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Abstract: Research on positive psychology intervention is in its infancy; only a few empirical studies
have proved the effectiveness and benefits of psychological capital interventions in workplaces. From a
practical perspective, a more convenient intervention approach is needed for when organizations have
difficulties in finding qualified trainers. This study aims to extend the psychological capital intervention
(PCI) model and examine its influence on work-related attitudes. A daily online self-learning approach
and a randomized controlled trial design are utilized. A final sample of 104 full-time employees, recruited
online, is randomly divided into three groups to fill in self-report questionnaires immediately before
(T1), immediately after (T2), and one week after (T3) the intervention. The results indicate that the
intervention is effective at improving psychological capital (PsyCap), increasing job satisfaction,
and reducing turnover intention. The practical implications for human resource managers conducting
a flexible and low-cost PsyCap intervention in organizations are discussed. Limitations related
to sample characteristics, short duration effect, small sample size, and small effect size are also
emphasized. Due to these non-negligible drawbacks of the study design, this study should only be
considered as a pilot study of daily online self-learning PsyCap intervention research.

Keywords: psychological capital intervention; online self-learning; job satisfaction; turnover intention;
job embeddedness; cost-effectiveness

1. Introduction

In the wake of the influential positive psychology movement, Luthans and Church [1] (p. 59)
defined positive organizational behavior (POB) as “the study and application of positively oriented
human resource strengths and psychological capacities that can be measured, developed, and effectively
managed for performance improvement in today’s workplace”. Instead of emphasizing relatively
stable individual differences such as positive personality traits, POB tries to pay more attention to
state-like factors that can be developed through well-designed workplace interventions and targeted
managerial policies [2].

It is widely assumed that POB can result in highly valued outcomes that benefit employees and
organizations [3]. However, compared to the large number of studies that focus on cross-sectional
or longitudinal relationships between POB and outcome variables, empirical research focusing on
organizational positive psychology interventions is still in its early stages [4]. In the current situation,
we do not have enough evidence to support the supposed benefits of positive psychology interventions
in organizations, so it will be difficult for human resource (HR) managers to implement positive
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psychology practices [5], which reveals the huge gap between the requirements from organizations to
promote employees’ POB and the tough reality that HR managers do not know how to do so. Therefore,
more research on POB interventions is required to not only prove the real value of POBs but also show
HR managers how to conduct POB interventions.

Psychological capital (PsyCap), which goes beyond human and social capital, might be one of
the most popular POB in both academic and practical fields, and includes four elements: self-efficacy,
optimism, hope, and resilience. Many studies have focused on what influences PsyCap and what
it leads to [6] but not on PsyCap interventions. Luthans et al. [7] put forward an intervention
model, the psychological capital intervention (PCI) model, to operationalize and implement PsyCap
interventions. Several intervention studies explore the effectiveness of the PCI model [8–11]. These
interventions are typically conducted by training facilitators using face-to-face or online training, lasting
one to three consecutive hours, and utilizing a series of group activities, discussions, or individual
exercises [7,9,10]. To sum up, previous PsyCap intervention studies have something in common. First,
they are mainly based on the PCI model. Second, they provide one to three hours’ centralized training
and do not clarify trainers’ qualifications and styles. Third, they mainly focus on the effectiveness of
PsyCap intervention but ignore its influence on other work-related outcomes, except for one study that
tests the effect of the intervention on on-the-job performance [9]. Fourth, the participants are all from
Western countries.

However, in workplaces, it might be difficult to implement interventions in this way, especially
in China. For instance, it is difficult to find a training time suitable for all employees. If employees
have emergency work but must attend intervention workshops due to pressure from HR managers,
they may be absent-minded or participate halfheartedly, which would counteract the intervention’s
effect. In addition, if HR managers make employee participation voluntary, it will cost more money for
organizations to make all employees get access to the training. Furthermore, small or middle-sized
organizations in small or middle-sized cities in China might face difficulties in finding qualified trainers,
as the development of psychological talent is uneven in different regions of mainland China.

Therefore, this study aims to extend the PsyCap intervention literature from both a theoretical
and a practical perspective in the cultural context of mainland China. First, we add a goal-as-journey
metaphor [12] in the hope of supplementing the PCI model. Second, we utilize a daily online
self-learning approach to conduct the intervention. Third, based on the conservation of resources
(COR) [13,14] theory, we examine the intervention effect on PsyCap and also other work-related
attitudes: job satisfaction, turnover intention, and job embeddedness.

1.1. Psychological Capital Development

PsyCap is defined as “an individual’s positive psychological state of development and is
characterized by: (1) having confidence (self-efficacy) to take on and put in the necessary effort
to succeed at challenging tasks; (2) making a positive attribution (optimism) about succeeding now
and in the future; (3) persevering toward goals, and when necessary, redirecting paths to goals (hope)
in order to succeed; and (4) when beset by problems and adversity, sustaining and bouncing back and
even beyond (resiliency) to attain success” [15] (p. 3). It has been argued that these four elements have
a synergistic effect and have more influence when combined than separate [7], which indicates that
PsyCap, as a core construct, is better than any of its individual components at predicting outcome
variables [16].

Moreover, as the concept of PsyCap is derived from the USA and European countries, it is
important to illustrate how we can directly apply the PCI model to non-Western countries. From a
theoretical perspective, Lomas [17] introduces the idea of positive cross-cultural psychology and
argues that most research actually offers a synthesizing perspective on positive psychology, which
recognizes universals in the way well-being is sought, constructed, and experienced, but it also allows
for extensive variation in the ways these universals are shaped by culture. However, to the best of our
knowledge, the literature on cultural differences in PsyCap interventions is still deficient.



Int. J. Environ. Res. Public Health 2020, 17, 8754 3 of 19

From an empirical perspective, although the concept of PsyCap originates from Western countries,
it also attracts wide research interest from many other different countries, such as South Africa [18],
Ethiopia [19], Russia [20], Korea [21], Malaysia [22], Pakistan [23], China [24–27], and so on, which all
support the positive effect of PsyCap. A recent meta-analysis [28] suggests that positive psychology
interventions that are conducted in non-Western countries have larger effects than those in Western
countries. However, research in the field of positive psychology interventions in non-Western countries
is still in its infancy, and researchers urge articles from non-Western countries, even when there is a
finding of no effect, as this is likely to reduce the publication bias in positive psychology intervention
research [28,29].

Therefore, our study aims to generalize the effectiveness of the PCI model in mainland China
in order to enrich the literature on positive psychology interventions in non-Western countries.
The theory of the development of the four core constructs of PsyCap has been illustrated in detail in
the literature [1,7]. Here, we summarize it briefly.

1.1.1. Developing Efficacy

Bandura’s [30] social cognitive theory, especially the content related to efficacy, has been
widely accepted. He classified sources of efficacy into four categories: task mastery, modeling
or vicarious learning, social persuasion and positive feedback, and physiological or psychological
arousal. This became the basic foundation of the PCI model [31]. In the PCI model [7], employees
who participate in the intervention will be encouraged to experience and model success through
social persuasion and arousal, which will give them a positive emotional experience and confidence to
generate plans to achieve their goals. Additionally, combined with hope development, participants
can create an imaginary task mastery experience by generating pathways, inventorying resources,
and identifying subgoals to enhance and develop their efficacy.

1.1.2. Developing Hope

Positive psychologist Rick Snyder’s work [32] is also the foundation of PsyCap development.
He identified the basic components of hope as agency, pathways, and goals. In the PCI model, Luthans
and colleagues [7] use a three-pronged strategy, embedded in a goal-oriented framework, which
included goal design, pathway generation, and overcoming obstacles. First, employees who participate
in the intervention will be guided to form personal goals. Then, they will be asked to divide their goals
into several steps. After that, they will be encouraged to think about as many different pathways to
the goal as possible. They will also consider the obstacles they might face and figure out alternative
solutions to overcome them.

In this study, we add a goal-as-journey metaphor as a prime picture to stimulate participants’
motivation to put their goals into action. Combining the conceptual metaphor theory [33] and
identity-based motivation theory [34], researchers have shown that the journey metaphor implies a
feeling of knowing how to achieve a goal and promote identity connection [12].

1.1.3. Developing Resilience

The resilience component in the PCI model [7,35,36] mainly comes from Masten [37],
who considered asset factors, risks factors, and influence processes as three major components of
resiliency. The most effective strategies to build resilience are based on enhancing assets (e.g., becoming
more employable) and proactively avoiding risky, potentially adverse events (e.g., meeting critical
deadlines) [37]. In the PCI model, employees who participate in the intervention will be encouraged to
write down their reactions to recent feedback at work. Then, they will be guided to form a view of
reality and how to react with resilience.
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1.1.4. Developing Optimism

Luthans and his colleagues [7] developed the optimism dimension of PsyCap from both an
expectancy-value orientation and a positive attributional, explanatory style [38], with realistic optimism
being the ideal. They proposed that self-efficacy and hope training can both be used to build optimism [7].
Specifically, employees who participate in PCI will be guided to consider “bad events” as potential
challenges or obstacles and then use the methods to develop hope to create alternative pathways to
overcome problems.

1.2. Daily Online Self-Learning Method

In order to widely promote PsyCap interventions in China, HR managers should consider more
flexible methods of conducting PsyCap interventions. With the development of the Internet, distance
education has gradually become more popular. Increasingly, employees have arranged their spare time
to allow for self-learning through distance education. Therefore, online self-learning might replace
centralized workshops to implement PsyCap intervention in organizations, and intervention time could
be divided into several days to allow employees to autonomously choose an appropriate schedule.

In the literature, self-learning modules are defined as self-contained instructional tools that guide
learners through a step-by-step process for achieving educational objectives [39]. It contains some basic
elements, including clear objectives and directions, materials needed for accomplishing objectives,
and post-tests to examine the effectiveness. The instructional materials usually contain text and images
that explain what is to be learnt and include examinations for self-assessment after self-learning.
Compared with traditional learning methods with teachers, self-learning is a low-cost, nontechnical,
and easily and widely disseminated strategy, which is commonly used by students, nurses, and other
groups [40–42].

Moreover, traditionally, educators have focused on lecture/discussion teaching methods [43],
in which learners are dependent upon instructors and are assumed to have a passive role in learning
activities. Lectures assume that all participants are at the same level and learning at the same pace.
By contrast, self-learning shows some distinct characteristics. It fosters learners’ personal autonomy,
allows them to realize self-management, and lets them control the learning process and utilize an
independent approach to learning [44].

To conclude, an online-based self-learning intervention approach enjoys the benefits of speed,
convenience, cost, and effectiveness, which can be applied to interventions in workplaces to promote
employees’ PsyCap and further human resource development [8]. Additionally, there have been
a number of studies examining the effectiveness of online methods to deliver education, training,
and interventions [45]. Therefore, we decided to adopt a daily online self-learning method to implement
PsyCap intervention and proposed the following hypothesis:

Hypothesis 1. The daily online self-learning PsyCap intervention will effectively improve the PsyCap level
of employees.

1.3. Work-Related Attitudes

In this study, we not only pay attention to the effectiveness of an online self-learning method for
promoting PsyCap but also assess the influence of PsyCap interventions on work-related attitudes.

According to psychological resource theories such as the conservation of resources (COR)
theory [13,14], individuals are motivated to acquire, maintain, and foster the necessary resources,
as found in PsyCap, to attain successful performance outcomes. If an individual builds abundant
resources including personal, social, economic, etc., he or she will be more capable of overcoming
obstacles, enduring severe stress, and seeing accomplishments [46]. PsyCap, as an underlying capacity
consisting of four positive psychological resources, is supposed to be beneficial to employees’ attitudes
and performance [47], both in the workplace and in their personal lives, through the mechanism of
improving motivation and cognitive processing.
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In addition, plenty of empirical studies have already demonstrated the influence of
PsyCap on work-related outcomes, such as satisfaction or commitment [48,49], absenteeism [50],
and performance [16]. However, except for Luthans et al. [9], who provided evidence that short training
interventions can develop participants’ PsyCap and improve on-the-job performance, few intervention
studies have attempted to determine whether PsyCap development has a positive influence on
employees’ work-related attitudes. In this study, we choose job satisfaction, turnover intention, and job
embeddedness as outcome indicators of PsyCap intervention, as they are the most common and
fundamental work-related attitudes.

1.3.1. Job Satisfaction

Job satisfaction is a multidimensional construct including cognitive and affective perspectives [51].
From the perspective of cognition, job satisfaction is decided by how much an employee’s physical and
psychological needs are fulfilled by his or her work [52]. From the perspective of affect, job satisfaction
is the overall feeling toward different aspects of one’s job, including payments, leaders, colleagues,
subordinates, environment, content, and so on [53].

With the general expectation of success derived from optimism and the belief in personal abilities
derived from efficacy, employees with higher PsyCap show a higher level of job satisfaction, which
was also supported by a meta-analysis [54].

1.3.2. Turnover Intention

Employee turnover—employees’ voluntary severance of employment ties [55]—has long attracted
the attention of scholars and practitioners [56]. March [57] identifies two main factors that affect
employees’ decision to relinquish their job: movement desirability (or job satisfaction) and ease
(or perceived job opportunities). Before actual turnover behavior, employees usually generate initial
behavior intentions [58] to indicate their possible choices. Avey, Luthans, and Youssef [59] prove that
employees’ level of PsyCap has a positive effect on reducing turnover intention as employees with high
efficacy are prone to have confidence when facing obstacles (such as high job demands) during work
and have higher motivation to overcome difficulties in order to better perform in the organizations;
thus, they are more likely to stay within the organization [60].

1.3.3. Job Embeddedness

Mitchell et al. [61] introduce the notion of job embeddedness to elucidate why people stay
at an organization or leave. It has been gradually recognized that the motives for leaving and
staying are not necessarily opposite to each other [56]. That is, what triggers someone to quit
the job (e.g., interpersonal conflicts or low pay) may differ from what makes people want to stay
(e.g., opportunities for development or supervisor guidance). Sun et al. [62] prove that, in nurses,
high levels of PsyCap are related to higher levels of job embeddedness and performance.

Therefore, we propose the following hypotheses:

Hypothesis 2. The daily online self-learning PsyCap intervention will effectively promote the job satisfaction
of employees.

Hypothesis 3. The daily online self-learning PsyCap intervention will effectively reduce the turnover intention
of employees.

Hypothesis 4. The daily online self-learning PsyCap intervention will effectively promote the job embeddedness
of employees.
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2. Materials and Methods

2.1. Participants

Both the recruitment and the intervention in this study were conducted through WeChat, the most
popular online social and work connection application in mainland China. The study was open
to all who met the following inclusion criteria: 20–60 years old; full-time employees in mainland
China; working for five consecutive workdays every week; and ability to access WeChat on a daily
basis. Participants were excluded from the study if they had a psychology degree, just in case they
were familiar with the procedures of psychology interventions and responded to the surveys in
accordance with the purpose of the intervention. We utilized a convenience sampling method, posting
the recruitment advertisement on researchers’ WeChat. Due to the snowball effect, we recruited 171
participants at time 1 (T1). Due to dropout, 118 participants completed the questionnaire at time 2 (T2),
and 110 participants finished the questionnaire at time 3 (T3). After data cleaning, the final sample
consisted of 104 participants (Figure 1). The rate of valid data was 60.82%.

Figure 1. Participants’ flowchart.

To check for potential selection bias due to dropout, independent-samples t tests and chi-square
tests were calculated for the study variables and demographic variables. The results showed that
the dropouts—those who did not complete post-intervention and follow-up questionnaires—differed
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with regard to gender, χ2(1, N = 104) = 7.497, p < 0.01: more men dropped out of the study than
women. The means of the study variables (PsyCap, job satisfaction, turnover intention, and job
embeddedness) and other demographic variables (age, job tenure, education, and marital status) did
not differ significantly.

The final sample included 38 participants in the experimental group, 31 participants in the placebo
group, and 35 participants in the control group; 27 of the total participants were men and 77 were
women. Most participants (61.5%) were aged between 26 and 35 years, with 31.7% between 36 and 45,
3.8% between 46 and 55, and 2.9% under 25. As for work experience, 47.1% of the participants had
five to 10 years of work experience, 38.5% had more than 10 years, and 14.4% had under five years.
Regarding education, 57.7% of the participants had a bachelor’s degree, 33.7% had a Master’s degree,
and 8.7% had a high school or associate’s degree. Most participants were married (60.6%), while 34.6%
were unmarried, 3.8% were divorced, and 1% were remarried. The sample represented a broad range
of industries: the three most common were healthcare (20.0%), education (19.0%), and information
technology (9.5%). In addition, the three most common job positions in this sample were consultants
(12.4%), human resources personnel (11.4%), and managers (11.4%). The complicated composition of
the final sample, the small sample size, and the short follow-up appeared to be limitations of our study
and are discussed in detail at the end of the study.

2.2. Procedure

All subjects gave their informed consent for inclusion before they participated in the study.
The study was conducted in accordance with the Declaration of Helsinki, and the protocol was approved
by Institutional Review Board of the Faculty of Psychology, BNU on 19th, December 2019 (201912190084).
This study was conducted using a randomized controlled trial (RCT) intervention method.

First, participants voluntarily filled out the informed consent form, baseline questionnaire
(T1), and contact information (e-mail address and nickname) online after they viewed the study’s
advertisement and decided to participate. We made the study purpose, inclusion and exclusion criteria,
and rewards very clear in our online recruitment advertisement. It was stated that this was a three-fold
survey on occupational psychological health and the lucky participants could get access to a five-day
online activity to promote mental health.

Then, after finishing a pretest questionnaire, participants were randomly assigned to one of three
WeChat online groups (assigned by e-mail) according to the sequence in which they finished the pretest:
experimental group, placebo group, and control group. After creating three WeChat online groups,
the researcher again explained the study purpose and procedures to the different groups. Participants
in the control group were thanked for participating in a survey on occupational psychological health
and told when and how to complete the online questionnaires three times. As to the experimental
and placebo groups, the researcher thanked them for their participation in a survey on occupational
psychological health and told them that they were the lucky ones, getting an opportunity for a five-day
activity to promote mental health. Therefore, it was a single-blind design, as the participants in the
placebo group had the same study guidance but a different intervention from the experimental group
to ensure that the results were due to the experimental design instead of the organizational process or
instruction. Next, interventions were conducted by sending daily online links to reading materials
and practice activities to the experimental group and online links to write down self-reflections to the
placebo group for five consecutive workdays. The links were sent in the morning, and participants
could choose a convenient time to read and complete the content before the next day. Nothing was sent
to the control group. On day six, participants in all three groups were sent a posttest questionnaire (T2).
One week later, they were sent a follow-up questionnaire (T3). Participants were asked to complete
the intervention in a quiet setting, free from interference. It took approximately 20 min to finish the
intervention each day. Each participant won 10-yuan rewards every time they completed a survey.
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For PsyCap intervention according to the PCI model and journal metaphor, in the links sent to
experimental group, participants were asked to read materials or engage in related activities and record
their answers to questions (Figure 2).

In order to balance the Hawthorne effect that may exist in an experimental group, we utilized an
expressive writing [63] and a self-reflection [64] intervention method for participants in the placebo
group. A growing number of studies have found that expressive writing improves a variety of
outcomes, ranging from improved immunity and reduced stress [65]. A meta-analysis [66] reveals that
emotional disclosure confers lots of benefits, including increased physical and psychological well-being.
Therefore, in the links sent to the placebo group, participants were guided to engage in self-reflection
and record anything impressive from the work in at least 50 Chinese characters every day.

Figure 2. The intervention process.



Int. J. Environ. Res. Public Health 2020, 17, 8754 9 of 19

2.3. Measures

All four study variables (psychological capital, job satisfaction, turnover intention, and job
embeddedness) were assessed at all three measurement points (T1, T2, and T3) using the scales outlined
below with the exception of demographic variables, which were collected only at T1. All participants
created unique nicknames for themselves, which were used to match the three questionnaires. Given
that the nicknames might reveal a participant’s identity, we stored them in a separate file. All scales
showed good internal consistency at all measurement times (see Table 1).

Psychological capital. Psychological capital was measured by the Psychological Capital
Questionnaire-24 developed by Luthans, Avolio, and Norman [16], which included four dimensions:
efficacy, optimism, hope, and resilience. All 24 items were rated on a six-point Likert scale, ranging
from 1 (completely disagree) to 6 (completely agree).

Job satisfaction was measured by the six-item Overall Job Satisfaction short form developed by
Agho, Price, and Mueller [67]. Items such as “I find real enjoyment in my job” and “I am seldom
bored with my job” were rated on a five-point Likert scale, ranging from 1 (completely disagree) to 5
(completely agree).

Turnover intention was measured with a five-item scale used in previous research by Bluedom [68],
including items such as “I intend to quit my present job.” Respondents indicated their answers on a
seven-point Likert scale, ranging from 1 (completely disagree) to 7 (completely agree).

We used the seven-item version of a global measure of job embeddedness [69]. Items such
as “I feel attached to this organization” and “It would be easy for me to leave this organization”
were accompanied by responses on a five-point Likert scale, ranging from 1 (completely disagree) to 5
(completely agree).

Table 1. Correlations and reliability of all study variables.

1 2 3 4 5 6 7 8 9 10 11 12

1. PC T1 (0.89)
2. PC T2 0.77 ** (0.91)
3. PC T3 0.75 ** 0.89 ** (0.93)
4. JS T1 0.61 ** 0.51 ** 0.53 ** (0.83)
5. JS T2 0.48 ** 0.55 ** 0.58 ** 0.80 ** (0.89)
6. JS T3 0.49 ** 0.57 ** 0.63 ** 0.77 ** 0.89 ** (0.90)
7. TI T1 −0.30 ** −0.27 ** −0.31 ** −0.60 ** −0.53 ** −0.57 ** (0.94)
8. TI T2 −0.30 ** −0.29 ** −0.36 ** −0.59 ** −0.61 ** −0.63 ** 0.90 ** (0.93)
9. TI T3 −0.27 ** −0.28 ** −0.34 ** −0.57 ** −0.59 ** −0.62 ** 0.90 ** 0.95 ** (0.96)
10. JE T1 0.21 * 0.20 * 0.26 ** 0.51 ** 0.58 ** 0.55 ** −0.62 ** −0.65 ** −0.64 ** (0.81)
11. JE T2 0.19 0.24 * 0.27 ** 0.49 ** 0.60 ** 0.59 ** −0.58 ** −0.65 ** −0.66 ** 0.87 ** (0.87)
12. JE T3 0.21 * 0.28 ** 0.34 ** 0.47 ** 0.57 ** 0.64 ** −0.62 ** −0.68 ** −0.70 ** 0.83 ** 0.88 ** (0.83)

Note. T1 = Time 1; T2 = Time 2; T3 = Time 3. PC = Psychological capital; JS = Job Satisfaction; TI = Turnover
Intention; JE = Job Embeddedness. Coefficient alphas appear in parentheses along the diagonal. * p < 0.05. ** p < 0.01.

2.4. Data Analysis

SPSS 18.0 and MPLUS 7.0 were used to analyze the data. Descriptive analyses and tests of baseline
homogeneity of three groups were conducted using analysis of variance (ANOVA) and chi-square
analysis. Data are available from the corresponding author.

To test the hypotheses, we conducted a mixed between-within ANOVA. The interaction of Group
(experimental, placebo, control) × Time (T1, T2, T3) was analyzed to test whether three groups showed
different development over time. Moreover, we conducted post hoc analyses to test mean differences
between three groups at T1, T2, and T3 with three multivariate analyses of variance (MANOVAs).
In addition, analysis of covariance (ANCOVA) was used to support the differences between the groups.
Then, pairwise comparisons were conducted to test within-group differences, that is, whether the
experimental group showed a significant difference in the study variables at different time points.
Partial eta-squared (ηp

2), Cohen’s d, and 95% confidence intervals were calculated to examine the effect
size. Cohen’s d was considered to be a small effect if d ≥ 0.2, a medium effect if d ≥ 0.5, and a large
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effect if d ≥ 0.8 [70]. Partial eta-squared was interpreted as a small effect if ηp
2
≥ 0.01, a medium effect

if ηp
2
≥ 0.06, and a large effect if ηp

2
≥ 0.14 [70].

3. Results

3.1. Preliminary Analysis

The ANOVA indicated that random assignment was truly effective at establishing an initial
equivalence between the three groups, as no significant differences were found between their levels
of PsyCap (p = 0.981). Furthermore, at the baseline, no significant differences were found between
groups for job satisfaction (p = 0.952); turnover intention (p = 0.731); job embeddedness (p = 0.514)
(Table 2); gender, χ2 (1, N = 104) = 0.98, p = 0.612; age, χ2 (3, N = 104) = 4.51, p = 0.608; job
tenure, χ2 (4, N = 104) = 12.81, p = 0.118; education, χ2 (3, N = 104) = 4.24, p = 0.644; or marriage,
χ2 (3, N = 104) = 3.35, p = 0.764.

Table 2. Means, standard deviations, and results of the multivariate analyses of variance (MANOVAs)
for study variables at pretest (time 1), posttest (time 2), and follow-up (time 3), comparing experimental,
placebo, and control groups.

Variable Group

M (SD) Results of MANOVA

Pre (T1) Post
(T2)

Follow-up
(T3)

Pre (T1) Post (T2) Follow-up (T3)

Univariate
F,

p-Value
ηp

2
Univariate

F,
p-Value

ηp
2

Univariate
F,

p-Value
ηp

2

PsyCap
E 4.47

(0.559)
4.66

(0.503)
4.69

(0.513) 0.020,
0.981

0.000 1.673,
0.193

0.032 1.705,
0.187

0.033
P 4.48

(0.434)
4.52

(0.489)
4.51

(0.473)

C 4.49
(0.514)

4.44
(0.554)

4.49
(0.532)

Job
Satisfaction

E 3.29
(0.651)

3.52
(0.632)

3.57
(0.636) 0.048,

0.952
0.001 0.438,

0.646
0.009 0.852,

0.430
0.017

P 3.34
(0.689)

3.38
(0.812)

3.41
(0.785)

C 3.33
(0.795)

3.38
(0.774)

3.35
(0.782)

Turnover
Intention

E 3.65
(1.64)

3.45
(1.51)

3.48
(1.59) 0.314,

0.731
0.006 0.725,

0.487
0.014 0.308,

0.736
0.006

P 3.69
(1.80)

3.90
(1.63)

3.77
(1.59)

C 3.39
(1.69)

3.62
(1.58)

3.52
(1.59)

Job
Embeddedness

E 3.12
(0.471)

3.16
(0.618)

3.15
(0.535) 0.671,

0.514
0.013 0.051,

0.950
0.001 0.172,

0.842
0.003

P 2.99
(0.899)

3.14
(0.904)

3.15
(0.861)

C 3.18
(0.671)

3.20
(0.763)

3.07
(0.609)

Note. Group: E = Experimental; P = Placebo; C = Control. N (experimental group) = 38; N (placebo group) = 31;
N (control group) = 35. df = 2; ηp

2 = partial eta-squared.

3.2. Intervention Effects on PsyCap

To test the first hypothesis, which proposed that the intervention would effectively improve the
PsyCap level, we performed a mixed between-within ANOVA. The results revealed a significant
interaction effect for groups by time for PsyCap, F = 3.77, df = 3.439, p = 0.009, ηp

2 = 0.069. As a post
hoc analysis, we conducted MANOVA to test whether the three groups differed significantly regarding
their means at T1, T2, and T3 for PsyCap. The results indicated no significant differences between the
groups (Table 2).

In addition, we conducted ANCOVA for a more rigorous test for mean differences. Specifically,
PsyCap data at T2 and T3 were compared among the experimental, placebo, and control groups,
controlling for PsyCap at T1. In addition to controlling for the effect of PsyCap at T1, we also included
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the covariates of age, gender, job tenure, education, and marriage. The results (Table 3) suggested that
the group variable was a significant predictor of PsyCap at T2 and T3 (p < 0.05), whereas age, gender,
job tenure, education, and marriage were not (p > 0.05).

Table 3. Analysis of covariance (ANCOVA) controlling for study variables at T1, demographic,
and job variables.

Dependent
Variable Variables F Value p-Value Dependent

Variable Variables F Value p-Value

PsyCap at
T2

PsyCap at T1 159.629 <0.001

JS at T2

JS at T1 176.522 <0.001
Age 0.855 0.357 Age 0.001 0.979

Gender 0.131 0.719 Gender 0.170 0.681
Job Tenure 0.144 0.705 Job Tenure 0.221 0.639
Education 0.589 0.455 Education 0.072 0.790
Marriage 0.534 0.467 Marriage 0.221 0.639

Group 4.546 0.013 Group 1.688 0.190

PsyCap at
T3

PsyCap at T1 129.698 <0.001

JS at T3

JS T1 140.703 <0.001
Age 0.028 0.867 Age 0.822 0.367

Gender 2.132 0.148 Gender 0.018 0.893
Job Tenure 0.092 0.762 Job Tenure 0.813 0.370
Education 0.663 0.417 Education 0.298 0.587
Marriage 0.102 0.750 Marriage 0.095 0.758

Group 5.018 0.008 Group 3.089 0.050

TI at T2

TI at T1 433.628 <0.001

JE at T2

JE at T1 314.839 <0.001
Age 0.265 0.608 Age 0.013 0.908

Gender 2.175 0.144 Gender 0.483 0.489
Job Tenure 0.125 0.724 Job Tenure 0.398 0.530
Education 2.470 0.119 Education 0.499 0.482
Marriage 0.616 0.434 Marriage 0.929 0.338

Group 5.017 0.008 Group 1.044 0.356

TI at T3

TI at T1 419.907 <0.001

JE at T3

JE at T1 230.827 <0.001
Age 0.182 0.670 Age 0.037 0.848

Gender 0.397 0.530 Gender 0.701 0.405
Job Tenure 0.005 0.943 Job Tenure 0.923 0.339
Education 1.416 0.237 Education 5.835 0.018
Marriage 0.044 0.835 Marriage 0.405 0.526

Group 1.544 0.219 Group 3.028 0.053

Note. T1 = Time 1; T2 = Time 2; T3 = Time 3. JS = Job Satisfaction; TI = Turnover Intention; JE = Job Embeddedness.

We also analyzed whether the means in the experimental group were significantly distinct from
T1 to T2 and from T1 to T3, expecting an increase across this time frame. Pairwise comparison showed
a significant promotion in PsyCap over time in the experimental group (Figure 3): the means changed
significantly from T1 to T2 (∆(T2–T1) = 0.198, p = 0.001, d = 0.501, 95% CI [0.044, 0.958]) and from T1
to T3 (∆(T3–T1) = 0.224, p = 0.000, d = 0.557, 95% CI [0.098, 1.015]). For the placebo group, pairwise
comparison showed no significant distinctions from T1 to T2 (∆(T2–T1) = 0.043, p = 1.000, d = 0.136,
95% CI [−0.363, 0.634]) or from T1 to T3 (∆(T3–T1) = 0.03, p = 1.000, d = 0.098, 95% CI [−0.4, 0.596]).
For the control group, pairwise comparison also showed no significant differences from T1 to T2
(∆(T2–T1) = −0.043, p = 1.000, d = −0.143, 95% CI [−0.613, 0.326]) or from T1 to T3 (∆(T3–T1) = 0,
p = 1.000, d = 0, 95% CI [−0.469, 0.469]). Thus, only the experimental group saw a significant promotion
in PsyCap level, which supported Hypothesis 1.
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Figure 3. Development of PsyCap and work-related attitudes for the three groups over time.

3.3. Intervention Effects on Work-Related Attitudes

For job satisfaction, the mixed between-within ANOVA showed no significant interaction effect
of group by time, F = 2.015, df = 3.643, p = 0.101, ηp

2 = 0.038. However, the main effect of time was
significant, F = 4.571, df = 1.821, p = 0.014, ηp

2 = 0.043, whereas the main effect of group was not
significant, F = 0.242, df = 2, p = 0.786, ηp

2 = 0.005.
Furthermore, we conducted ANCOVA for a more rigorous test for mean differences of job

satisfaction. The results (Table 3) suggested that the group variable was not a significant predictor of
job satisfaction at T2 (p > 0.05) but was a marginally significant one at T3 (p = 0.050), whereas age,
gender, job tenure, education, and marriage were not significant at either interval (p > 0.05).

In addition, pairwise comparison showed a significant promotion in job satisfaction over time in
the experimental group (Figure 3): the means changed significantly from T1 to T2 (∆(T2–T1) = 0.228,
p = 0.002, d = 0.559, 95% CI (0.1, 1.017)) and from T1 to T3 (∆(T3–T1) = 0.272, p = 0.001, d = 0.634,
95% CI (0.173, 1.095)). For the placebo group, pairwise comparison showed no significant differences
from T1 to T2 (∆(T2–T1) = 0.038, p = 0.642, d = 0.092, 95% CI (−0.406, 0.59)) or between T1 and
T3 (∆(T3–T1) = 0.070, p = 0.424, d = 0.15, 95% CI (−0.349, 0.648)). For the control group, pairwise
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comparison showed no significant differences from T1 to T2 (∆(T2–T1) = 0.048, p = 0.531, d = 0.099,
95% CI (−0.369, 0.568)) or from T1 to T3 (∆(T3–T1) = 0.014, p = 0.082, d = 0.037, 95% CI (−0.431, 0.506)).
Thus, the experimental group saw a significant promotion of job satisfaction level, which supported
Hypothesis 2.

For turnover intention, the mixed between-within ANOVA showed a marginally significant
interaction effect of group by time, F = 2.476, df = 3.607, p = 0.052, ηp

2 = 0.047. However, neither the
main effect of time, F = 0.842, df = 1.804, p = 0.422, ηp

2 = 0.008, nor the main effect of group, F = 0.318,
df = 2, p = 0.728, ηp

2 = 0.006, was significant.
Nevertheless, the mixed between-within ANOVA revealed a significant interaction effect of group

at two time points (T1 and T2), F = 4.022, df = 2, p = 0.021, ηp
2 = 0.074, which indicated that the effect

of the PsyCap intervention on turnover was significant at T2, but the significant effect did not persist
to T3. We conducted ANCOVA for a more rigorous test for mean differences of turnover intention;
the results shown in Table 3 suggested that the group variable was a significant indicator of turnover
intention at T2 (p < 0.05) but not at T3 (p > 0.05), whereas age, gender, job tenure, education levels,
and marriage status were not significant at either interval (p > 0.05).

We also analyzed whether the means of turnover intention in the experimental group were
significantly changed from T1 to T2, indicating a decrease across this time frame. However, pairwise
comparison showed no significant reduction in turnover intention in any of the groups between T1 and
T2: the experimental group, ∆(T2–T1) = 0.200, p = 0.094, d = −0.273, 95% CI (−0.724, 0.179) (Figure 3);
the placebo group, ∆(T2–T1) = −0.213, p = 0.107, d = 0.261, 95% CI (−0.239, 0.761); or control group,
∆(T2–T1) = −0.229, p = 0.067, d = 0.304, 95% CI (−0.167, 0.776). Although the experimental group did
not exhibit a significant reduction in turnover intention level, it appeared that the intervention did
prevent participants from increasing turnover intention, which was observed in both the placebo and
control groups. Thus, Hypothesis 3 was partially supported.

For job embeddedness, the mixed between-within ANOVA showed a marginally significant
interaction effect of group by time, F = 2.422, df = 4, p = 0.050, ηp

2 = 0.046. However, neither the
main effect of time, F = 1.794, df = 2, p = 0.169, ηp

2 = 0.017, nor main effect of group, F = 0.067, df = 2,
p = 0.936, ηp

2 = 0.001, was significant. Additionally, the ANCOVA results (Table 3) suggested that
the group variable was not a significant predictor of job embeddedness at T2 (p > 0.05) but was a
marginally significant one at T3 (p = 0.053), whereas age, gender, job tenure, education, and marriage
were not significant at either interval (p > 0.05).

In addition, despite expecting an increase over time, pairwise comparison of the means of job
embeddedness from T1 to T2 and from T1 to T3 showed no significant promotion in job embeddedness
over time in the experimental group (Figure 3): the means did not differ significantly from T1 to T2
(∆(T2–T1) = 00.034, p = 0.572, d = 0.167, 95% CI (−0.284, 0.617)) or from T1 to T3 (∆(T3–T1) = 00.023,
p = 0.712, d = 0.109, 95% CI (−0.341, 0.559)). However, for the placebo group, the pairwise comparison
showed significant changes from T1 to T2 (∆(T2–T1) = 0.152, p = 0.023, d = 0.327, 95% CI (−0.174, 0.828))
and from T1 to T3 (∆(T3–T1) = 00.157, p = 0.027, d = 0.305, 95% CI (−0.196, 0.806)). For the control
group, the pairwise comparison showed no significant differences from T1 to T2 (∆(T2–T1) = 0.016,
p = 0.794, d = 0.058, 95% CI (−0.41, 0.527)) or from T1 to T3 (∆(T3–T1) = −0.118, p = 0.075, d = −0.281,
95% CI (−0.752, 0.19)). Thus, the experimental group did not see a significant improvement in job
embeddedness. Thus, Hypothesis 4 was not supported.

4. Discussion

The purpose of this study was to extend PsyCap intervention studies from both theoretical and
practical perspectives in the cultural context of mainland China, which creatively contributes to the
academic literature and, to some degree, organizational practice on PsyCap intervention. Theoretically,
we added a goal-as-journey metaphor [12] in the development of the hope dimension. To the best of
our knowledge, this is the first attempt to extend the existing content of the PCI model. We believe
that it is crucial to generalize the effectiveness of PsyCap interventions [7–10] and at the same time
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continuously develop previous theories and models. However, it is regrettable that we could not
evaluate the effect of adding the journal metaphor into the PCI model. It has been argued by many
researchers that the effectiveness of workplace interventions cannot look only at final outcomes [71].
The combination of an outcome evaluation and an evaluation of the process of the intervention is
encouraged by researchers [72–74].

Moreover, based on the conservation of resources (COR) theory [13,14], we examined not only
the effectiveness of this PsyCap intervention but also its influence on other work-related attitudes:
job satisfaction, turnover intention, and job embeddedness. Consistent with both our hypothesis
and the results of other studies [8–10], we found that our intervention based on the PCI model
significantly enhanced PsyCap. In addition, we found that our intervention significantly improved the
job satisfaction level in the experimental group over time, despite the group difference at the three
time points not being significant. Moreover, we found that our intervention significantly reduced the
turnover intention at time 2, whereas the intervention effect at time 3 was not significant. Specifically,
the group difference was significant at time 2, despite the fact that the time difference was not
significant. Even though the effect size of PsyCap intervention’s influence on job satisfaction and
turnover intention was not strong, it still showed a positive tendency in the experimental group, which
is worth further exploration.

Contrary to our expectations, we found no significant intervention effects for job embeddedness.
However, it is surprising that the time effect for the placebo group was significant, which means that job
embeddedness significantly improved in the placebo group from T1 to T3. Although we did not verify
our hypothesis on job embeddedness, we proved that job embeddedness and turnover intention are not
opposite to each other and may be influenced by different factors in workplaces [56]. The adverse effects
of job embeddedness have also been found by other researchers. For example, Nd and Feldman [75]
note that employees with high levels of embeddedness are associated with declining social capital
development, which is presumably because they have already amassed contacts and felt less need to
cultivate new ones. The reason why the intervention effect of PsyCap on job embeddedness was not
significant may be related to the different emphases of PsyCap and job embeddedness. Specifically,
PsyCap may pay more attention to the difficulties of work and help people to deal with or overcome
them, while job embeddedness may pay more attention to the positive sides of work. We consider
this a very interesting finding and encourage future studies that examine the relationships between
PsyCap and job embeddedness, as well as the influence of PsyCap intervention on this variable and
also on some other work-related outcomes.

Practically, a daily online self-learning approach was utilized to conduct the intervention, which
provides more possible methods for implementing PsyCap interventions in workplaces. As discussed,
ascertaining that a proposed training intervention is effective per se, regardless of the person or
method delivering it, is meaningful to the intervention itself and also to practice [10]. A self-learning
perspective also challenges the traditional mindset of interventions with trainers. With the development
of technology, the Internet can be quite a useful and convenient medium for psychological interventions;
it is able to reach a broad audience, flexible and time-efficient, cost-effective, and anonymous [76],
which can help organizations and employees overcome different kinds of difficulties, such as getting
access to professional trainers, gathering employees together at the same time, increasing more active
participation, and so on. Our study encourages future researchers and managers to be creative and
flexible when designing targeted and suitable interventions for organizations and employees.

Furthermore, our study enriches the literature of PsyCap interventions in non-Western countries.
To the best of our knowledge, this study is one of very few PsyCap intervention studies in Asia or China.
According to a previous meta-analysis [29], 78% of the randomized controlled trials on the effectiveness
of positive psychology interventions are conducted in Western countries. A systematic review [28]
also reveals that research in the field of positive psychology intervention in non-Western countries
is still in its infancy, and the low quality of the studies from non-Western countries may explain the
larger difference in effect sizes. Therefore, our study utilized a rigid randomized controlled trial
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design to practice PsyCap intervention in China and may contribute to the field of positive psychology
interventions by better comparing the cultural differences between Western and non-Western countries.

4.1. Limitations and Implications for Future Research

Meanwhile, we admit the following limitations of our study. First, our study sample was not
confined to one organization. Participants from various occupations were recruited online using a
convenience sampling method and then randomly allocated into three groups. Although this makes
the sample more representative, this diversity may have produced differences during the intervention,
despite no significant difference being found between three groups at T1. Due to differences in
organizational culture, the intervention effect may have been contaminated, and the effect of the
PsyCap intervention may have been underestimated. This might explain why Hypotheses 2 and 3
were partially supported: employees’ job attitudes and behaviors may have been influenced by some
organizational elements. Future research should consider conducting the interventions in the same
organizations to further test the effect of the PsyCap intervention. In addition, conducting interventions
in the same organizations would allow for the addition of some group-level or organization-level
outcome variables to verify the intervention effect on both groups and organizations. Furthermore,
our use of self-report methods to measure all variables may have led to common method bias; an
intervention study confined to one organization could include other measurements, such as objective
data, peer assessment, and leader assessment, to reduce such bias.

Second, our study tested all four variables just before (T1), just after (T2), and one week after (T3)
the intervention. A one-week follow-up is definitely not strong enough to verify the duration effect of
the intervention. When designing the study, as participants are all recruited online, it is difficult to
maintain connections with participants for a month or several months, which may lead to a higher rate
of dropout. Therefore, we chose a one-week follow-up. However, there is no doubt that one-week
follow-up is not sufficient to prove the duration effect of the intervention. Therefore, future research
on PsyCap intervention should consider test the duration effect through a longer follow-up, such as
one month or three months.

Third, the final sample size was quite small, with about 30 to 40 participants in each group. Based
on the limited sample size, it should be stressed that this is at best a pilot study and no valid conclusions
can be reached. In addition, more men dropped out of our study than women, which produced a final
sample composed mostly of women (68.4%), suggesting gender bias. Future research should attempt
to enlarge the sample size and balance the gender distribution. Last but not least, the effect size of
some of our significant findings is also small, and it may have resulted from the short duration of the
intervention, the small sample size, and so on. Future research could extend the intervention duration
to several weeks, as researchers have found that long-term training can lead to a higher effect than
short-term training [77].

To conclude, this study has some non-negligible drawbacks to the study design, such as the short
follow-up and small sample size, which makes the conclusions of this study unconvincing. Therefore,
this study should only be considered as a pilot study [78] of PsyCap intervention, and future research
is required to further verify the effectiveness of a daily online self-learning PsyCap intervention and its
influence on other work-related variables.

4.2. Practical Implications

Our results are promising for human resources development and management because we
demonstrate that a daily self-learning PsyCap intervention over five working days can promote
employees’ PsyCap level, increase their job satisfaction, and decrease their turnover intention to some
degree. Our findings encourage managers to flexibly apply the PCI model to meet the needs of their
organizations and employees. Our study also indicates that PsyCap intervention can be provided
through daily self-learning materials without professional trainers, which allows employees to receive
a PsyCap intervention more conveniently and at lower cost.
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5. Conclusions

This study reveals that a daily online self-learning PsyCap intervention is effective at improving
PsyCap levels and has positive influences, increasing job satisfaction and decreasing turnover intention.
This is another replication and extension of the PCI model and proves the effectiveness of the model on
PsyCap and several work-related attitudes.

Author Contributions: Conceptualization, S.D., Y.H., and X.Z.; methodology, S.D., Y.H., and X.Z.; software,
S.D.; validation, S.D., Y.H., and X.Z.; formal analysis, Y.H. and X.Z.; investigation, Y.H. and X.Z.; resources, Y.H.
and X.Z.; data curation, S.D. and Y.H.; writing—original draft preparation, S.D.; writing—review and editing,
S.D., Y.H., and X.Z.; visualization, S.D.; supervision, X.Z.; project administration, X.Z.; funding acquisition, X.Z.
All authors have read and agreed to the published version of the manuscript.

Funding: This research was funded by the Research on National Key R&D Program of China, grant
number 2018YFC0810600.

Acknowledgments: The authors thank Liuqin Yang for insightful comments on a previous version of this article,
Siw Tone Innstrand for the help on manuscript revision, and the two anonymous reviewers and the action editor
for their constructive comments during the review process.

Conflicts of Interest: The authors declare no conflict of interest.

References

1. Luthans, F.; Church, A.H. Positive Organizational Behavior: Developing and Managing Psychological
Strengths. Acad. Manag. Exec. 2002, 16, 57–75. [CrossRef]

2. Luthans, F.; Youssef, C.M. Human, Social, and Now Positive Psychological Capital Management: Investing
in People for Competitive Advantage. Organ. Dyn. 2004, 33, 143–160. [CrossRef]

3. Cameron, K.S.; Caza, A. Contributions to the Discipline of Positive Organizational Scholarship. Am. Behav. Sci.
2004, 47, 731–739. [CrossRef]

4. Meyers, M.C.; Woerkom, M.V.; Bakker, A.B. The Added Value of the Positive: A Literature Review of Positive
Psychology Interventions in Organizations. Eur. J. Work Organ. Psychol. 2013, 22, 618–632. [CrossRef]

5. Cameron, K.S.; Mora, C.; Leutscher, T.; Calarco, M. Effects of Positive Practices on Organizational Effectiveness.
J. Appl. Behav. Sci. 2011, 47, 266–308. [CrossRef]

6. Nolzen, N. The concept of psychological capital: A comprehensive review. Manag. Rev. Q. 2018, 68, 237–277.
[CrossRef]

7. Luthans, F.; Avey, J.B.; Avolio, B.J.; Norman, S.M.; Combs, G.M. Psychological capital development: Toward
a micro-intervention. J. Organ. Behav. 2006, 27, 387–393. [CrossRef]

8. Luthans, F.; Avey, J.B.; Patera, J.L. Experimental Analysis of a Web-Based Training Intervention to Develop
Positive Psychological Capital. Acad. Manag. Learn. Educ. 2008, 7, 209–221. [CrossRef]

9. Luthans, F.; Avey, J.B.; Avolio, B.J.; Peterson, S.J. The Development and Resulting Performance Impact of
Positive Psychological Capital. Hum. Resour. Dev. Q. 2010, 21, 41–67. [CrossRef]

10. Dello Russo, S.; Stoykova, P. Psychological Capital Intervention (PCI): A Replication and Extension. Hum.
Resour. Dev. Q. 2015, 26, 329–347. [CrossRef]

11. Demerouti, E.; van Eeuwijk, E.; Snelder, M.; Wild, U. Assessing the effects of a “personal effectiveness”
training on psychological capital, assertiveness and self-awareness using self-other agreement. Career Dev. Int.
2011, 16, 60–81. [CrossRef]

12. Landau, M.J.; Oyserman, D.; Keefer, L.A.; Smith, G.C. The College Journey and Academic Engagement: How
Metaphor Use Enhances Identity-Based Motivation. J. Personal. Soc. Psychol. 2014, 106, 679–698. [CrossRef]
[PubMed]

13. Hobfoll, S.E. Social and psychological resources and adaptation. Rev. Gen. Psychol. 2002, 6, 307. [CrossRef]
14. Wright, T.A.; Hobfoll, S.E. Commitment, psychological well-being and job performance: An examination of

conservation of resources (COR) theory and job burnout. J. Bus. Manag. 2004, 9, 389–406.
15. Luthans, F.; Youssef, C.M.; Avolio, B.J. Psychological Capital: Developing the Human Competitive Edge; Oxford

University Press: Oxford, UK, 2007.
16. Luthans, F.; Avolio, B.J.; Avey, J.B.; Norman, S.M. Positive Psychological Capital: Measurement and

Relationship with Performance and Satisfaction. Pers. Psychol. 2007, 60, 541–572. [CrossRef]

http://dx.doi.org/10.5465/ame.2002.6640181
http://dx.doi.org/10.1016/j.orgdyn.2004.01.003
http://dx.doi.org/10.1177/0002764203260207
http://dx.doi.org/10.1080/1359432X.2012.694689
http://dx.doi.org/10.1177/0021886310395514
http://dx.doi.org/10.1007/s11301-018-0138-6
http://dx.doi.org/10.1002/job.373
http://dx.doi.org/10.5465/amle.2008.32712618
http://dx.doi.org/10.1002/hrdq.20034
http://dx.doi.org/10.1002/hrdq.21212
http://dx.doi.org/10.1108/13620431111107810
http://dx.doi.org/10.1037/a0036414
http://www.ncbi.nlm.nih.gov/pubmed/24749818
http://dx.doi.org/10.1037/1089-2680.6.4.307
http://dx.doi.org/10.1111/j.1744-6570.2007.00083.x


Int. J. Environ. Res. Public Health 2020, 17, 8754 17 of 19

17. Lomas, T. Positive cross-cultural psychology: Exploring similarityand difference in constructions and
experiences of wellbeing. Int. J. Wellbeing 2015, 5, 60–77. [CrossRef]

18. Reichard, R.J.; Dollwet, M.; Louw-Potgieter, J. Development of Cross-Cultural Psychological Capital and
Its Relationship with Cultural Intelligence and Ethnocentrism. J. Leadersh. Org. Stud. 2014, 21, 150–164.
[CrossRef]

19. Tsegaye, W.K.; Su, Q.; Ouyang, Z. Cognitive adjustment and psychological capital influences on expatriate
workers’ job performance: An Ethiopian study. J. Psychol. Afr. 2019, 29, 1–6. [CrossRef]

20. Tatarko, A. Are Individual Value Orientations Related to Socio-Psychological Capital? A Comparative
Analysis Data from Three Ethnic Groups in Russia. Glob. Bus. Issues Ejournal 2012. [CrossRef]

21. Jin, C.-H. The effect of psychological capital on start-up intention among young start-up entrepreneurs:
A cross-cultural comparison. Chin. Manag. Stud. 2017, 11, 707–729. [CrossRef]

22. Chua, R.; Ng, Y.L.; Park, M. Mitigating Academic Distress: The Role of Psychological Capital in a Collectivistic
Malaysian University Student Sample. Open Psychol. J. 2018, 11, 171–183. [CrossRef]

23. Nawaz, M.; Bhatti, G.; Ahmad, S.; Ahmed, Z. How Can the Organizational Commitment of Pakistan Railways’
Employees Be Improved? The Moderating Role of Psychological Capital. J. Entrep. Manag. Innov. 2018, 14,
123–142. [CrossRef]

24. Shen, X.; Yang, Y.; Wang, Y.; Liu, L.; Wang, S.; Wang, L. The association between occupational stress and
depressive symptoms and the mediating role of psychological capital among Chinese university teachers:
A cross-sectional study. BMC Psychiatry 2014, 14. [CrossRef]

25. Li, X.; Kan, D.; Liu, L.; Shi, M.; Wang, Y.; Yang, X.; Wang, J.; Wang, L.; Wu, H. The mediating role of
psychological capital on the association between occupational stress and job burnout among bank employees
in China. Int. J. Environ. Res. Public Health 2015, 12, 2984–3001. [CrossRef] [PubMed]

26. Chen, Q.; Kong, Y.; Niu, J.; Gao, W.; Li, J.; Li, M. How Leaders’ Psychological Capital Influence Their
Followers’ Psychological Capital: Social Exchange or Emotional Contagion. Front. Psychol. 2019, 10.
[CrossRef] [PubMed]

27. Tian, F.; Shu, Q.; Cui, Q.; Wang, L.-l.; Liu, C.; Wu, H. The Mediating Role of Psychological Capital in
the Relationship between Occupational Stress and Fatigue: A Cross-Sectional Study among 1104 Chinese
Physicians. Front. Public Health 2020, 8. [CrossRef]

28. Hendriks, T.; Schotanus-Dijkstra, M.; Hassankhan, A.; Graafsma, T.; Bohlmeijer, E.; Jong, J.D. The efficacy
of positive psychology interventions from non-Western countries: A systematic review and meta-analysis.
Int. J. Wellbeing 2018, 8, 71–98. [CrossRef]

29. Hendriks, T.; Warren, M.A.; Schotanus-Dijkstra, M.; Hassankhan, A.; Graafsma, T.; Bohlmeijer, E.; Jong, J.D.
How WEIRD are positive psychology interventions? A bibliometric analysis of randomized controlled trials
on the science of well-being. J. Posit. Psychol. 2019, 14, 489–501. [CrossRef]

30. Bandura, A. Self-Efficacy: The Exercise of Control; W.H. Freeman and Company: New York, NY, USA, 1997.
31. Stajkovic, A.D.; Luthans, F. Social Cognitive Theory and Self-Efficacy: Goin beyond Traditional Motivational

and Behavioral Approaches. Organ. Dyn. 1998, 26, 62–74. [CrossRef]
32. Snyder, C.R. Handbook of Hope; Academic Press: San Diego, CA, USA, 2000.
33. Lakoff, G.; Johnson, M. Metaphors We Live By; University of Chicago Press: Chicago, IL, USA, 1980.
34. Oyserman, D. Not just any path: Implications of identity-based motivation for disparities in school outcomes.

Econ. Educ. Rev. 2013, 33, 179–190. [CrossRef]
35. Luthans, F.; Vogelgesang, G.R.; Lester, P.B. Developing the Psychological Capital of Resiliency. Hum. Resour.

Dev. Rev. 2006, 5, 25–44. [CrossRef]
36. Luthans, F. The Need for and Meaning of Positive Organizational Behavior. J. Organ. Behav. 2002, 23, 695–706.

[CrossRef]
37. Masten, A.S. Ordinary Magic: Resilience Processes in Development. Am. Psychol. 2001, 56, 227–238.

[CrossRef] [PubMed]
38. Seligman, M.E.P. Learned Optimism; Pocket Books: New York, NY, USA, 1998.
39. De Tornyay, R.T.M. Strategies for Teaching Nursing, 3rd ed.; Delmar Publishers: Albany, NY, USA, 1987.
40. Khalil, M.K.; Nelson, L.D.; Kibble, J.D. The Use of Self-learning Modules to Facilitate Learning of Basic

Science Concepts in an Integrated Medical Curriculum. Anat. Sci. Educ. 2010, 3, 219–226. [CrossRef]
41. Feldman, M.A.; Case, L. Teaching Child-Care and Safety Skills to Parents with Intellectual Disabilities

through Self-learning. J. Intellect. Dev. Disabil. 1999, 24, 27–44. [CrossRef]

http://dx.doi.org/10.5502/ijw.v5i4.437
http://dx.doi.org/10.1177/1548051813515517
http://dx.doi.org/10.1080/14330237.2019.1567995
http://dx.doi.org/10.2139/ssrn.2096246
http://dx.doi.org/10.1108/CMS-06-2017-0162
http://dx.doi.org/10.2174/1874350101811010171
http://dx.doi.org/10.7341/20181417
http://dx.doi.org/10.1186/s12888-014-0329-1
http://dx.doi.org/10.3390/ijerph120302984
http://www.ncbi.nlm.nih.gov/pubmed/25764060
http://dx.doi.org/10.3389/fpsyg.2019.01578
http://www.ncbi.nlm.nih.gov/pubmed/31354583
http://dx.doi.org/10.3389/fpubh.2020.00012
http://dx.doi.org/10.5502/ijw.v8i1.711
http://dx.doi.org/10.1080/17439760.2018.1484941
http://dx.doi.org/10.1016/S0090-2616(98)90006-7
http://dx.doi.org/10.1016/j.econedurev.2012.09.002
http://dx.doi.org/10.1177/1534484305285335
http://dx.doi.org/10.1002/job.165
http://dx.doi.org/10.1037/0003-066X.56.3.227
http://www.ncbi.nlm.nih.gov/pubmed/11315249
http://dx.doi.org/10.1002/ase.177
http://dx.doi.org/10.1080/13668259900033861


Int. J. Environ. Res. Public Health 2020, 17, 8754 18 of 19

42. Kalbfeld, K. Evaluating the Effect of a Self-Learning Packet on Change in Nursing Practice; Southern Connecticut
State University: New Haven, CT, USA, 2006.

43. Dougal, J.; Gonterman, R. A Comparison of Three Teaching Methods on Learning and Retention. J. Nurses
Staff Dev. 1999, 15, 205–209. [CrossRef]

44. Candy, P.C. Self-Direction for Lifelong Learning: A Comprehensive Guide to Theory and Practice; Jossey-Bass:
San Francisco, CA, USA, 1991.

45. Sitzmann, T.; Kraiger, K.; Stewart, D.; Wisher, R. The Comparative Effectiveness of Web-based and Classroom
Instruction: A Meta-Analysis. Pers. Psychol. 2006, 59, 623–664. [CrossRef]

46. Updegraff, J.A.; Taylor, S.E. From Vulnerability to Growth: Positive and Negative Effects of Stressful
Life Events. In Loss and Trauma: General and Close Relationship Perspectives; Harvey, J., Miller, E., Eds.;
Brunner-Routledge: Philadelphia, PA, USA, 2000; pp. 3–28.

47. Peterson, S.J.; Luthans, F.; Avolio, B.J.; Walumbwa, F.O.; Zhang, Z. Psychological Capital and Employee
Performance: A Latent Growth Modeling Approach. Pers. Psychol. 2011, 64, 427–450. [CrossRef]

48. Luthans, F.; Norman, S.M.; Avolio, B.J.; Avey, J.B. The Mediating Role of Psychological Capital in the
Supportive Organizational Climate-Employee Performance Relationship. J. Organ. Behav. 2008, 29, 219–238.
[CrossRef]

49. Youssef, C.M.; Luthans, F. Positive Organizational Behavior in the Workplace: The Impact of Hope, Optimism,
and Resilience. J. Manag. 2007, 33, 774–800. [CrossRef]

50. Avey, J.B.; Patera, J.L.; West, B.J. The Implications of Positive Psychological Capital on Employee Absenteeism.
J. Leadersh. Organ. Stud. 2006, 13, 42–60. [CrossRef]

51. Locke, E.A. What is Job Satisfaction? Organ. Behav. Hum. Perform. 1969, 4, 309–336. [CrossRef]
52. Wolf, M.G. Nedd Gratification Theory: A Theoretical Reformulation of Job Satisfaction/Dissatisfaction and

Job Motivation. J. Appl. Psychol. 1970, 54, 87–94. [CrossRef]
53. Spector, P.E. Job Satisfaction; Sage Publications Inc.: New York, NY, USA, 1997.
54. Avey, J.B.; Reichard, R.J.; Luthans, F.; Mhatre, K.H. Meta-Analysis of the Impact of Positive Psychological

Capital on Employee Attitudes, Behaviors, and Performance. Hum. Resour. Dev. Q. 2011, 22, 127–152.
[CrossRef]

55. Hom, P.W.; Griffeth, R.W. Employee Turnover; South-Western College Publishing: Cincinnati, OH, USA, 1995.
56. Hom, P.W.; Lee, T.W.; Shaw, J.D.; Hausknecht, J.P. One Hundred Years of Employee Turnover Theory and

Research. J. Appl. Psychol. 2017, 102, 530–545. [CrossRef]
57. March, J.G.; Simon, H.A. Organizations; Wiley: New York, NY, USA, 1958.
58. Ajzen, I. The Theory of Planned Behavior. Organ. Behav. Hum. Decis. Process. 1991, 50, 179–211. [CrossRef]
59. Avey, J.B.; Luthans, F.; Youssef, C.M. The Additive Value of Positive Psychological Capital in Predicting Work

Attitudes and Behaviors. J. Manag. 2010, 36, 430–452. [CrossRef]
60. Siu, O.L.; Cheung, F.; Lui, S. Linking Positive Emotions to Work Well-Being and Turnover Intention among

Hong Kong Police Officers: The Role of Psychological Capital. J. Happiness Stud. 2015, 16, 367–380. [CrossRef]
61. Mitchell, T.R.; Holtom, B.C.; Wee, T.W.; Sablyskyi, C.J.; Erez, M. Why People Stay: Using Job Embeddedness

to Predict Voluntary Turnonver. Acad. Manag. J. 2001, 44, 1102–1121. [CrossRef]
62. Sun, T.; Zhao, X.W.; Yang, L.B.; Fan, L.H. The Impact of Psychological Capital on Job Embeddedness and Job

Performance among Nurses: A Structural Equation Approach. J. Adv. Nurs. 2012, 68, 69–79. [CrossRef]
63. Lu, Q.; Dong, L.; Wu, I.H.C.; You, J.; Huang, J.; Hu, Y. The impact of an expressive writing intervention on

quality of life among Chinese breast cancer patients undergoing chemotherapy. Supportive Care Cancer 2018,
27, 165–173. [CrossRef] [PubMed]

64. Dolev-Amit, T.; Rubin, A.; Zilcha-Mano, S. Is Awareness of Strengths Intervention Sufficient to Cultivate
Wellbeing and Other Positive Outcomes? J. Happiness Stud. 2020, 1–22. [CrossRef]

65. Smyth, J.M. Written Emotional Expression: Effect Sizes, Outcome Types, and Moderating Variables. J. Consult.
Clin. Psych. 1998, 66, 174–184. [CrossRef]

66. Frattaroli, J. Experimental Disclosure and Its Moderators: A Meta-Analysis. Psychol. Bull. 2006, 132, 823–865.
[CrossRef] [PubMed]

67. Agho, A.O.; Price, J.L.; Mueller, C.W. Discriminant Validity of Measures of Job Satisfaction, Positive Affectivity
and Negative Affectivity. J. Occup. Organ. Psychol. 1992, 65, 185–195. [CrossRef]

68. Bluedom, A.C. A Unified Model of Turnover from Organizations. Hum. Relat. 1982, 35, 135–153. [CrossRef]

http://dx.doi.org/10.1097/00124645-199909000-00006
http://dx.doi.org/10.1111/j.1744-6570.2006.00049.x
http://dx.doi.org/10.1111/j.1744-6570.2011.01215.x
http://dx.doi.org/10.1002/job.507
http://dx.doi.org/10.1177/0149206307305562
http://dx.doi.org/10.1177/10717919070130020401
http://dx.doi.org/10.1016/0030-5073(69)90013-0
http://dx.doi.org/10.1037/h0028664
http://dx.doi.org/10.1002/hrdq.20070
http://dx.doi.org/10.1037/apl0000103
http://dx.doi.org/10.1016/0749-5978(91)90020-T
http://dx.doi.org/10.1177/0149206308329961
http://dx.doi.org/10.1007/s10902-014-9513-8
http://dx.doi.org/10.2307/3069391
http://dx.doi.org/10.1111/j.1365-2648.2011.05715.x
http://dx.doi.org/10.1007/s00520-018-4308-9
http://www.ncbi.nlm.nih.gov/pubmed/29915994
http://dx.doi.org/10.1007/s10902-020-00245-5
http://dx.doi.org/10.1037/0022-006X.66.1.174
http://dx.doi.org/10.1037/0033-2909.132.6.823
http://www.ncbi.nlm.nih.gov/pubmed/17073523
http://dx.doi.org/10.1111/j.2044-8325.1992.tb00496.x
http://dx.doi.org/10.1177/001872678203500204


Int. J. Environ. Res. Public Health 2020, 17, 8754 19 of 19

69. Crossley, C.D.; Bennett, R.J.; Jex, S.M.; Burnfield, J.L. Development of a Global Measure of Job Embeddedness
and Integration into a Traditional Model of Voluntary Turnover. J. Appl. Psychol. 2007, 92, 1031–1042.
[CrossRef]

70. Cohen, J. Statistical Power Analysis for the Behavioral Sciences, 2nd ed.; Erlbaum: Hillsdale, NJ, USA, 1988.
71. Innstrand, S.T.; Christensen, M. Healthy Universities. The development and implementation of a holistic

health promotion intervention programme especially adapted for staff working in the higher educational
sector: The ARK study. Promot. Educ. 2018, 27, 68–76. [CrossRef]

72. Nielsen, K.; Randall, R. The importance of employee participation and perceptions of changes in procedures
in a teamworking intervention. Work Stress 2012, 26, 91–111. [CrossRef]

73. Abildgaard, J.S.; Saksvik, P.Ø.; Nielsen, K. How to measure the intervention process? An assessment
of qualitative and quantitative approaches to data collection in the process evaluation of organizational
interventions. Front. Psychol. 2016, 7, 1380. [CrossRef]

74. Nielsen, K. Organizational occupational health interventions: What works for whom in which circumstances?
Occup. Med. Oxf. 2017, 67, 410–412. [CrossRef] [PubMed]

75. Ng, T.W.H.; Feldman, D.C. The Effects of Organizational Embeddedness on Development of Social Capital
and Human Capital. J. Appl. Psychol. 2010, 95, 696–712. [CrossRef] [PubMed]

76. Leykin, Y.; Thekdi, S.M.; Shumay, D.; MuÒoz, R.; Riba, M.; Dunn, L. Internet interventions for improving
psychological welå being in psycho oncology: Review and recommendations. Psychè Oncol. 2012, 21.
[CrossRef]

77. Walter, N.; Nikoleizig, L.; Alfermann, D. Effects of Self-Talk Training on Competitive Anxiety, Self-Efficacy,
Volitional Skills, and Performance: An Intervention Study with Junior Sub-Elite Athletes. Sports 2019, 7.
[CrossRef] [PubMed]

78. Hertzog, M.A. Considerations in determining sample size for pilot studies. Res. Nurse Health 2008, 31,
180–191. [CrossRef]

Publisher’s Note: MDPI stays neutral with regard to jurisdictional claims in published maps and institutional
affiliations.

© 2020 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
article distributed under the terms and conditions of the Creative Commons Attribution
(CC BY) license (http://creativecommons.org/licenses/by/4.0/).

http://dx.doi.org/10.1037/0021-9010.92.4.1031
http://dx.doi.org/10.1177/1757975918786877
http://dx.doi.org/10.1080/02678373.2012.682721
http://dx.doi.org/10.3389/fpsyg.2016.01380
http://dx.doi.org/10.1093/occmed/kqx058
http://www.ncbi.nlm.nih.gov/pubmed/28898971
http://dx.doi.org/10.1037/a0019150
http://www.ncbi.nlm.nih.gov/pubmed/20604589
http://dx.doi.org/10.1002/pon.1993
http://dx.doi.org/10.3390/sports7060148
http://www.ncbi.nlm.nih.gov/pubmed/31248129
http://dx.doi.org/10.1002/nur.20247
http://creativecommons.org/
http://creativecommons.org/licenses/by/4.0/.

	Introduction 
	Psychological Capital Development 
	Developing Efficacy 
	Developing Hope 
	Developing Resilience 
	Developing Optimism 

	Daily Online Self-Learning Method 
	Work-Related Attitudes 
	Job Satisfaction 
	Turnover Intention 
	Job Embeddedness 


	Materials and Methods 
	Participants 
	Procedure 
	Measures 
	Data Analysis 

	Results 
	Preliminary Analysis 
	Intervention Effects on PsyCap 
	Intervention Effects on Work-Related Attitudes 

	Discussion 
	Limitations and Implications for Future Research 
	Practical Implications 

	Conclusions 
	References

