
fpsyg-12-719230 October 5, 2021 Time: 17:2 # 1

ORIGINAL RESEARCH
published: 11 October 2021

doi: 10.3389/fpsyg.2021.719230

Edited by:
Sónia P. Gonçalves,

University of Lisbon, Portugal

Reviewed by:
Ferdinando Toscano,

University of Bologna, Italy
Marcos Carmona-Halty,

Universidad de Tarapacá, Chile

*Correspondence:
Ying Liu

liuyingpsy@ccmu.edu.cn

†These authors have contributed
equally to this work and share first

authorship

Specialty section:
This article was submitted to

Positive Psychology,
a section of the journal
Frontiers in Psychology

Received: 02 June 2021
Accepted: 20 September 2021

Published: 11 October 2021

Citation:
Zhang F, Liu Y and Wei T (2021)

Psychological Capital and Job
Satisfaction Among Chinese

Residents: A Moderated Mediation
of Organizational Identification

and Income Level.
Front. Psychol. 12:719230.

doi: 10.3389/fpsyg.2021.719230

Psychological Capital and Job
Satisfaction Among Chinese
Residents: A Moderated Mediation of
Organizational Identification and
Income Level
Fang Zhang1†, Ying Liu2*† and Tongqi Wei3

1 Beijing Children’s Hospital, Capital Medical University, Beijing, China, 2 School of Medical Humanities, Capital Medical
University, Beijing, China, 3 Institute of Psychology, Chinese Academy of Sciences, Beijing, China

The present study examined the mediating effect of organizational identification on
the relationship between psychological capital and job satisfaction, and whether the
mediation was moderated by income level. A total of 310 Chinese residents were
surveyed using the Psychological Capital Scale, Organizational Identification Scale, Job
Satisfaction Scale, and a demographic questionnaire. The findings showed a significant
positive correlation between psychological capital and job satisfaction of residents, and
this relationship was partially mediated by organizational identification. Moreover, income
level played a moderating role in the relationship between organizational identification
and job satisfaction. Fors with more income, their organizational identification influenced
their job satisfaction more strongly than those with less income. The current study
contributes to a better understanding of the relationship between psychological
capital and job satisfaction. Implications for resident management and policymaking
are discussed.

Keywords: organizational identification, psychological capital, job satisfaction, income level, residents

INTRODUCTION

Residents (also called resident physicians) are a special group of physicians who work in hospitals.
They have received formal education in medical schools and must receive special clinical training
at the hospital and under the supervision of the medical staff for 2–7 years before they can work
independently. The job responsibilities for most of the residents in China involve taking care of
hospitalized patients. They are one of the groups that have the closest contact with patients and are
under enormous work stress (Chen et al., 2013). Compared with attending surgeons, residents were
found to have a higher risk of burnout and poorer quality of life (Pulcrano et al., 2016). Moreover,
the turnover intention of this group of employees is much higher. A systematic literature review
concluded that the burnout of residents could be traced back to the period when they were medical
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students, and the main reasons contributing to burnout were a
lack of time control and heavy workload (IsHak et al., 2009). In
this situation, it is critical to pay more attention to the resident
population, helping them avoid the negative effects of work stress
and gain more happiness from the work they do.

As a group of employees with relatively less seniority, building
identification with the organization for residents is essential
to improve work attitudes and behaviors. Research has proven
that organizational identification has a positive effect on job
satisfaction, and organizational commitment behaviors. A variety
of studies have established that organization and environment
level factors, such as organizational climate, perceived support
from the organization, and the autonomy of the job contribute
to employees’ organizational identification (Edwards and Peccei,
2010; Salvatore et al., 2018; Barattucci et al., 2021). However,
little attention has been paid to the intrinsic positive power of
individuals that can impact on organizational identification.

In Chinese employees, Luthans et al. (2008a) identified
psychological capital as a core psychological element of individual
motivation and asserted that it is of critical importance
in influencing performance, positive attitudes, and positive
behaviors. Previous studies have shown that both identification
and psychological capital are predictors of job satisfaction
(Larson and Luthans, 2006; van Knippenberg and Sleebos, 2006;
Ke and Sun, 2014; Loi et al., 2014; Karanika-Murray et al., 2015).
However, the interaction between explaining and predicting such
a mechanism is less clear. We propose that psychological capital
is associated with job satisfaction and that this relationship
is mediated by organizational identification. Meanwhile, we
focus on income level as an important factor related to job
satisfaction and explore whether it moderates the relationship
between organizational identification and job satisfaction. We
conducted this study to generate fresh insights into improving
junior employees’ positive perceptions of their jobs. We believe
that these findings make an important Contribution To The Field
of positive organizational behavior.

Theory and Hypothesis
The Positive Impact of Psychological Capital on Job
Satisfaction
Job satisfaction is a work-related attitude that reflects how
satisfied or dissatisfied an employee is with their job (Spector,
1985). Job satisfaction has been noted by many researchers as
critical for hospital staff; for example, it has been shown to
relate to many significant aspects of job performance, such as
work engagement and burnout, turnover intention, emphatic
behaviors toward patients, and patient satisfaction (Iyeke, 2020;
Yu et al., 2020; Schneider et al., 2021). Furthermore, the effects
of job satisfaction in medical personnel are reflected not only
in the organizational aspects, but also in their mental and
physical health conditions (Verbrugge, 1982; Cooper et al., 1989;
Williams et al., 2001).

Among many individual and organizational factors that
shed light on job satisfaction, one of the most important
individual factors is psychological capital. Luthans et al.
(2005) defined psychological capital (hereinafter PsyCap) as the

core psychological element of individual motivation, including
self-efficacy, optimism, resilience, and hope. Self-efficacy is
defined as people’s confidence about their abilities to deploy
the inspiration, cognitive resources, and action plan needed to
successfully complete a specific task (Stajkovic and Luthans,
1998). It was derived primarily from Bandura (1997) social
cognition theory, and it is about the perception that a person
can take effective action to achieve a desired goal. Resilience
is defined as “the capacity to rebound or bounce back from
adversity, conflict, failure or even positive events, progress, and
increased responsibility” (Luthans, 2002, p. 702). It is an intrinsic
resource that enables individuals to protect themselves from the
negative effects of the stressors they encounter by changing their
responses to adversity (Fletcher and Sarkar, 2013). Optimism
is a positive attribution style that attributes positive results to
personal and pervasive elements, and interprets negative events
with reference to external or environmental causes (Luthans
and Youssef-Morgan, 2017). Hope is defined as “a positive
motivational state based on an interactively derived sense of
successful agency and pathways” (Snyder et al., 1991). It mainly
focuses on one’s determination to pursue goals and the ability to
find alternative solutions to achieve the goal. The four resources
combine into a higher-order core construct named PsyCap,
which satisfies the criteria of positive organizational behavior
and enables individuals to gain a competitive advantage through
targeted investment and development.

Studies have shown that PsyCap played an important
protective role in the workplace when associated with work-
related stress (Khalid et al., 2020; Tian et al., 2020). Moreover,
people with higher levels of PsyCap were more positive
and motivated (Luthans et al., 2008b), demonstrating more
organizational citizenship behavior (Gupta et al., 2017) and voice
behavior (Wang et al., 2018) in the workplace. Evidence also
shows that the impact of PsyCap on employees’ work attitudes
is more pronounced than that of human and social capital
(Larson and Luthans, 2006). Due to the lack of clinical experience,
residents need to gain a lot of practical knowledge in their work,
and self-efficacy can help them master the required knowledge
and skills quickly. In addition, optimistic residents can regulate
their emotional states, which also helps them to do their jobs
with more positivity. In the current study, it was predicted that
residents with higher levels of PsyCap will be more satisfied with
their jobs (H1).

The Mediating Effect of Residents’ Organizational
Identification in the Relationship Between
Psychological Capital and Job Satisfaction
Ashforth and Mael (1989) defined organizational identification
(hereafter OID) as the extent to which an organization’s members
define themselves by their membership in the organization.
Rooted in social identity theory, OID applies this theory to an
organizational context. Social identity is a part of an individual’s
self-concept, which comes from the individual’s perception of
being a member of a social group, and sharing certain values
with the group and its members. As part of a particular
social group, employees also identify with their groups or
organizations accordingly, which represents their acceptance
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of the organization’s value and promises their organizational
commitment in the future (Barattucci et al., 2021). Lee et al.
(2015) concluded in their meta-analysis that OID exists as the
basis for general attitudes and behaviors in organizations. When
employees identify themselves with the organization, they tend
to have a higher level of commitment, loyalty, and more positive
attitudes toward the organization. Several studies describe the
role of OID in the job satisfaction of employees from varied
vocations (Van Dick et al., 2004; Loi et al., 2014; Lee et al., 2015;
Lu et al., 2015). Altogether, we hypothesized that residents’ OID
would positively predict their job satisfaction (H2).

Most studies that focus on these two concepts believe that
they play a joint role in influencing employees’ job satisfaction.
However, studies exploring the relationship between PsyCap and
OID are rare, and the interaction between these two concepts
remains unclear. From the limited literature, we obtained two
contradictory claims. On one hand, some researchers believe that
OID influences PsyCap (Lu et al., 2015). The employee establishes
a relationship with the organization through an employment
contract in the early stages of the job. As the work continues,
employees build their identity with the organization. When
employees recognize that their relationship with the organization
is positive, it will enhance their sense of self-efficacy, optimism,
and other positive mindsets (Chen et al., 2017). Nevertheless, this
sort of explanation lacks theoretical support.

On the other hand, more research has concluded the opposite
relationship, that PsyCap induces OID. First, the Conservation
of Resources (COR) Theory suggests that individuals with more
resources tend to be less susceptible to the loss of resources, and
to be more capable of gaining more resources (Hobfoll, 2001).
As a positive psychological resource, people with higher level
of PsyCap can get protection against the threat caused by the
decline of OID and they are more likely to find more identity
with the organizations, for recognition of OID is a kind of
cognition resource for the employees. Consequently, an increase
in PsyCap will contribute to the improvement of employees’ OID
(Yang and Chao, 2016).

Second, according to Fredrickson (2001) broaden-and-build
theory of positive emotions, resilience can motivate employees to
face the organization with a more positive mindset and put more
effort into their work, thus making it easier for them to identify
with the organization (Wu and Zhang, 2017).

Taking these two different views into account, this study
argues that PsyCap affects OID, not the reverse. Our inference
was mainly based on the explanations from the broaden-and-
build theory and resource conservation theory mentioned above.
Since both of the two factors have an impact on job satisfaction,
we hypothesized in current research that OID would play a
mediating role in the impact of residents’ PsyCap on their job
satisfaction (H3).

The Moderating Effect of Income Level
It has become common knowledge that residents around the
world are treated poorly. The Medscape Residents Salary & Debt
Report for 2021 indicated that more than 1/3 of residents are
dissatisfied with their salaries because they do not reflect their
actual working hours and are not comparable to the salaries of

other medical staff (Martin, 2021). Current research has yet to
conclude whether a low level of income affects residents’ job
satisfaction. In his dual-factor theory, Herzberg suggested that
salary could not lead to better job satisfaction (Brenner et al.,
1971). This assertion has been confirmed in some studies; for
example, one study has indicated that income level is only weakly
associated with workers’ satisfaction (Clark and Oswald, 1996).
On the other hand, researchers have found that income is one of
the most influential factors on the satisfaction of medical doctors’
jobs (Sharma and Bajpai, 2011; Vuong et al., 2021). The main
reason for this controversy is that little research has taken into
consideration the effect of OID and income level together. It
is impossible for employees who only have a low level of OID
to feel satisfied with their jobs, regardless of how much their
salaries are. Income has something to do with job satisfaction
only on the premise that the employee has identified with the
organization. From this point of view, we hypothesize that
income level might be a moderator in the relationship between
OID and job satisfaction. The positive correlation between OID
and job satisfaction increases as income level rises (H4).

The Present Study
This study focused on the relationship between residents’ PsyCap
and job satisfaction, as well as the mediator role played by OID.
We also examine the moderating effect of income level on the
relationship between OID and job satisfaction. We hypothesize
that OID plays a mediating role between PsyCap and job
satisfaction, whereas income level moderates the relationship
between OID and job satisfaction. Based on the theories and
literature reviewed above, we propose a theoretical model in
Figure 1 regarding the mechanism effect of residents’ PsyCap on
their job satisfaction. Specifically, it is assumed that residents who
develop a higher PsyCap identify more with their organization,
which in turn will increase their level of job satisfaction.
Meanwhile, the influence of OID will be greater for residents with
a higher income level than for those with less income.

MATERIALS AND METHODS

Participants
Participants were recruited during standardized training in a
medical university of residents from public hospitals. Sampling
took place twice, 1 year apart. The residents who attended the
training did not attend it again, ensuring that there were no
duplicates in the sample. Recruitment procedures were identical
in order to ensure the standardization of the sampling process.
A verbal explanation of the purpose and the anonymity of the
project was given at the break time between training classes.
Residents who were willing to participate in the research gave
their informed consent and were given the questionnaires after
the class. In two samplings, 340 residents participated altogether.
We obtained 153 participants through the first sample, and 157 in
the second. These two samples were combined into one sample
because their demographics were not significantly different
(p > 0.05). Thirty participants were excluded from the analyses
due to the high repetition rates of their responses, which reflected
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FIGURE 1 | Hypothesized model.

their lack of seriousness in answering the questionnaires. The
remaining 310 participants consisted of 223 women (72.9%),
84 men (28.1%), and three participants (0.01%) who did not
identify their gender.

Measurement
The materials consisted of a battery of tests covering
organizational identification, psychological capital, job
satisfaction, and demographic items. Each scale is described
in detail below.

Psychological Capital
Psychological capital was measured using the Chinese version
of the Psychological Capital Questionnaire (PCQ) translated
by Chaoping Li (Luthans et al., 2008c). The validity of the
Chinese version of the PCQ has been examined by several
researchers. This questionnaire was also used by the originators
of the psychological capital theory in a mainland Chinese
sample (Luthans et al., 2005). The questionnaire contained four
dimensions: self-efficacy, optimism, hope, and resilience, with six
items in each subscale. A six-point Likert scale was adopted to
identify residents’ PsyCap, with higher total scores representing
a higher level of PsyCap, and the average score for each item
was calculated. Luthans et al. (2007) emphasized that PsyCap is
a higher-order structure that should be viewed and studied as a
whole. Therefore, this study considers psychological capital as a
whole construct. In the current study, the consistency coefficient
of the PsyCap questionnaire was 0.90.

Organizational Identification
We used a revised version of the Organizational Identification
Scale developed by Mael and Ashforth (1988) and Mael and
Tetrick (1992) to measure participants’ identification with their
hospitals. This scale is unidimensional and has high structural
and internal consistency reliability. We replaced the phrase
“name of school” with “my hospital.” An example item is “When
someone praises my hospital, it feels like a personal compliment.”
The questionnaire consisted of six items. Each item was rated on
a 5-point scale ranging from 1 (strongly disagree) to 5 (strongly
agree). The higher the total score, the stronger the individuals
identified with their organization. This test showed an internal
consistency of 0.81 (Cronbach’s alpha).

Job satisfaction is measured by a single item that asked
participants, “In general, how satisfied are you with the current

job?” with a 5-point scale where 1 means not at all unsatisfied,
and 5 means extremely satisfied. The single-item measure of
job satisfaction has been confirmed to be comparable to the
multiple-items measure of job satisfaction (Wanous et al., 1997;
Dolbier et al., 2005).

Demographic Items
The demographic questionnaire included age, gender, education
level, years worked, and income per month.

RESULTS

First, we performed confirmatory factor analysis using AMOS
23.0 to examine the discriminant validity of the core variables and
to test the common method variance. Then, we used SPSS 23.0 to
statistically analyze the means, standard deviations, correlations,
and reliability of the measures for each variable. Finally, we
used SPSS 23.0 to perform path analysis to test the theoretical
model as a whole.

Confirmatory Factor Analysis
For the structural validity of the four variables of PsyCap,
OID, job satisfaction, and income level, this study conducted a
confirmatory factor analysis using Amos 23.0, and compared the
model fit indices with other models. The results of the analysis are
shown in Table 1. It indicates that the four-factor model fits best
with the existing data, and each fitting index meets the criteria,
which proves the uniqueness of the four variables.

Common Method Bias Test
First, the data of the present study were collected at two different
times, which helped to decrease the possibility of common
method bias (CMB). Second, two statistical methods were used
to test CMB. Harman’s single-factor test (Podsakoff et al., 2003)
was performed, and the results showed that the KMO value was
0.88 (p < 0.001), indicating that the scales were suitable for
factor analysis. There were seven factors with eigenvalues >1,
and the first factor explained a variance of 29.98%, which did Not
reach the critical criterion of 40%. Moreover, the result of single
latent factor confirmatory factor analysis (Table 1) showed that
the fitting indices of the one-factor structure model were poor
(χ2/df = 6.46, CFI = 0.76, TLI = 0.69, RMSEA = 0.13), which
indicates no serious CMB issues in this study.
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TABLE 1 | Results of confirmatory factor analysis.

Models χ2 df TLI CFI RMSEA SRMR Model comparison

1χ2 1df

1. Baseline model 117.091 47 0.915 0.939 0.069 0.064

2. Three-factor model 1 282.413 50 0.734 0.798 0.123 0.106 2 vs. 1 165.322*** 3

3. Three-factor model 2 562.892 49 0.815 0.399 0.554 0.155 3 vs. 1 445.801*** 2

4. Two-factor model 277.415 48 0.726 0.801 0.124 0.103 4 vs. 1 160.423*** 1

5. Single-factor model 323.184 50 0.687 0.763 0.133 0.114 5 vs. 1 206.093*** 3

Baseline (four-factor model): Psycap, OID, JS, Income; Three-factor model 1: Psycap + OID, JS, Income; Three-factor model 2: Psycap + JS, OID, Income; Two-factor
model: Psycap + OID, JS + Income; Single-factor model: Psycap + OID + JS + Income.
N = 310, 1χ2 is the change of χ2 compared with the baseline model. PsyCap, Psychological Capital; OID, Organizational Identification; JS, Job Satisfaction. ***P < 0.001.

Demographic Characteristics
The average age of participants was 27.03 years (SD = 2.63), and
84.19% had a bachelor’s degree or higher education. The average
years worked was 1.71 years (SD = 1.36). Furthermore, 3.4% of
the residents earned a monthly income exceeding 10,000 RMB,
while 77.4% earned less than 6,000 RMB each month.

Descriptive Statistics and Correlation
Analysis
The means, SDs, Cronbach’s alpha, composite reliability (CR),
square roots of the average variance extracted (AVE), and
correlation coefficients are presented in Table 2. The internal
consistency coefficients ranging from 0.71 to 0.91 indicated
acceptable reliability, CR exceeded the threshold of 0.7 and AVE
exceeded 0.5, which promise a good convergent validity (Fornell
and Larcker, 1981; Segars, 1997). Analysis revealed that PsyCap
was positively related to job satisfaction (r = 0.41, p < 0.01)
and OID (r = 0.30, p < 0.01). OID was positively related to job
satisfaction (r = 0.34, p < 0.01), supporting Hypotheses 1 and
2. However, there was no significant correlation between income
and the other three variables (r = -0.03 to 0.08, p > 0.05). These
results provide preliminary evidence for the Hypotheses 3 and 4.

The Moderated Mediating Effects
We adopted the suggestion of Edwards and Lambert (2007) and
did an analysis using the bootstrap method. Using the PROCESS
Macros Model 4 and 14 developed by Hayes (2013), we examined
the moderated mediating effect of OID on the relationship
between PsyCap and job satisfaction, while controlling for the
participants’ gender, age, education level, and the years worked.

TABLE 2 | Descriptive statistics and correlations between study variables.

M SD Cronbach’s
α

CR 1 2 3

Psycap 4.22 0.64 0.91 0.85 0.77

OID 3.63 0.65 0.71 0.71 0.30** 0.58

Income 1.89 1.03 – – 0.02 −0.03 –

Job satisfaction 3.33 0.92 – – 0.34** 0.41** 0.08

N = 310, **p < 0.01. Square-roots of the AVEs appear in bold along the diagonal
of the correlation of constructs.

The results (see Table 3) showed that PsyCap had a significant
positive effect on job satisfaction in the absence of mediating
variables (β = 0.40, t = 7.61, p < 0.001), supporting Hypothesis
1. PsyCap also had a significant positive effect on OID (β = 0.29,
t = 5.13, p < 0.001), supporting Hypothesis 2. After adding the
mediating variable of OID, the positive effect of PsyCap on job
satisfaction remained significant (β = 0.36, t = 6.26, p < 0.001),
and the results of the mediation effect test using Bootstrap
showed that, in terms of the direct effect, the 95% confidence
interval for Psycap on job satisfaction ranged from 0.22 to 0.44.
The mediating effect of OID was 0.07 (0.29 × 0.25), and the
95% confidence interval did not contain zero (from 0.03 to 0.12),
which indicates that the mediation effect was satisfied, accounting
for 17.5% of the total effect (0.07/0.40). The establishment of the
mediation effect suggests that PsyCap not only directly affects
residents’ job satisfaction, but also indirectly affects their job
satisfaction through OID. Thus, Hypothesis 3 was supported.

Moreover, the product of income level and OID had additional
effect on job satisfaction (β = 0.10, p < 0.05) (Table 3). Simple
slope test (Figure 2) showed that the increase in income level
enhanced the positive effect of OID on job satisfaction. As seen
in Table 4, there is a difference in the indirect effect of OID at the
high and low levels of income (1B = 0.06). The mediating effect
of PsyCap on job satisfaction through OID was significant at high
income levels (M + SD) (β = 0.10, p < 0.05) with 95% CI of
[0.04, 0.16], while the mediating effect of OID was not significant
(β = 0.04, p > 0.05) at low-income levels (M-SD), with 95% CI
including 0. Hypothesis 4 was supported.

DISCUSSION

In this study, we explored the relationship between PsyCap, OID,
and job satisfaction, and probed the underlying mediation and
moderation mechanisms. We established a moderated mediation
model to test whether residents’ PsyCap was indirectly associated
with job satisfaction through OID and whether this indirect
relationship was moderated by income level. The results indicated
that the impact of PsyCap on residents’ job satisfaction can be
partially explained by their identification with the organization.
Furthermore, this indirect relationship was moderated by the
income level in the second stage of the mediation process, such
that the effect of OID on job satisfaction was stronger in the
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TABLE 3 | Hierarchical regression results.

Dependent variable Model 1 (Job satisfaction) Model 2 (OID) Model 3 (Job satisfaction) Model 4 (Job satisfaction)

β t Boot 95% CI β t Boot 95% CI β t Boot 95% CI β t Boot 95% CI

Gender −0.05 −1.00 [−0.37, 0.12] 0.02 0.33 [−0.21, 0.29] −0.06 −1.06 [−0.36, 0.09] −0.12 −1.05 [−0.36, 0.09]

Age 0.11 1.64 [−0.01, 0.08] 0.07 1.06 [−0.02, 0.08] 0.09 1.50 [−0.01, 0.08] 0.04 1.50 [−0.01, 0.08]

Edu level 0.02 0.42 [−0.10, 0.17] −0.08 −1.36 [−0.24, 0.04] 0.05 0.06 [−0.07, 0.19] 0.00 0.06 [−0.14, 0.15]

Years worked −0.05 −0.78 [−0.14, 0.08] −0.10 −1.69 [−0.18, 0.01] −0.02 −0.69 [−0.11, 0.07] −0.03 −0.69 [−0.12, 0.06]

Psycap 0.40*** 7.61 [0.28, 0.52] 0.29*** 5.13 [0.18, 0.40] 0.36*** 6.26 [0.22, 0.44] 0.33*** 6.10 [0.22, 0.43]

OID 0.25*** 4.66 [0.14, 0.36] 0.25*** 4.70 [0.14, 0.35]

Income 0.10 1.84 [−0.01, 0.21]

OID*Income 0.10* 2.14 [0.01, 0.19]

R2 0.18 0.10 0.23 0.25

F 12.60*** 6.47*** 15.02*** 12.46***

CI, confidence interval, it represents significance when the confidence intervals did not contain zero.
*p < 0.05; ***p < 0.001.

context of a higher level of income. In other words, the positive
relationship between OID and job satisfaction strengthens as
income level increases.

The positive relationships between PsyCap and job
satisfaction, and OID and job satisfaction have been proven
in several studies (Larson and Luthans, 2006; Ke and Sun,
2014; Loi et al., 2014; Karanika-Murray et al., 2015). The
duplicated result reminds us of the importance of an employee’s
psychological resources, and their identification with the
organizations they are working for.

As mentioned in the literature review, OID has a significant
influence on job satisfaction. However, little is known about how
to improve the OID of employees (especially in newcomers).
The results of the current study shed new light on this issue
by introducing PsyCap as a positive psychological resource. We
argue that PsyCap not only has a direct effect on job satisfaction,
but it also influences job satisfaction through the mediating role
of OID. It is well-established that an individual’s attitude toward
life and work is profoundly affected by PsyCap. Employees
with less PsyCap are more likely to experience helplessness,

FIGURE 2 | Simple slopes of the moderation.

anxiety, depression, and frustration, and thus have more negative
experiences at work. It may also cause them to disagree with and
distrust the organization, which leads to distress. On the other
hand, people with higher levels of PsyCap are more positive. The
broaden-and-build theory suggests that positive emotions have
two main functions: broadening and building. The broadening
function refers to the ability of positive emotions to expand the
scope of attention, cognition, and action. Building function refers
to the ability of positive emotions to build enduring resources
for individuals (Fredrickson, 2001). Therefore, positive emotions
resulting from high levels of PsyCap would help residents to be
more open-minded and try harder to gain additional resources
from the organization. Although it is inevitable for them to meet
setbacks, their positive psychological resources would exert a
protective effect against pressure and stress. They would have
more objective or positive evaluations of their workplace and,
therefore, would identify more with their organization.

This study also found that income levels were significantly
different for residents with different OID. Higher income
significantly increased job satisfaction among employees with
high OID, and for residents with lower income, the increase in job
satisfaction associated with increased OID was not as dramatic as
those with higher income. In other words, the effect of OID on job
satisfaction is more pronounced for higher-income employees
than for lower-income employees. This can be explained through
the resource conservation theory. Resource conservation theory
suggests that individuals tend to acquire, maintain, and protect
the resources they value (Hobfoll, 2001). Wages are one of the
valuable resources that organizations give to their employees.
Those who get more of this resource tend to be more committed

TABLE 4 | Conditional indirect effect of income level when organizational
identification (OID) mediated between PsyCap and job satisfaction.

Mediator Income level Effect BootSE 95%CI

OID –1 SD 0.04 0.03 [−0.00, 0.01]

M 0.07 0.02 [0.03, 0.12]

+1 SD 0.10 0.03 [0.04, 0.16]
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to their organizations and, as a result, are more satisfied with
their jobs. On the other hand, employees who earn less may be
disappointed with their wages, making their level of identification
with the organization have a minor impact on job satisfaction.

Theoretical Implications
Our findings extend the research on PsyCap and make at least
three important contributions to the literature. First, our study
expands the research on PsyCap by exploring the relationship
between PsyCap and OID. We take PsyCap and OID into
consideration simultaneously to explain their influence on job
satisfaction, and our results support this hypothesis closely. This
means that it is worthwhile to take into account both the concept
of explanation and improvement of employees’ job satisfaction.

Second, our research integrated the broaden-and-build theory
of positive emotion and resource conservation theory to reveal
how PsyCap affects job satisfaction through OID. Meanwhile, we
further the research on positive organizational behavior to the
resident population, and investigate how low-income levels affect
the relationship between OID and job satisfaction in detail.

Third, few studies have examined the mechanisms underlying
the effects of OID on job satisfaction among employees with
less worked years. By integrating the OID and income level, we
contribute to filling this gap by demonstrating the moderating
role of income in such a relationship.

Practical Implications
The results of this study have important practical implications
for the managers of residents, as well as policymakers who
develop compensation policies. Residents’ identification with the
hospitals they are working for is an important prerequisite for
improving their job satisfaction, and improving OID is an urgent
issue to be addressed by managers who are concerned about the
work attitudes of medical staff. First, providing PsyCap training
to residents (especially new residents) can help them establish
their OID and thus further improve their job satisfaction. The
effectiveness of training in PsyCap has been demonstrated in
past studies; for example, the daily online self-learning approach
was shown to be effective in helping employees improve their
PsyCap levels (Da et al., 2020). In addition to training, our
research findings highlight the importance of improving how
residents are treated.

For compensation developers, there is a need to consider
residents’ work stress and ensure that their income matches their
workload. Particularly during the global outbreak of COVID-19,
doubling workload with lower compensation than other medical
staff may have a negative impact on the physical and mental
health of residents. Therefore, there is an urgent need to improve
resident compensation packages.

Limitations and Future Directions
First, due to the cross-sectional nature of this study, a causal
relationship could not be identified. The second limitation is
that this study only utilized self-report measures. Peer reports
and objective evaluation indexes should be considered in future
research. Third, the job satisfaction was measured using a single

item, making it impossible to test the reliability and validity of this
variable. Fourth, the generalizability of the construct and related
scale of organizational identity in the Chinese cultural context is
subject to our sample choice. Due to the training regulations of
the residents, most of the sample in this study consisted of young
adults who are in the process of career adjustment. They are
still changing and developing their organizational identification,
which may affect the results of the study. Despite its exploratory
nature, this study offers some insight into the relation among
PsyCap, OID, and job satisfaction. More longitudinal studies are
needed to validate the relationship among them in the future.

CONCLUSION

This study highlights the importance of PsyCap with respect
to residents’ job satisfaction. OID has been proven to be a
partial mediator of this relationship. Moreover, income level
moderates the relationship between OID and job satisfaction.
The influence of OID on job satisfaction was stronger for
residents with a higher level of income. Interventions to
improve residents’ job satisfaction should be designed from
the perspective of increasing their PsyCap. We advise hospital
managers and policymakers to increase the income level of
residents, so as to improve residents’ organizational identification
and job satisfaction.
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