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Abstract: Police officers’ job satisfaction is an important issue for police force management, but
insufficient research exists on the topic, especially in China. This study aimed to examine the
associations of job stress and organizational identification with job satisfaction among Chinese police
officers, and particularly the mediating role of psychological capital (PsyCap). A cross-sectional study
was conducted in Liaoning Province of China during the period of September–October 2014. A set of
self-administered questionnaires was distributed to 2514 police officers, and complete responses were
obtained from 2226 participants. The associations among variables in relation to job satisfaction were
validated by structural equation modeling. Job stress was negatively associated with job satisfaction,
while organizational identification and PsyCap were positively associated with job satisfaction
among Chinese police officers. PsyCap mediated the associations of job stress and organizational
identification with job satisfaction. Interventions to improve Chinese police officers’ job satisfaction
should be developed in the future, especially the enhancement of PsyCap.
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1. Introduction

Job satisfaction is a subjective feeling about how much an individual’s needs are met by a job and
can be expressed as “the extent to which people like their jobs” [1]. The basis for the assessment and
investigation of job satisfaction was constructed from the Motivation-Hygiene theory [2], according to
which employees’ feelings toward their jobs are affected by two factors, motivators and hygiene factors.
Motivators are able to create satisfaction by satisfying the individual’s needs for personal growth and
meaning, while hygiene factors can minimize the feeling of dissatisfaction. Reviews of research across
a number of occupations have consistently found a link between low employee job satisfaction and
high employee turnover and absenteeism, low productivity, and low organizational commitment [3].
Therefore, job satisfaction may supply as an appropriate indicator of employee effectiveness, behavior
of employees, and organizational activities. Investigating job satisfaction can help emphasize factors
that increase it, which can improve organizational profit and productivity accordingly [4].

Police personnel play a vital role in maintaining the disciplinary and legislative homeostasis
of society. However, police work has been viewed as one of the most tiring and stressful jobs in
the world [5] because of its shift work, threats of violence, excessive paperwork, confrontational
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contact with the public, the militaristic nature, and having to deal with a bureaucratic organizational
structure [6,7]. Police management literature holds the compelling view that attaining and maintaining
adequate levels of job satisfaction is necessary for the satisfactory job performance and retention of
police officers, and it could also result in police organizations’ success [8–12]. However, empirical
studies on job satisfaction and its determinants within police organizations are sparse [13], especially
in China. Therefore, to investigate job satisfaction and its determinants in police officers is important
for Chinese police administrators.

The conceptual framework of this study is based on the Motivation-Hygiene theory, and is
summarized in Figure 1. According to the Motivation-Hygiene theory, hygiene factors include physical
working conditions, job security, benefits and so on [2]. In reviewing the literature, it is apparent
that job stress is the most frequently studied contributor to job satisfaction. Job stress is described
as the psychological strain or distress that arises from individual or organizational stressors in the
workplace [14]. It can also result from an imbalance between the individual’s ability to cope and
the demands placed on them [15] or an imbalance between employees’ efforts on the job and the
subsequent rewards they receive [16]. Job stress has been recognized as one of the most important
occupational hazards that can impair psychological well-being, physical health, work performance,
and job satisfaction [14,17]. As job stress has been noted consistently as one of the major factors
negatively affecting employees’ job satisfaction among various workplace groups [18], it may be
considered as a hygiene factor affecting job satisfaction among police officers. Therefore, we formulate
a first hypothesis:

H1 There is a negative association between job stress and job satisfaction among police officers.
Motivators in the Motivation-Hygiene theory include the work itself, personal achievement,

recognition, and so on [2], which satisfy a person’s require for self-actualization and lead the
employee to establish positive attitudes. Organizational identification is grounded in social identity
theory and is a specific form of social identification where the individual defines him or herself
in terms of their membership in a particular organization [19]. Individuals who identify with
their organizations are likely to have positive attitudes toward them [20], contributing to better
efficiencies in organizations [21]. The results of research in various occupations indicated that
organizational identification was significantly associated with job satisfaction, job performance, and
organizational citizenship behavior [22]. Within this framework, it can be expected that organizational
identification would be considered as a motivator affecting job satisfaction among police officers. Thus,
we hypothesize:

H2 There is a positive association between organizational identification and job satisfaction among
police officers.

It is worth mentioning that earlier studies on job satisfaction did not pay sufficient attention
to the psychological characteristics of employees. Positive psychology in recent years has focused
on what it means to live the good life, and psychological capital has emerged as an important part
of it. Psychological capital (PsyCap) is positive state-like psychological capacities, and focuses on
people’s strength and how they grow and thrive. With the development of positive psychology,
PsyCap has become an important internal resource for positive work behaviors, job attitudes (e.g.,
job satisfaction) and employee performance [23,24]. It has been found to be beneficial in human
resource management for combating employee stress and so on [25]. Besides the research focused on
the antecedents and outcomes of PsyCap, there have been other studies trying to find the underlying
mechanisms through which PsyCap influences workplace outcomes at different level of analysis.
Luthans et al. found that PsyCap fully mediated the relationship between a supportive organizational
climate and job performance [26]. Some studies found the mediating role played by PsyCap in
linking transformational and authentic leadership behavior to individual-level and team-level work
outcomes [27,28]. Roberts et al. looked at PsyCap as a mediator in the association of job stress with
uncivil behavior [29]. Given those prior researches, we suggest that PsyCap may influence job
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attitude outcomes, such as job satisfaction, in a similar way. Based on the above, we formulate the
following hypotheses:

H3 PsyCap plays a mediating role in the association between job stress and job satisfaction.
H4 PsyCap plays a mediating role in the association between organizational identification and

job satisfaction.
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Figure 1. Conceptual framework of this study. Note: PsyCap: psychological capital.

2. Methods

2.1. Study Design and Sample

A cross-sectional study was conducted during the period of September–October 2014 on a police
population in Liaoning Province of China using a multi-stage cluster random sampling method.
Based on the population and economic development of Liaoning Province, the 14 cities in Liaoning
Province were divided into three ranks: large, medium, and small cities. Next one large city, two
medium cities, and four small cities were randomly selected. Five police stations were randomly
selected in each sampled city, and if the sampled city was a megalopolis, two more police stations
were randomly selected. As a result, a total of 37 police stations and 2514 police officers were recruited
in this study. After a description of the study was given to this population, their written informed
consent was obtained. Then, a set of self-administered questionnaires was distributed to the police
officers, and they completed these questionnaires anonymously. Complete responses were obtained
from 2226 participants (effective response rate: 88.54%). This study received ethics approval from the
Committee on Human Experimentation of China Medical University.

2.2. Measurement of Job Satisfaction

The Minnesota Satisfaction Questionnaire (MSQ) is a well regarded measure of job satisfaction.
The 20-item short form of MSQ is a 5-point scale (from 1 = very dissatisfied to 5 = very satisfied),
including two dimensions: intrinsic job satisfaction and extrinsic job satisfaction. Intrinsic job
satisfaction includes 12 items that refer to activity, ability utilization, achievement, and so forth.
Extrinsic job satisfaction includes six items that refer to supervision-human relations, company policies,
compensation, and so forth. Intrinsic and extrinsic job satisfactions increase with higher scores. Overall
job satisfaction is a total of 20 items and can be considered as a composite of all the facets of job
satisfaction. The score of overall job satisfaction ranges from 20 to 100. A score of 60 indicates neutral,
and a score of 80 indicates satisfied [30].

2.3. Measurement of Job Stress

Job stress was measured according to Siegrist’s effort-reward-imbalance (ERI) at work model in
which chronic work-related stress is identified as non-reciprocity or imbalance between high efforts
spent and low rewards received [31]. It is a 23-item scale that consists of three scales termed extrinsic
effort (six items), reward (11 items), and overcommitment (six items), and the Chinese version of the
scale has been widely used in China with good reliability and validity [32,33]. The effort and reward
measurement procedure includes two steps: firstly, participants have to express their attitudes (agree

15090



Int. J. Environ. Res. Public Health 2015, 12, 15088–15099

or disagree) toward the work condition described by the item; then, they are asked to choose the extent
to which they feel distressed (ranging from “not distressed” to “very distressed”). Overcommitment is
assessed with 6-item form on a 4-point rating scale, and participants express to what extent they agree
or disagree with the given statements. For the ERI scale, job stress can be expressed by effort/reward
ratio (ERR) and overcommitment independently. The ERR was calculated based on the following
equation: ERR = 11 ˆ effort/6 ˆ reward. When ERR becomes > 1, adequate reward not met with
a high amount of effort is indicated. High score on overcommitment indicates the tendency to spend
an inadequate amount of effort not met by externally defined reward.

2.4. Measurement of Organizational Identification

Organizational identification was measured by a six-item scale using 5-point rating (from
1 = strongly disagree to 5 = strongly agree), which was developed by Mael and Ashforth. It has
only one dimension, and sample items include “When someone criticizes the police station, it feels like
a personal insult.” and “I am very interested in what others think about the police station.” Higher
scores indicate higher level of organizational identification. The scale has been widely used with
good reliability and validity [19], and the Chinese version has been developed and validated in many
studies [34].

2.5. Measurement of PsyCap

PsyCap was measured with the 24-item Psychological Capital Questionnaire (PCQ-24) which was
developed by Luthans. The reliability and validity of the PCQ-24 questionnaire have been validated
across multiple samples [35,36]. The PCQ-24 questionnaire consists of four dimensions: self-efficacy,
hope, resilience and optimism, and each of the four dimensions is measured by six items. Each of the
items is scored on a Likert scale in which 1 indicates strongly disagree and 6 indicates strongly agree.
All questions ask the participants how they feel “right now”. Higher values indicate higher levels of
experienced PsyCap.

2.6. Demographic Characteristics

Age, gender, marital status, educational level, and years of service in policing were
collected in this study. Marital status was categorized as single, married/cohabitation, and
divorced/separated/widowed. Educational level was categorized as high school or under, junior
college and undergraduate or above.

2.7. Statistical Analysis

Differences in continuous variables were examined by t-tests and one-way ANOVAs. Pearson’s
correlation coefficients were used to examine correlations among continuous variables. The associations
among variables in relation to job satisfaction were validated by structural equation modeling (SEM).
SEM is considered a more effective statistical technique than multiple regression analysis when
multiple variables are acting on an outcome and interacting at the same time, and provides more
insight into the direct and indirect effects [18]. Job satisfaction, job stress, organizational identification
and PsyCap were all regarded as latent variables, and the control variables (age and gender) were
put in the model. We set a dummy variable for gender, and “Female” was set as the reference group.
To determine whether a proposed model shows a good fit to data, criteria that have been commonly
used in prior research are: (1) the root mean square error of approximation (RMSEA) < 0.08; (2) the
goodness-of-fit index (GFI) > 0.90; (3) the normed fit index (NFI) > 0.80; and (4) the comparative fit
index (CFI) > 0.90 [23]. The chi-square-associated p value was omitted because of its sensitivity to
a large sample size [37].

Baron and Kenny’s [38] technique was used for determining the mediating effect of PsyCap in
the associations of job stress and organizational identification with job satisfaction. The meditation
determination involves four analytical steps: (1) the independent variable (X) significantly predicts
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the mediating variable (M); (2) M significantly predicts the dependent variable (Y); (3) X significantly
predicts Y; and (4) X significantly predicts Y with an addition of M. The effect of X on Y shrinks
upon the addition of M to the model (partial mediator), or if X does not affect Y when M is added
to the model, then full mediation is established. Then, the Sobel test was used to detect whether
the mediating effect reached a significant level. In this study, X includes job stress, organizational
identification, and control variables; M is PsyCap, and Y is job satisfaction.

All the continuous variables were centralized in order to avoid multicollinearity before the
model was validated. Moreover, tolerance and variance inflation factor were used to check for
multicollinearity. All analyses were performed using SPSS 17.0 (SPSS China Corp., Shanghai, China)
and Amos 6.0 (SPSS Inc., Chicago, IL, USA). Statistical significance was defined as p < 0.05 (two-tailed).

3. Results

3.1. Demographic Characteristics

Demographic characteristics of subjects and distributions of job satisfaction in categorical items
are shown in Table 1.

Table 1. Demographic characteristics of subjects and distributions of job satisfaction.

Variables N (%)
Intrinsic Job
Satisfaction

Extrinsic Job
Satisfaction

Overall Job
Satisfaction

Mean (SD) Mean (SD) Mean (SD)

Age (years) p < 0.01 p < 0.01 p < 0.01
ď34 768 (34.50) 39.91 (9.58) 20.18 (5.01) 66.96 (15.82)

35–44 937 (42.09) 38.69 (7.75) 19.48 (4.26) 64.88 (13.07)
ě45 521 (23.41) 41.11 (8.54) 19.95 (4.63) 67.85 (14.29)

Gender p < 0.01 p > 0.05 p < 0.05
Male 1882 (84.55) 39.43 (8.63) 19.76 (4.59) 65.98 (14.32)

Female 344 (15.45) 41.01 (8.68) 20.22 (4.80) 68.00 (14.73)
Marital status p < 0.01 p < 0.01 p < 0.01

Single 292 (13.12) 40.43 (9.37) 20.75 (4.92) 68.08 (15.39)
Married/Cohabitation 1848 (83.02) 39.38 (8.50) 19.62 (4.56) 65.75 (14.19)

Divorced/Separated/Widowed 86 (3.86) 43.55 (8.33) 21.35 (4.51) 72.01 (14.40)
Educational level p > 0.05 p < 0.01 p > 0.05

High school or under 105 (4.72) 39.79 (4.53) 21.37 (2.46) 68.78 (7.44)
Junior College 616 (27.67) 40.06 (8.80) 19.94 (4.66) 66.80 (14.60)

Undergraduate or above 1505 (67.61) 39.51 (8.81) 19.68 (4.71) 65.91 (14.67)
Years of service in policing p < 0.05 p < 0.01 p < 0.05

ď10 737 (33.11) 39.77 (9.85) 20.16 (5.16) 66.80 (16.24)
11–20 867 (38.95) 39.16 (8.14) 19.42 (4.37) 65.22 (13.66)
ě21 622 (27.94) 40.27 (8.65) 20.01 (4.26) 67.20 (12.95)

Note: SD: standard deviation.

Mean intrinsic, extrinsic and overall job satisfactions differed across age groups, marital status
groups and years of service in policing groups. Mean intrinsic and overall job satisfactions differed
between gender groups. Mean extrinsic job satisfaction differed across educational level groups.

3.2. Descriptions of Job Stress, Organizational Identification, PsyCap and Job Satisfaction

The means, standard deviations, and reliabilities (Cronbach’s alpha) for job stress, organizational
identification, PsyCap and job satisfaction in the study are shown in Table 2. In the study subjects, 37%
reported a high amount of effort not met with adequate reward (ERR > 1). The mean score of overall
job satisfaction in police officers was just medium (66.29 ˘ 14.40) and only 21.2% of police officers
expressed satisfaction with their police job.
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Table 2. Descriptions of job stress, organizational identification, PsyCap and job satisfaction.

Measure Items Mean SD Cronbach’s Alpha

Job stress 23 - - -
Extrinsic effort 6 18.12 6.54 0.95

Reward 11 37.98 10.04 0.93
Overcommitment 6 15.88 3.20 0.81

Organizational
identification 6 3.49 0.94 0.94

PsyCap 24 3.98 0.85 0.96
Self-efficacy 6 4.00 1.33 0.97

Hope 6 4.13 0.99 0.89
Resilience 6 3.98 0.86 0.84
Optimism 6 3.83 0.70 0.90

Job satisfaction 20 66.29 14.40 0.97
Intrinsic job satisfaction 12 39.67 8.65 0.95
Extrinsic job satisfaction 6 19.83 4.63 0.91

Notes: PsyCap: psychological capital; SD: standard deviation.

3.3. Correlations among Job Stress, Organizational Identification, PsyCap and Job Satisfaction

Results of Pearson correlation are shown in Table 3. Job stress was negatively correlated with
intrinsic, extrinsic and overall job satisfactions. Organizational identification and PsyCap were
positively correlated with intrinsic, extrinsic and overall job satisfactions.

Table 3. Correlations among job stress, organizational identification, PsyCap and job satisfaction.

Variable 1 2 3 4 5 6 7

1. Age
2. ERR 0.144 **

3. Overcommitment 0.058 ** 0.510 **
4. Organizational identification ´0.007 ´0.060 ** 0.169 **

5. PsyCap ´0.068 ** ´0.096 ** 0.103 ** 0.555 **
6. Intrinsic job satisfaction 0.043 * ´0.194 ** ´0.089 ** 0.441 ** 0.545 **
7. Extrinsic job satisfaction ´0.006 ´0.197 ** ´0.138 ** 0.374 ** 0.449 ** 0.900 **
8. Overall job satisfaction 0.024 ´0.201 ** ´0.111 ** 0.426 ** 0.514 ** 0.983 ** 0.959 **

Notes: ERR: effort/reward ratio; PsyCap: psychological capital; * p < 0.05; ** p < 0.01.

3.4. Results of SEM and the Mediating Role of PsyCap

The four models according to the steps determining the mediating effect of PsyCap were validated
for goodness of fit, and the goodness-of-fit indices in the four models all fell within the acceptable
range (Table 4). The final model with the mediating effect of PsyCap is shown in Figure 2. As shown
in the figure, job stress showed a negative and significant association with job satisfaction through
PsyCap (β = ´0.181, p < 0.01); while organizational identification showed a positive and significant
association with job satisfaction through PsyCap (β = 0.196, p < 0.01). Of the two control variables,
age was significantly related to job satisfaction (β = 0.082, p < 0.01), which indicated the younger
police officers reported lower level of job satisfaction to their police jobs. The standardized squared
correlations (R2) showed that job stress, organizational identification, and PsyCap accounted for 33%
of variance in job satisfaction.
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Table 4. The goodness-of-fit indices in the four models determining the mediating effect of PsyCap.

Model RMSEA GFI NFI CFI

X-M (Step 1) 0.08 0.94 0.95 0.95
M-Y (Step 2) 0.08 0.98 0.98 0.98

X-Y without M (Step 3) 0.07 0.96 0.96 0.97
X-Y with M (Step 4) 0.08 0.93 0.95 0.95

Notes: PsyCap: psychological capital; RMSEA: the root mean square error of approximation; GFI: the
goodness-of-fit index; NFI: the normed fit index; CFI: the comparative fit index.
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Figure 2. The final model with the mediating effect of PsyCap. Note: PsyCap: psychological capital;
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Regarding the mediating role of PsyCap, according to the criteria proposed by Baron and Kenny,
job stress and organizational identification all consistently met the four steps required for the mediating
effect. As shown in Table 5, PsyCap had a partially mediating effect in the association of job stress with
job satisfaction as the standardized coefficient for job stress shrank when PsyCap was added (from
β = ´0.221 to β = ´0.181; Sobel test, z = ´2.27, p < 0.05). PsyCap had a partially mediating effect in
the association of organizational identification with job satisfaction as the standardized coefficient for
organizational identification shrank when PsyCap was added (from β = 0.448 to β = 0.196; Sobel test,
z = 14.73, p < 0.01).

Table 5. Results of the proposed paths in the four models examining the mediating effect of PsyCap.

The Proposed Path Standardized Coefficient (β)

X-M (Step 1)
Job stressÑPsyCap ´0.027 *

Organizational identificationÑPsyCap 0.585 **
AgeÑPsyCap ´0.066 **

GenderÑPsyCap ´0.056 **
M-Y (Step 2)

PsyCapÑJob satisfaction 0.472 **
X-Y without M (Step 3)

Job stressÑJob satisfaction ´0.221 **
Organizational identificationÑJob satisfaction 0.448 **

AgeÑJob satisfaction 0.082 **
GenderÑJob satisfaction ´0.022

X-Y with M (Step 4)
Job stressÑJob satisfaction ´0.181 *

Organizational identificationÑJob satisfaction 0.196 **
AgeÑJob satisfaction 0.082 **

GenderÑJob satisfaction 0.006

Notes: PsyCap: psychological capital; Gender means “Male” vs. “Female”. * p < 0.05; ** p < 0.01.
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4. Discussion

Job satisfaction has a deep knowledge base and theoretical foundation, and may be the most
widely studied variables in organizational culture, behavior and other occupational phenomena [39].
However, compared with other occupations, studies on police officers’ job satisfaction are relatively
limited. Moreover, it needs to be emphasized that most of the past researches on police officers’
job satisfaction were conducted in English-speaking countries in the Western world. Relatively few
studies were conducted in the Eastern world. In the present study, subjects were selected from police
stations in cities of every size in Liaoning Province, China. A large sample size and a higher effective
response rate may be able to display a good representation of the study population and enhance the
generalization of our study conclusions.

According to the results of this study, only 21.2% of police officers expressed satisfaction with their
police job, and the mean score of overall job satisfaction in police officers was just medium, similar
to other studies [40]. Besides, age was found to be positively correlated with job satisfaction among
police officers, consistent with some studies [41–43]. Other studies, however, reached contradictory
conclusions [44–46], indicating the inconclusive nature of relationships between age and job satisfaction
among police officers. Moreover, in this study, 37% of police officers reported experiencing job stress,
which is a higher proportion than reported in Italian police officers [47,48]. Compared with other
countries, police work in China is arguably more onerous because of excess workload, constant risk of
being injured due to strict gun-control regulation, inconsistency in implementing orders according to
law, being the representative of the government in the eye of the public, and having to maintain social
stability in a multinational region [49]. The probable reason for the higher proportion maybe related to
the nature of police work, but also implied that stress-management programs are lacking in Chinese
police force.

In the analyses carried out, job stress and organizational identification demonstrated their
importance in relation to police officers’ job satisfaction. Our findings supported H1 and H2 that
job stress had a significantly negative impact, while organizational identification had a significantly
positive impact on job satisfaction among police officers, consisted with findings in other studies [50,51].
Nevertheless, organizational identification was found to have more impact on job satisfaction than job
stress in police officers, but its importance in affecting job satisfaction has not been widely detected
in the previous literature review. Police officers who have strong organizational identification may
perceive neutral or even negative conditions as less detrimental because they are more likely to see
the necessity of these conditions in order to achieve the organization’s overall goals. Furthermore,
they may perceive their job as proof of their organizational membership, and therefore as validating
those parts of their self that stem from this membership [50]. It is important to see the benefits of
improvement in organizational identification, as this consequence will result in the improvement of
job satisfaction.

Besides providing support for previous findings, our study makes the important attempt to
integrate PsyCap in explaining the association between job stress and job satisfaction, as well as the
association between organizational identification and job satisfaction, which is the major contribution.
Our results supported H3 and H4 that: (1) job stress might affect risk for job satisfaction in police
officers via a mediating mechanism of PsyCap. In other words, police officers who faced more job
stress would be more likely to experience lower levels of PsyCap, which in turn would lead to lower
job satisfaction. (2) Organizational identification might be a protective factor for job satisfaction
in police officers via a mediating mechanism of PsyCap. That is to say, police officers with more
organizational identification would be more likely to experience higher levels of PsyCap, which in
turn would lead to higher job satisfaction. As an identified positive resource to fight against stress
and enhance positive work attitudes, PsyCap can enhance employees’ positive appraisals of their
circumstances and increase their perceived probability of success based on their motivation, effort
and perseverance [52]. Accordingly, low PsyCap would cause negative expectancies and appraisals,
reduced intrinsic motivation and result in more emphasis on extrinsic rewards, e.g., pay, working
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conditions and job security [53]. As Luthans et al. have suggested, employees with higher levels of
overall PsyCap had greater job satisfaction and performed better at work than employees who only
exhibit one component of PsyCap (self-efficacy, hope, resilience, and optimism) [52], it is crucial to
enhance the four components of PsyCap in police officers for the purpose of improving job satisfaction.

Our findings have theoretical implications as well as practical implications for human resources
management and performance management. In theory, the present study revealed that PsyCap might
be a positive resource for combating job stress and facilitating organizational identification to improve
job satisfaction. Practically, our findings should urge police administrators in China to be aware of the
low levels of job satisfaction in police officers. Efforts should be made to develop strategies to decrease
police officers’ job stress, and improve organizational identification and PsyCap. However, due to the
special nature of the police work, it is difficult to change the job stress in police officers immediately.
Moreover, investigations about how to manage organizational identification in the literature are meager.
It is a more positive and feasible strategy to develop programs increasing PsyCap of police officers,
thus to improve job satisfaction in a long run. Interventions designed to enhance the four components
of PsyCap (self-efficacy, hope, resilience, and optimism) have been introduced in other studies and
confirmed to be effective [54–56]. Therefore, strategies of enhancing police officers’ PsyCap should be
developed in China as soon as possible in the future. Finally, our study provides a new perspective
for researchers to integrate the positive psychological resources of self-efficacy, hope, optimism, and
resilience to enhance job satisfaction.

Several limitations of the present study have to be mentioned. First, this study is the
cross-sectional design. Job stress, organizational identification, PsyCap and job satisfaction were
measured simultaneously, so causal conclusions cannot be drawn. All findings obtained in the current
study should be confirmed by a longitudinal study. Second, all data were self-reported, which may
introduce bias. Third, this study only focused on several variables associated with job satisfaction.
The explanatory power was just medium (33% for job satisfaction), which implied that there might
be other variables that impact police officers’ job satisfaction. More factors should be investigated in
further studies.

5. Conclusions

Our findings supported the Motivation-Hygiene theory as an explanatory framework by which job
stress and organizational identification impact job satisfaction. Furthermore, PsyCap was evidenced to
play a mediating role in the association between job stress and job satisfaction, as well as the association
between organizational identification and job satisfaction. Interventions to improve Chinese police
officers’ job satisfaction should be developed in the future, especially aimed at the enhancement
of PsyCap.

Acknowledgments: The authors would like to thank the administrators of all selected police stations who helped
to obtain the written informed consent from the subjects and to distribute the questionnaires to the subjects.
We also thank all the police officers who voluntarily participated in the study.

Author Contributions: Lu Lu carried out data analysis, interpretation, and wrote the paper. Lie Wang provided
guidance in study design, organized the investigation, and is the corresponding author. Li Liu and Guoyuan Sui
helped with the data collection, analysis, interpretation, and writing of the paper. All authors read and approved
the final manuscript.

Conflicts of Interest: The authors declare that they have no competing interests.

References

1. Griffin, M.L.; Hogan, N.L.; Lambert, E.G.; Tucker-Gail, K.A.; Baker, D.N. Job involvement, job stress, job
satisfaction, and organizational commitment and the burnout of correction staff. Crim. Justice Behav. 2010, 37,
239–255. [CrossRef]

2. Herzberg, F.; Mausner, B.; Snyderman, B. The Motivation to Work; Wiley: New York, NY, USA, 1959.

15096

http://dx.doi.org/10.1177/0093854809351682


Int. J. Environ. Res. Public Health 2015, 12, 15088–15099

3. Gerhart, B. Voluntary turnover and alternative job opportunities. J. Appl. Psychol. 1990, 75, 467–476.
[CrossRef]

4. Maqbali, M.A. Factors that influence nurses’ job satisfaction: A literature review. Nurs. Manag. 2015, 22,
30–37. [CrossRef] [PubMed]

5. Anshel, M.H. A conceptual model and implications for coping with stressful events in police work.
Crim. Justice Behav. 2000, 27, 375–400. [CrossRef]

6. Greller, M.; Parsons, C.K. Psychosomatic complaints scale of stress: Measure development and psychometric
properties. Educ. Psychol. Meas. 1988, 48, 1051–1065. [CrossRef]

7. Jermier, J.M.; Gaines, J.; McIntosh, N.J. Reactions to physically dangerous work: A conceptual and empirical
analysis. J. Organ. Behav. 1989, 10, 15–23. [CrossRef]

8. Dantzker, M.L. Identifying determinants of job satisfaction among police officers. J. Police Crim. Psychol.
1994, 10, 47–56. [CrossRef]

9. Lambert, E.G.; Barton, S.; Hogan, N. Satisfied correctional staff: A review of the literature on the antecedents
and consequences of correctional staff job satisfaction. Crim. Justice Behav. 2002, 29, 115–143. [CrossRef]

10. Sheley, J.F.; Nock, S. Determinants of police job satisfaction. Soc. Inq. 1979, 49, 49–55. [CrossRef]
11. Greene, J.R. Police officer’s job satisfaction and community perceptions: Implications for community-oriented

policing. J. Res. Crime Delinq. 1989, 6, 77–85.
12. Griffin, D.R.; Dunbar, R.L.; McGill, M.E. Factor associated with job satisfaction among police personnel.

J. Police Sci. Admin. 1978, 6, 77–85.
13. Johnson, R. Police officer job satisfaction: A multidimensional analysis. Police Quart. 2012, 15, 157–176.

[CrossRef]
14. Cooper, C.L.; Marshall, J. Occupational sources of stress: A review of the literature relating to coronary heart

disease and mental ill health. J. Occup. Psychol. 1976, 49, 11–28. [CrossRef]
15. Karasek, R.A. Job demands, job decision latitude, and mental strain: Implications for job redesign.

Adm. Sci. Q. 1979, 24, 285–308. [CrossRef]
16. Seigrist, J. Adverse health effects of high-effort/low-reward conditions. J. Occup. Health Psychol. 1996, 1,

27–41. [CrossRef]
17. Parker, D.F.; DeCotiis, T.A. Organizational determinants of job stress. Organ. Behav. Hum. Perform. 1983, 32,

160–177. [CrossRef]
18. Kuo, S. Occupational stress, job satisfaction, and affective commitment to policing among Taiwanese police

officers. Police Quart. 2015, 18, 27–54. [CrossRef]
19. Mael, F.; Ashforth, B.E. Alumni and their alma mater: A partial test of the reformulated model of

organizational identification. J. Organ. Behav. 1992, 13, 103–123. [CrossRef]
20. Ashforth, B.E.; Mael, F. Social identity theory and the organization. Acad. Manag. Rev. 1989, 14, 20–39.
21. Cheney, G. The rhetoric of identification and the study of organizational communication. Q. J. Speech 1983, 69,

143–158. [CrossRef]
22. Van Knippenberg, D.; van Schie, E.C.M. Foci and correlates of organizational identification. J. Occup. Organ.

Psychol. 2000, 7, 137–147. [CrossRef]
23. Larson, M.; Luthans, F. Potential added value of psychological capital in predicting work attitudes. J. Leadersh.

Organ. Stud. 2006, 13, 75–92. [CrossRef]
24. 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. Quart. 2011, 22, 127–152.
[CrossRef]

25. 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]

26. 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]

27. Gooty, J.; Gavin, M.; Johnson, P.; Frazier, L.; Snow, D. In the eyes of the beholder: Transformational leadership,
positive psychological capital and performance. J. Leadersh. Organ. Stud. 2009, 15, 353–357. [CrossRef]

28. Rego, A.; Sousa, F.; Marques, C.; Pina e Cunha, M. Authentic leadership promoting employees’ psychological
capital and creativity. J. Bus. Res. 2012, 65, 429–437. [CrossRef]

29. Roberts, S.J.; Scherer, L.L.; Bowyer, C.J. Job stress and incivility: What role does psychological capital play?
J. Leadersh. Organ. Stud. 2011, 18, 449–458. [CrossRef]

15097

http://dx.doi.org/10.1037/0021-9010.75.5.467
http://dx.doi.org/10.7748/nm.22.2.30.e1297
http://www.ncbi.nlm.nih.gov/pubmed/25921909
http://dx.doi.org/10.1177/0093854800027003006
http://dx.doi.org/10.1177/0013164488484022
http://dx.doi.org/10.1002/job.4030100103
http://dx.doi.org/10.1007/BF02803669
http://dx.doi.org/10.1177/0093854802029002001
http://dx.doi.org/10.1111/j.1475-682X.1979.tb00359.x
http://dx.doi.org/10.1177/1098611112442809
http://dx.doi.org/10.1111/j.2044-8325.1976.tb00325.x
http://dx.doi.org/10.2307/2392498
http://dx.doi.org/10.1037/1076-8998.1.1.27
http://dx.doi.org/10.1016/0030-5073(83)90145-9
http://dx.doi.org/10.1177/1098611114559039
http://dx.doi.org/10.1002/job.4030130202
http://dx.doi.org/10.1080/00335638309383643
http://dx.doi.org/10.1348/096317900166949
http://dx.doi.org/10.1177/10717919070130020601
http://dx.doi.org/10.1002/hrdq.20070
http://dx.doi.org/10.1007/s10902-014-9513-8
http://dx.doi.org/10.1002/job.507
http://dx.doi.org/10.1177/1548051809332021
http://dx.doi.org/10.1016/j.jbusres.2011.10.003
http://dx.doi.org/10.1177/1548051811409044


Int. J. Environ. Res. Public Health 2015, 12, 15088–15099

30. Sharp, T.P. Job satisfaction among psychiatric registered nurses in New England. J. Psychiatr. Ment. Nurs.
2008, 15, 374–378. [CrossRef] [PubMed]

31. Siegrist, J.; Starke, D.; Chandola, T.; Godin, I.; Marmot, M.; Niedharmmer, I. The measurement of
effort-reward imbalance at work: European comparisons. Soc. Sci. Med. 2004, 58, 1483–1499. [CrossRef]

32. Xu, W.; Zhao, Y.; Guo, L.; Guo, Y.; Gao, W. The association between effort-reward imbalance and coronary
atherosclerosis in a Chinese sample. Am. J. Ind. Med. 2010, 53, 655–661. [CrossRef] [PubMed]

33. Li, J.; Yang, W.; Cho, S.I. Gender differences in job strain, effort-reward imbalance, and health functioning
among Chinese physicians. Soc. Sci. Med. 2006, 62, 1066–1077. [CrossRef] [PubMed]

34. Li, Y.; Zhang, N.; Shen, J. The revision of Mael’s organizational identification questionnaire and its
relationship with affective commitment of teachers. J. Educ. Stud. 2007, 3, 29–33. (In Chinese)

35. Van Dyne, L.; Jehn, K.A.; Cummings, A. Differential effects of strain on two forms of work performance:
Individual employee sales and creativity. J. Organ. Behav. 2002, 23, 57–74. [CrossRef]

36. Luthans, F.; Avey, J.B.; Clapp-Smith, R.; Li, W.X. More evidence on the value of Chinese workers’
psychological capital: A potentially unlimited competitive resource? Int. J. Hum. Resour. Manag. 2008, 19,
818–827. [CrossRef]

37. Hou, J.T.; Wen, Z.L.; Cheng, Z.J. Structural Equation Modeling and Its Application; Educational Science
Publishing House: Beijing, China, 2004; pp. 154–165.

38. Baron, R.M.; Kenny, D.A. The moderator-mediator variable distinction in social psychological research:
Conceptual, strategic, and statistical considerations. J. Pers. Soc. Psychol. 1986, 51, 1173–1182. [CrossRef]
[PubMed]

39. Judge, T.; Parker, S.; Colbert, A.; Heller, D.; Ilies, R. Handbook of Industrial, Work and Organizational Psychology;
Sage Publications: London, UK, 2001; pp. 25–52.

40. Dantzker, M.L.; Surrette, M.A. The perceived level of job satisfaction among police officers: A descriptive
review. J. Police Crim. Psychol. 1996, 11, 7–12. [CrossRef]

41. Buzawa, E.S. Determining officers job satisfaction: The role of selected demographic and job specific attitudes.
Criminology 1984, 22, 61–81. [CrossRef]

42. Hoath, D.R.; Schneider, F.W.; Starr, M.W. Police job satisfaction as a function of career orientation and position
tenure: Implications for selection community policing. J. Crim. Justice 1998, 26, 1–11. [CrossRef]

43. Hunt, R.G.; McCadden, K.S. A survey of work attitudes of police officers: Commitment and satisfaction.
Police Stud. 1985, 8, 17–25.

44. Forsyth, C.; Copes, J. Determinants of job satisfaction among police officers. Int. Rev. Mod. Sociol. 1994, 24,
109–116.

45. Talarico, S.M.; Swanson, C.R. Police perceptions and job satisfaction. Work Occup. 1980, 9, 61–78. [CrossRef]
46. Zhao, J.; Thurman, Q.; He, N. Sources of job satisfaction among police officers: A test of demographic and

work environment models. Justice Q. 1999, 16, 153–173. [CrossRef]
47. Garbarino, S.; Magnavita, N.; Chiorri, C.; Brisinda, D.; Cuomo, G.; Venuti, A.; Fenici, R. Evaluation of

operational stress in riot and crowd control police units: A global challenge for prevention and management
of police task-related stress. J. Police Crim. Psychol. 2012, 27, 111–122. [CrossRef]

48. Garbarino, S.; Cuomo, G.; Chiorri, C.; Magnavita, N. Association of work-related stress with mental health
problems in a special police force unit. BMJ Open 2013, 3, 1–12. [CrossRef] [PubMed]

49. Wang, Y.; Zheng, L.; Hu, T.; Zheng, Q. Stress, burnout, and job satisfaction: Case of police force in China.
Public Pers. Manag. 2014, 43, 325–339. [CrossRef]

50. Dick, R.V.; Christ, O.; Stellmacher, J.; Wagner, U.; Ashlswede, O.; Grubba, C.; Hauper, M.; Höhfeld, C.;
Moltzen, K.; Tissington, P.A. Should I stay or should I go? Explaining turnover intentions with organizational
identification and job satisfaction. Br. J. Manag. 2004, 15, 351–360. [CrossRef]

51. Alexopoulos, E.C.; Palastsidi, V.; Tigani, X.; Darviri, C. Exploring stress levels, job satisfaction, and quality of
life in a sample of police officers in Greece. Saf. Health Work 2014, 5, 210–215. [CrossRef] [PubMed]

52. Luthans, F.; Avolio, B.J.; Avey, J.B.; Norman, S.M. Psychological capital: Measurement and relationship with
performance and satisfaction. Pers. Psychol. 2007, 60, 541–572. [CrossRef]

53. Badran, M.A.; Youssef-Morgan, C.M. Psychological capital and job satisfaction in Egypt. J. Manag. Psychol.
2015, 30, 354–370. [CrossRef]

54. 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]

15098

http://dx.doi.org/10.1111/j.1365-2850.2007.01239.x
http://www.ncbi.nlm.nih.gov/pubmed/18454822
http://dx.doi.org/10.1016/S0277-9536(03)00351-4
http://dx.doi.org/10.1002/ajim.20818
http://www.ncbi.nlm.nih.gov/pubmed/20306511
http://dx.doi.org/10.1016/j.socscimed.2005.07.011
http://www.ncbi.nlm.nih.gov/pubmed/16120473
http://dx.doi.org/10.1002/job.127
http://dx.doi.org/10.1080/09585190801991194
http://dx.doi.org/10.1037/0022-3514.51.6.1173
http://www.ncbi.nlm.nih.gov/pubmed/3806354
http://dx.doi.org/10.1007/BF02803703
http://dx.doi.org/10.1111/j.1745-9125.1984.tb00288.x
http://dx.doi.org/10.1016/S0047-2352(98)00010-5
http://dx.doi.org/10.1177/0730888482009001004
http://dx.doi.org/10.1080/07418829900094091
http://dx.doi.org/10.1007/s11896-012-9104-8
http://dx.doi.org/10.1136/bmjopen-2013-002791
http://www.ncbi.nlm.nih.gov/pubmed/23872288
http://dx.doi.org/10.1177/0091026014535179
http://dx.doi.org/10.1111/j.1467-8551.2004.00424.x
http://dx.doi.org/10.1016/j.shaw.2014.07.004
http://www.ncbi.nlm.nih.gov/pubmed/25516814
http://dx.doi.org/10.1111/j.1744-6570.2007.00083.x
http://dx.doi.org/10.1108/JMP-06-2013-0176
http://dx.doi.org/10.1016/j.orgdyn.2004.01.003


Int. J. Environ. Res. Public Health 2015, 12, 15088–15099

55. 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]

56. Luthans, F.; Luthans, K.W.; Luthans, B.C. Positive psychological capital: Beyond human and social capital.
Bus. Horiz. 2004, 47, 45–50. [CrossRef]

© 2015 by the authors; licensee MDPI, Basel, Switzerland. This article is an open access
article distributed under the terms and conditions of the Creative Commons by Attribution
(CC-BY) license (http://creativecommons.org/licenses/by/4.0/).

15099

http://dx.doi.org/10.1002/job.373
http://dx.doi.org/10.1016/j.bushor.2003.11.007

	Introduction 
	Methods 
	Study Design and Sample 
	Measurement of Job Satisfaction 
	Measurement of Job Stress 
	Measurement of Organizational Identification 
	Measurement of PsyCap 
	Demographic Characteristics 
	Statistical Analysis 

	Results 
	Demographic Characteristics 
	Descriptions of Job Stress, Organizational Identification, PsyCap and Job Satisfaction 
	Correlations among Job Stress, Organizational Identification, PsyCap and Job Satisfaction 
	Results of SEM and the Mediating Role of PsyCap 

	Discussion 
	Conclusions 

