and commitment to staff. These
sions in the decision-making process, and also companies differed with the result of a study by
agreed with the result of the study by Koh and Hia ~ $ahin, Cubuk, and Uslu (2014) who concluded that
(1997) who found a positive impact of interactive there was no effect of transformational leadership
leadership components (interaction skills) and on psychological capital and job performance.

CONCLUSION

This study has provided evidence and achieved its objective of examining the mediating role of organi-
zational support in the relationship between leadership behavior and psychological capital. It has shown
that the practice level of the positive leadership behaviors, organizational support and the availability
level of the human capital in insurance companies in Jordan is high. The results also indicated that there
is a strong and significant relationship between the leadership behavior and the psychological capital,
where the value of the correlation coeflicient was 0.81. The results also showed that There is a relation-
ship between leadership behavior and organizational support. The correlation coefficient is 0.91, and
There is a strong correlation between organizational support and psychological capital. The correlation
coeflicient is 0.82.

The results of this study also indicated that the indirect impact of leadership behavior on psychological
capital after organizational support as a mediate variable was 0.56, with a statistical significance, which
means that there is a statistically significant and partial mediation of organizational support in the re-
lationship between leadership behavior and psychological capital. Organizational support explains the
effect of leadership behavior on psychological capital at the level of 56%.
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