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Abstract: The study was to verify the moderated mediation 

effect of growth mindset on the relationship between stress and 

happiness through hope for 338 office workers in Korea. 

SPSS Win. 21.0 were used to analyze the reliability, descriptive 

statistics, and correlation analysis in this study. The moderated 

mediation effect of growth mindset was analyzed by applying 

SPSS PROCESS macro Model 7. To verify the moderated 

mediation effect, the bootstrap analysis was set to 5,000 iterations, 

and the confidence interval was set to 95%.  

Research findings are as follows. First, job stress had negative 

correlation with hopes, growth mindset and happiness. Happiness 

had positive correlation with hopes and growth mindset. Second, 

the growth mindset moderated the relationship between job stress 

and happiness via the hope of office workers, which verified the 

conditional indirect effect of job stress on happiness.  

These results will help increase office worker’s happiness 

through hope and growth mindset. 

 

Keywords : Job stress, Hope, Happiness, Growth mindset, 

Moderated mediation model  

I. INTRODUCTION 

Happiness is the greatest goal that human beings seek in 

their daily life situation. This happiness is defined as an 

overall assessment of the quality of one's life based on the 

criteria he or she chooses as an overall, integrated judgment of 

all aspects of life [1]. In addition, happiness is defined as a 

relatively continuous feeling of well-being, not a mere 

emotion or mood, due to the perception of the cognitive and 

emotional evaluation of one's life, and defined as the degree to 

which a person positively judged the quality of his or her life 

[2, 3]. Various variables influence this happiness as 

experience in an individual. Among them, job stress is a factor 

affecting the happiness of the worker in the workplace, and 

can affect whether the worker has stressors on the job in the 

workplace environment. 

Job stress is defined as a condition in which an individual's 

skills and abilities are inadequate to the job's specifications, 

and the job environment of the organization and individual 

desires are inadequate [4]. Job stress is a harmful physical and 

emotional response that occurs when job requirements are 

inconsistent with workers capabilities, resources, and needs 

[5]. Therefore, whether the job demands exceed the 
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individual's response capacity or the individual's response 

ability exceeds the job requirement, the unbalance as shown 

between the two factors can result in the experience of stress 

[6]. In addition, it has been reported that job stress may have a 

negative impact on organizational effectiveness such as job 

satisfaction and organizational commitment [7], and heavy 

work experiences also had negative consequences on the 

individual, such as lowering job performance, increasing 

emotional exhaustion and psychological tensions [8, 9]. For 

this reason, job stress has been researched steadily to find 

strategies to alleviate stressor for workers in all industries in 

the workplace environment. 

On the other hand, scholars categorize job stress by various 

criteria in order to clarify and identify job stressors. Cooper 

and Marshall [10] defined job stress as a negative 

environmental factor related to job, and included factors such 

as job overload, role ambiguity, role conflict, and poor 

working conditions as reasons for job stress. In addition, 

Gupta and Beehr [11] categorized job stressors into job 

demands, task characteristics, role demands and role 

expectations, organizational characteristics and situations, 

internal needs and situations. And Schuler [12] suggested 

such stress factors as characteristics of the job and its 

stressors, interpersonal relationship, organizational structure, 

leader process, and the physical condition of the individual 

experiencing the job stress. In addition, Parker and Decotiis 

[13] categorized job stresses more specifically: job self 

(autonomy, identity diversity), organizational characteristics 

(organizational structure, organizational atmosphere), 

organizational roles (role ambiguity, role conflict, role 

overload), career development (promotion performance 

development), and interpersonal relationship (relationship 

with supervisor, colleagues, and subordinates). Therefore, the 

causes of job stress are diverse and there are many 

disagreements among conventional scholars, and thus 

systematic research is needed to bring light to this issue to find 

resolutions to these problems experienced by workers on the 

low end of happiness levels researched. 

Job stress was closely related to happiness as seen in 

previous studies. In a study of social workers, job stress had a 

negative effect on the level of happiness experienced by these 

workers [14]. In the study of early childhood teachers, the 

higher the job stress, the lower the happiness and the negative 

influence on those workers [15].  
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In addition, the job stress of elementary school teachers 

[16], local public servants [17] and infant teachers [18] had a 

negative effect on their level of experienced happiness and 

life satisfaction. In this way, job stress has been found to have 

a negative effect on human happiness, and it is necessary to 

find ways to improve happiness through the discovery and 

intervention of variables that play a buffer role in the 

relationship between these two variables to offer interventions 

to increase happiness levels among workers. Among these 

variables, hope and growth mindset have recently been 

discussed at domestic and abroad as relevant factors to 

improving happiness levels of the workers. 

First, hope was initially defined as a positive expectation 

for goal acquisition [19, 20]. This hope began to be 

systematically studied by Snyder et al. [21], who defined 

hopes as a positive motivational state that showed an example 

of how pathways thinking and agency thinking are 

interactively organized in an individual’s brain [22]. And the 

components of hope are, first, to have and to develop practical 

goals.  Second, the search for pathways thinking is important 

to be considered as a practical way of achieving the goal. 

Third, having an agency thinking that is a motive for steadily 

implementing these methods is an important factor to review 

in these cases [23]. 

Those individuals with high hopes were challenging, 

focusing on success rather than failure, more likely to achieve 

goals, and maintaining a positive emotional state. On the other 

hand, those individuals with low hopes do not do their best, 

focus on failure, focus on the possibility of failure, and 

maintain a negative emotional state [24]. In addition, people 

with high hopes tend to have difficulties in our lives such as in 

the event of a disability, while those with low hopes tend to 

perceive such difficulties to happen only to one-self. In 

addition, people with high hopes tend to think of social 

support networks and actively ask for help from others when 

they have to solve difficult problems, but those with low 

hopes tend not to have social support networks to help them 

manage stressors, and tend not to seek social support. 

Moreover, those with low hopes are less flexible in their use 

of pathways to pursue goals, experience negative emotions 

when they focus on only the original initial goal, are immature 

in using or developing alternative strategies, and often for this 

reason fail to achieve goals [25]. Thus, hope is a positive trait 

that has important implications for individuals and society to 

set and realize better goals [26]. 

Hope, on the other hand, has been identified as a factor that 

cushions or mitigates stress. In the face of stress during goal 

pursuits, those individuals with high hopes perceive 

themselves as being able to overcome stress by finding 

alternative ways to resolve life’s problems [22]. Indeed, those 

individuals with high hopes came up with more alternatives 

than those with low hopes to manage issues, and responded 

more aggressively to stress in a way to alleviate the stress in 

their lives. In addition, high hopes were reported to adjust to 

cope with unpredictable stressors [27]. When faced with 

stressors, high-hopes people create more strategies to deal 

with stressors than lower hope people (pathways thinking), 

and showed a tendency to use these strategies more (agency 

thinking) [22, 24, 25]. Furthermore, those with high hopes 

had a rapid recovery of the stress response in situations that 

would have routinely created stressors [28]. 

This hope has been found in many studies as a mediator for 

this experience by the individual. In the study of female 

marriage immigrants in Korea, hopes were found to be 

mediating roles in the relationship between family related 

stress of immigrants and well-being of the person being 

studied [29], and stress coping and psychological well-being 

of the female marriage immigrants [30]. In a study of mothers 

with children attending kindergarten, hope mediated in the 

relationship between growth mindset and child well-being, 

and parental stress and child well-being [31]. In addition, 

hope in the study of university students partly mediated in the 

relationship between attachment and mental health in that 

case [32]. In this vein, it is necessary to verify whether hope 

mediates in the relationship between job stress and happiness 

of employees and office workers. 

On the other hand, mindset is referred to as a frame or lens 

of the mind that interprets and selectively organizes 

information [33]. In this way, mindset is formed in the process 

of developing people's beliefs that organize the world in their 

own way, such as organizing how they perceive the world and 

gives meaning to their experiences. Therefore, mindset is not 

the same for every person, because each individual will create 

different psychological worlds according to their own beliefs, 

and therefore think, feel and act differently if viewed in the 

same situation [34].  

This mindset is divided into the two categories of growth 

mindset and fixed mindset. Growth mindset is a belief that 

experience and effort can improve talent and intelligence, 

while fixed mindset is a belief that the ability is fixed and 

cannot be changed [33]. A person with a growth mindset 

believes that intelligence can be developed and improved in 

an individual, and that the human brain is like a muscle that 

can be improved through training. This stimulates desire for a 

change in the individual [35]. On the other hand, a person 

with a fixed mindset believes that intelligence has inherent 

characteristics, and therefore believes that there is a certain 

amount of thinking on this topic. For example, students with a 

growth mindset try hard with innovative strategies and high 

continuity, but students with a fixed mindset have a negative 

response to the challenge, lack of patience, and maladaptive 

coping behaviors and helpless reactions, such as a desire to 

quit the task before it is completed [36, 37]. 

In this instance, growth mindset is a belief that intelligence 

can be changed through effort and learning. It is applied not 

only to intelligence but also to various fields such as academic 

achievement, aggression in personality, consciousness, and is 

seen in the development of human relationships. The degree 

of stress coping depends on the application of the mindset. In 

other words, Crum et al. [38] found that people with a 

"mindset" of "stress is beneficial" had a moderate level of 

cortisol hormone secretion as was identified in stress 

situations. For people with low cortisol responses, the mindset 

that "stress is beneficial" promotes cortisol secretion, and for 

those who have a high cortisol response, this "mindset" 

mitigates a cortisol secretion [38].  
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Therefore, growth mindset, which perceives that stress is 

beneficial, has positive results in terms of work performance 

and physical health than in the identified fixed mindset of 

individuals who perceive that stress is harmful. Based on the 

results of previous studies, the level of stress will vary 

according to whether workers have a growth mindset or fixed 

mindset in coping with their experiences of job stress, and the 

level of happiness will change accordingly. Therefore, it is 

necessary to verify when growth mindset intervenes in the 

relationship between job stress and happiness. 

In addition, previous studies have shown that growth 

mindset moderates the relationship between adult leadership 

and organizational effectiveness [39, 40], and can affect or 

influence the relationship between adult hope and an 

organizational effectiveness of the employees at a company 

[39]. It is also reported that hope moderated the relationship 

between self-esteem of middle school students, and may have 

an effect on the experiences of school violence as experienced 

by the students enrolled at schools at that level [41]. In 

addition, in a study for adults, growth mindset showed 

moderated mediation effect in the path of authentic 

leadership, hope and organizational effectiveness [39]. In this 

respect, the growth mindset of middle school students 

moderated the path from parental abuse to school violence via 

self-esteem [41]. Therefore, it is necessary to verify whether 

growth mindset moderates the path of job stress, hope, and 

happiness in order to find strategies to use to enhance the 

happiness of the workers. 

On the other hand, workers are experiencing various 

difficulties compared with other age groups, and among them, 

job stress is reported to be the most serious problem 

experienced by workers on the job. That being said, it is seen 

that 87.8% of workers are experiencing abnormalities which 

may be linked to job stressors, such as lethargy and digestive 

diseases due to job stress, and 74.4% experience depression 

while employees of various companies in Korea [42]. In 

addition, in 2009, job stress felt by Korean workers was at the 

highest levels, and it was subsequently noted that these 

workers had the lowest level of job satisfaction among OECD 

member countries. In a study on the stressors plagued by 

individuals of large firms, it was found that stressful factors 

such as heavy work, working environment, promotion, lack of 

ability, achievement of goal, future anxiety and simple task 

were important stress factors that affect the employees and 

workers [43]. In a stress study of central government officials, 

the excess of workload has a significant and direct impact on 

job stress, as well as negatively affecting organizational 

commitment, job commitment, and job satisfaction of the 

workers in the workplace environment [44]. Therefore, it is 

necessary to plan ways to mitigate job stress for the workers, 

which can help to raise their level of satisfaction with the job 

and raise their perception of hope in relation to their work 

environment. In particular, it is necessary to study the various 

complex pathways from job stress to happiness through hope 

and growth mindset variables, which are emerging positive 

psychological variables inherent in individuals to some 

varying degree (as studied here), and to find ways to solve the 

problem of job stress based on these results. 

Therefore, the purpose of this study is to find out the 

moderated mediation effect of growth mindset on job stress 

and hope affecting happiness, and to improve the happiness of 

the worker who is suffering from job stress in the workplace 

environment. In order to achieve these research objectives, 

the following research questions were created for review. 

Two major questions need to be asked at the outset of this 

research: First, what is the correlation between job stress, 

hope, growth mindset, and happiness? Second, does growth 

mindset moderate the mediating effect of hope in the 

relationship between job stress on happiness? 

II.  RESEARCH METHOD 

A. Research model 

Based on the previous researches, the research model that 

was used categorized job stress shown where it directly 

affects happiness, hope mediates this direct effect, and this 

mediation is moderated by growth mindset, was set as shown 

in Figure 1. 

 

Figure 1: Research model 

B. Research subjects and data collection methods 

For the subjects of this study individual participants from 3 

cities and counties in Chungcheongnam-do, Korea were 

randomly sampled, and 338 workers including civil servants, 

business workers, and social welfare workers were 

purposively sampled. Data were collected through 

questionnaires that were sent to the participants and returned 

for review to the researchers. The data were collected in 

consideration of the sex ratio, the position ratio, and the 

occupation rate. 

C. Research tools 

1. Job stress 

In this study, we used the scale developed by Parker and 

DeCotiis [13] to measure the amount of job stress experienced 

by a participant. This scale was developed to assess overall 

job stress on a regular basis, with a focus on the signs and 

inclinations manifesting in the individual as precursors of job 

stress. A total of 13 items are rated on a 5-point Likert scale 

from “1=absolutely untrue” to “5=absolutely true.” The 

higher the score, the higher the job stress as noted in the 

individual. In this study, the Cronbach alpha for job stress was 

.830. 

2. Hope 

To measure hope, we use the Korean version of the hope 

scale (K-DHS), which is adapted and validated by Choi et al. 

[45]. It was originally 

developed by Snyder et al. [21]. 
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 In this case, hope is composed of four items of agency 

thinking that measure goal setting, and four items of pathways 

thinking that measures how to reach the goal. A total of 8 

items are rated on a 5-point Likert scale from “1=absolutely 

untrue” to “5=absolutely true.” The higher the score, the 

higher the level of hope as measured in the individual studied. 

In this study, the Cronbach alpha for hope was .903. 

3. Growth mindset 

Growth mindset scale is a tool utilized for measuring how 

close an individual is to a fixed mindset or growth mindset. 

We used the growth mindset scale which was developed by 

Dweck [33], which is divided into subgroups of intelligence 

and personality. A total of 8 items are rated on a 5-point Likert 

scale from “1=not at all” to “5=very agree.” The higher the 

total score, the higher the growth mindset as noted in the 

individual studied. In this study, the Cronbach alpha for 

growth mindset was .797. 

4. Happiness 

To measure a happiness factor, we used the happiness scale 

which was developed by Lyubomirsky and Lepper [46], and 

used by Shin[47] (2012). The scale consists of 5 items and 

each item consists of a 5-point Likert scale from “1=not at all” 

to “5=very agree.” The higher the score, the higher the 

identified measure of happiness of the subject. In this study, 

the Cronbach alpha for growth mindset was .872. 

D. Data Analysis 

In this study, SPSS Win. 23.0 and SPSS PROCESS macro 

ver. 3.2 were used for determining the statistical analysis. 

First, SPSS Win. 23.0 was used for identifying the descriptive 

statistics, reliability analysis, and correlation analysis of the 

variables. Second, SPSS PROCESS macro ver. 3.2 was used 

for the moderated mediation effect analysis. And in this case, 

for the verification of effect analysis we used a bootstrap 

method, in which the number of bootstrap samples was set to 

5,000, and the confidence interval was set to 95%. 

III. RESULTS AND DISCUSSION 

A. Correlation analysis and Descriptive statistics 

The correlation analysis was performed to determine the 

relationship between the reviewed variables. The results are 

shown in Table 1. As a result of analysis, job stress had 

negative correlation with hope, growth mindset and 

happiness. And in this reference, there was a positive 

correlation between happiness, hope and growth mindset. 

Among these variables studied, happiness and hope had the 

highest correlation coefficient (r=.574, p<.01). 

Descriptive statistics analysis showed that the mean of 

happiness was higher than the mean of hope and growth 

mindset, and the mean of the job stress was lower than the 

median score (3 points). 

 

Table 1: Analysis of correlation and descriptive statistics 

among the main variables 

 1 2 3 M SD 

1. Job 

stress 
1   2.6354 0.61527 

2. Hope -0.251
**

 1  3.5564 0.59465 

3. Growth 

mindset 
-0.245

**
 0.257

**
 1 3.3335 0.61394 

4. 

Happiness 
-0.359

**
 0.574

**
 0.295

**
 3.7139 0.65985 

** p<0.01 

B. The moderated mediation effect of growth mindset 

Table 2 and Figure 2 shows the moderated mediation 

effects of the growth mindset. An analysis was made using an 

analysis procedure of a Model 7 by using the SPSS Process 

macro. First, the moderating effect of the growth mindset was 

shown to be verified, because the interaction term between 

job stress and growth mindset was significant (-.1509, p<.05). 

In addition, the test value of R2 was significant (.0104, 

p<.05), and thus the moderating effect of the growth mindset 

was also subsequently verified. The moderating effect of 

growth mindset was consistent with similar previous 

studies[39-41].  

The conditional effects of independent variable, job stress, 

were measured on the M-SD, M, and M+SD values of the 

growth mindset. As a result, the known conditional effects of 

the job stress at M and M + SD values of growth mindset was 

significant. Namely, the growth mindset was effective in the 

middle and high level of the growth mindset. 

As the results of analyzing the conditional effects of the job 

stress at values of growth mindset by using the 

Johnson-Neyman significance region, the moderating effect 

of growth mindset was shown to be not significant when the 

growth mindset value was lower than -.5198, but when the 

growth mindset was higher than -.5198, the moderating effect 

of growth mindset was shown to be considered significant. In 

addition, the number of subjects who belonged to a region 

with a growth mindset value lower than -.5198 was 16.86%, 

and the number of subjects who belonged to a region with a 

growth mindset value higher than -.5198 was 83.16%. 

When job stress decreased, hope decreased, but this 

decrease was more apparent in the lower group of growth 

mindset than in the higher group as was studied.  

On the other hand, if the influence of the independent 

variable on the mediating variable is significant, and the effect 

of the mediating variable on the dependent variable is 

significant, the mediating variable is considered to be a 

mediating effect[48]. Therefore, job stress had a significant 

effect on hope (-.2024, p<.001), and hope had a significant 

effect on happiness (.5741, p<.001). Therefore, it was verified 

that hope mediated in the relationship between job stress and 

happiness for the employees studied. The mediating effects of 

hope were in line with the results of similar studies as seen in 

a review of the literature on this topic [29, 30, 32, 41]. 

The conditional indirect effect of job stress on employee 

happiness was shown to be statistically significant at the M 

and M+SD value of growth mindset, and thus the growth 

mindset moderated the path of job stress →  hope → 

happiness at medium and higher level of growth mindset, 

which verified the moderated medication effect of growth 

mindset.  
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Therefore, when the growth mindset is at the M or M+SD 

values, the path of job stress →  hope → happiness was 

considered to be buffered. 

Table 2: Analysis of moderated mediation effect of growth 

mindset 

Variables Coeffect SE t-value p LLCI
* ULCI

** 

Mediating variable model(DV: Hope) 

constant 3.5469 .0314 112.9469 .0000 3.4851 3.6087 

Job stress -.2024 .0516 -3.9243 .0001 -.3038 -.1009 
Growth 

mindset 
.1741 .0525 3.3187 .0010 .0709 .2773 

Job stress 

x Growth 

mindset 
-.1509 .0765 -1.9739 .0492 -.3014 -.0005 

Test of highest order unconditional interaction 
 R

2 F p 

Job stress x Growth 

mindset 
.0104 3.8963 .0492 

Conditional effects of the job stress at values of growth mindset 
Growth 

mindset 
Effect se t p LLCI

* ULCI
** 

-.6128 -.1099 .0673 -.1.6314 .1038 -.2423 .0266 

.0000 -.2024 .0516 -3.9243 .0001 -.3038 -.1009 

.6128 -.2949 .0719 -4.0986 .0001 -.4364 -.1533 

Conditional effects of the job stress at values of growth mindset 
Growth 

mindset 
Effect se t p LLCI ULCI 

-1.7131 .0562 .1376 .4086 .6831 -.2144 .3268 

. 

. 

. 

-.5318 -.1221 .0635 -1.9220 .0555 -.2470 .0029 
-.5198 -.1239 .0630 -1.9671 .0500 -.2478 .0000 
-.3631 -.1476 .0569 -2.5923 .0100 -.2595 -.0356 

. 

. 

. 

1.6619 -.4532 .1403 -3.2308 .0014 -.7291 -.1773 
Dependent variable model (DV: Happiness) 

Variables Effect SE t-value p LLCI
* ULCI

** 

Constant 1.6686 .1784 9.3528 .0000 1.3177 2.0196 

Job stress -.2490 .0478 -5.2107 .0000 -.3430 -.1550 
Hope .5741 .0495 11.6068 .0000 .4768 .6714 

Conditional indirect effects of X on Y(Job stress→Hope→Happiness) 

Growth 

mindset 
Effect Bootse LLCI

* ULCI
** 

-.6128 -.0631 .0535 -.1670 .0459 

.0000 -.1162 .0398 -.1964 -.0397 

.6128 -.1693 .0552 -.2791 -.0634 
* LLCI = boot lower limit value within the 95% confidence interval of the 

indirect effect 

** ULCI = boot upper limit value within the 95% confidence interval of 

the indirect effect  

 
Figure 2. The moderating effect of growth mindset on the 

relationship between job stress and hope 

IV. CONCLUSION 

This study analyzed whether the growth mindset of the 

workers moderates the path from happiness to hope through 

the incidence or presence of job stress. First, job stress had a 

negative correlation with the perception of employee based 

hopes, a growth mindset and happiness. Second, as a result of 

the moderated mediation effect analysis, the conditional 

indirect effect of growth mindset was verified, which tested 

the moderated mediation effect of a growth mindset. Based on 

these results, further researches were suggested as follows.  

First, in this study, we did not verify the difference of major 

variables according to the possible available demographic 

characteristics. Future studies need to analyze these 

differences and identify the reasons for the differences 

utilizing research data. Second, this study did not analyze any 

differences in the consideration of various types of workers. 

This being noted, that correlations, mediating effects, 

moderating effects and moderated mediating effects are 

expected to be different depending on various types of 

workers, and further studies are needed to review those 

results. Third, further researches are needed to develop 

specific programs by using the ideas of a hope and growth 

mindset, such as to include mediation and moderation 

variables in order to enhance the happiness of workers. 
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