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ABSTRACT
Psychological capital (PsyCap) is a core construct in positive organizational behavior, referring to an individual's positive 
psychological state of development that is characterized by self-efficacy, optimism, hope, and resilience. It is an asset that can be 
developed, invested in, and yield returns. As the psychological foundation and internal driving force underlying both human and 
social capital, psychological capital not only contributes to employees' mental health but also exerts a significant influence on 
job performance, organizational commitment, and innovative behavior. In human resource management (HRM) practice, 
psychological capital can serve as a strategic resource systematically integrated into various HR processes, including job analysis, 
recruitment and selection, training and development, compensation and incentives, employee assistance programs, and 
performance management. By employing psychological capital assessments, implementing PsyCap interventions, and 
establishing incentive systems oriented toward the enhancement of psychological capital, organizations can effectively 
strengthen employees' self-efficacy, hope, and psychological resilience, thereby fostering potential development and optimizing 
organizational effectiveness. Integrating the concept of psychological capital into the HRM system not only facilitates the 
transformation of HR practices from administrative to strategic functions but also provides new theoretical and practical 
pathways for organizations to achieve sustainable competitive advantage.

KEYWORDS
Psychological capital; Human resources; Organizational performance

1　The connotation and components of psychological capital

The concept of psychological capital (PsyCap) was first introduced by American management scholar and former 
president of the Academy of Management, Fred Luthans. As a major theoretical achievement within the framework of 
Positive Organizational Behavior (POB), psychological capital is defined as a core psychological resource that meets the 
standards of POB—representing an individual ’ s positive psychological state of development characterized by 
developability, investability, and returnability. The central focus of PsyCap research lies in exploring how positive 
psychological interventions can stimulate and optimize individual potential, enabling organizational members to achieve 
an optimal psychological state and thereby fostering sustained organizational competitiveness.

According to Luthans and his colleagues, psychological capital consists of four fundamental dimensions—self-efficacy, 
optimism, hope, and resilience (as illustrated in Figure 1)—which collectively reflect an individual ’ s positive psychological 
energy when facing challenges and pressure. Specifically:

(1) Self-efficacy refers to an individual ’ s confidence in their ability to take on challenging tasks and exert the necessary 
effort to achieve predetermined goals.

(2) Optimism denotes a cognitive tendency to maintain positive expectations about present and future events, 
typically attributing success to internal, stable causes.

(3) Hope embodies an individual ’ s willpower and pathway thinking during goal pursuit—demonstrated by 
perseverance in the face of obstacles and flexibility in adjusting strategies to attain desired outcomes.

(4) Resilience refers to the ability to recover quickly from adversity, stress, or failure, and to experience personal growth 
and transformation through such experiences.

Figure 1　Composition of psychological capital
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2　The relationship between psychological capital, human capital, and social capital

As a core form of positive psychological resource, psychological capital not only serves as an essential foundation for 
both human capital and social capital, but also constitutes a crucial component within their conceptual systems. 
Individuals who possess abundant psychological capital tend to exhibit positive spillover effects across cognitive, 
emotional, and behavioral dimensions. On the one hand, a positive psychological state can stimulate one ’ s motivation to 
learn and explore new knowledge and skills, thereby enhancing the accumulation and development of human capital. On 
the other hand, psychological capital strengthens an individual ’ s social interaction ability, increases trust and 
cooperation within social networks, and enhances relationship maintenance, thus facilitating the formation and 
expansion of social capital. The relationship among these three types of capital is summarized in Table 1.

From a psychological development perspective, psychological capital reflects an individual ’ s dynamic transformation 
from the “actual self” to the “possible self”, representing the evolution from current capability states toward potential 
developmental states. The focus of psychological capital lies in what an individual is becoming, rather than what they 
already possess. In other words, it emphasizes the development of inner potential, the dynamic nature of psychological 
growth, and the pursuit of self-transcendence—dimensions that are often overlooked in traditional studies of human and 
social capital. Therefore, psychological capital not only complements human and social capital but also acts as the 
psychological mechanism and intrinsic driving force promoting their synergistic development.

3　The role of psychological capital in human resource management

3.1　Psychological capital and employees ’  mental health

As an essential application of positive psychology in organizational management, psychological capital has been 
empirically proven to exert a significant positive influence on employees ’  mental health (Zhang, 2018). A healthy 
psychological state is not only a prerequisite for employees to perform effectively and comply with organizational norms 
but also a psychological safeguard for the sustainable development of enterprises. Research indicates that employees ’  
mental health is significantly and positively correlated with their level of psychological capital (Lan, 2020). Specifically, 
employees with higher self-efficacy are better able to regulate work stress, exercise emotional control, and maintain 
psychological balance. Employees with higher levels of optimism and hope tend to approach work challenges with 
positive expectations, thereby reducing anxiety and depressive emotions. Meanwhile, resilience enables employees to 
maintain psychological stability in the face of setbacks and recover quickly to a positive state.

In the context of Chinese enterprises, work pressure, negative emotions, and insufficient social support are among the 
primary factors undermining employee mental health. Surveys reveal that approximately 27% of employees experience 
varying degrees of psychological distress, with “excessive work stress,” “self-doubt,” “interpersonal conflict,” and 
“criticism from superiors” cited as key stressors. Enhancing psychological capital can effectively buffer these negative 
effects by strengthening employees ’  emotional regulation and psychological recovery capacities, thereby improving job 
satisfaction and well-being while reducing burnout and turnover intentions (Li, 2024).

Therefore, in human resource management practice, the development of psychological capital should be integrated 
into employee assistance programs (EAPs) and organizational mental health management systems. Through systematic 
psychological training, positive interventions, and organizational support mechanisms, firms can enhance employees ’  
self-efficacy, optimism, hope, and resilience, thereby achieving dual improvements in individual psychological well-being 
and organizational performance.

3.2　Psychological capital and job performance

A growing body of empirical research demonstrates that psychological capital is not only a critical predictor of 
employees ’  mental health but also a key psychological resource influencing job performance, organizational 
commitment, and innovative behavior (Abubakar, Foroutan, & Megdadi, 2019). Employees with higher levels of 

Table 1　The relationship between psychological capital, human capital, and social capital
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Knowledge, skills, experience
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Education and training
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psychological capital typically display greater work engagement, creativity, and accountability. They are more likely to 
maintain a proactive attitude under task pressure, directly enhancing performance outcomes.

At the organizational level, the development of psychological capital can indirectly improve overall performance by 
strengthening employees ’  intrinsic motivation, enhancing organizational climate, and fostering team cohesion (Altaf, 
Amat-U-Zahra, & Sajid, 2020). For instance, Gao and Chen (2019) found a significant positive correlation between 
employees ’  psychological capital scores and performance appraisal results in manufacturing firms (r = 0.58, p < 0.01), 
with hope and resilience being the most influential dimensions. Employees with higher psychological capital can remain 
focused and persistent under pressure, achieving higher task completion rates and goal attainment levels.

Moreover, psychological capital influences organizational commitment and job satisfaction. Zhang and Li (2020) found 
that psychological capital was significantly positively correlated with organizational citizenship behavior (r = 0.43, p < 
0.01) and negatively correlated with turnover intention (r = -0.37, p < 0.01). This indicates that psychological capital not 
only enhances performance outcomes but also strengthens employees ’  emotional attachment and long-term 
commitment to the organization.

Overall, enhancing psychological capital represents a vital psychological mechanism for improving corporate 
performance. To achieve sustainable performance growth, enterprises should develop a cyclical system centered on 
“positive psychological development – performance improvement – organizational growth.” Through psychological 
capital assessment, training interventions, and feedback mechanisms, firms can systematically foster employee potential 
and optimize organizational effectiveness, achieving a dual elevation of employee value and organizational performance.

4　Applications of psychological capital in human resource management

Psychological capital is not merely a reflection of an individual ’ s positive psychological state but also a measurable, 
developable, and convertible strategic resource. Integrating psychological capital into core HRM functions—such as job 
design, recruitment and placement, training and development, compensation systems, employee assistance programs, 
and performance management—can stimulate employee potential, optimize person–job fit, and enhance organizational 
efficiency and competitiveness.

4.1　Application in job design

Scientific job design clarifies job responsibilities and competency requirements, providing a foundation for 
recruitment and performance evaluation. Traditional job analysis focuses primarily on explicit abilities such as knowledge, 
skills, and experience, often neglecting implicit psychological resources such as psychological capital. In reality, different 
positions demand distinct psychological traits—for example, high-pressure positions require strong resilience and 
emotional regulation, while innovative roles depend more on hope and self-efficacy (Yan & Fan, 2020).

Thus, incorporating psychological capital assessments into job design allows for a quantitative analysis of the 
psychological traits required for each role, enriching competency models with a psychological dimension. Domestic 
studies further suggest that job–person matching models based on psychological capital significantly improve job fit and 
organizational commitment (Zhang, Zheng, & Zou, 2020). This psychological-capital-based approach to job design 
renders HR management more comprehensive and dynamic, enabling precise talent selection and development.

4.2　Application in recruitment and selection

The core objective of recruitment and placement lies in achieving both person – job and person – organization fit. 
Incorporating psychological capital theory into recruitment introduces a novel perspective for evaluating candidates. 
Psychological capital assessment tools help identify candidates ’  positive psychological potential, predicting their stability 
and performance under pressure (Luthans et al., 2007).

In high-stress positions such as sales or customer service, self-efficacy and resilience are particularly predictive of 
performance. Employees with higher psychological capital approach rejection and challenges with positivity, achieving 
higher sales success rates and customer satisfaction. Empirical evidence from Yan and Zhang (2024) shows a significant 
positive correlation between psychological capital and sales performance (r = 0.52, p < 0.01), where optimism and hope 
effectively enhance goal attainment.

Therefore, integrating psychological capital assessments in recruitment not only enhances the scientific validity of 
candidate selection but also provides valuable insights for employee development and incentive design, achieving 
dynamic optimization of workforce allocation.
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4.3　Application in employee training

The malleability of psychological capital offers new theoretical and practical directions for employee training. Unlike 
traditional knowledge-based training, psychological capital training emphasizes psychological interventions, situational 
simulations, and positive feedback mechanisms to enhance self-efficacy, hope, optimism, and resilience. Studies show 
that systematic psychological capital development programs significantly improve employees ’  mental health and work 
performance.

In practice, firms can integrate psychological capital development into training modules through activities such as 
positive feedback training, failure review workshops, and emotional regulation sessions (Tian, 2019). Trainers can also 
foster optimism and hope by providing positive reinforcement and emotional contagion, cultivating a “hope-oriented” 
learning environment. Moreover, resilience training is particularly vital in managing high-intensity tasks and 
organizational change, helping employees maintain self-regulation and continuous growth.

In essence, embedding psychological capital development within training systems enhances employees ’  
psychological flexibility and organizational identification, creating a virtuous cycle of “psychological growth – 
performance improvement – organizational development.”

4.4　Application in compensation design

Compensation systems function not only as economic incentives but also as reflections of organizational culture and 
values. From the perspective of psychological capital, effective compensation design should balance fairness and 
motivation, reinforcing employees ’  positive expectations and sense of belonging. Studies indicate that perceived pay 
equity correlates positively with psychological capital, and fair compensation structures can significantly increase 
employees ’  hope and optimism.

Furthermore, a psychological-capital-oriented compensation mechanism can strengthen intrinsic motivation and job 
satisfaction through non-monetary incentives such as recognition, developmental opportunities, and emotional support. 
Luthans and Stajkovic (1999) proposed a psychological capital incentive model, emphasizing that positive feedback, trust, 
and growth opportunities can effectively substitute part of monetary incentives and have more enduring effects on 
performance. Firms can therefore incorporate “psychological capital reward programs” that recognize optimism, 
resilience, and growth-oriented mindsets, achieving dual psychological and economic motivation.

4.5　Application in Employee Assistance Programs (EAPs)

Employee Assistance Programs (EAPs) aim to help employees manage work – life stress through professional 
psychological support, thereby enhancing overall organizational health. The integration of psychological capital shifts 
EAPs from a problem-oriented to a potential-oriented model, focusing on cultivating employees ’  positive psychological 
resources.

Studies show that EAPs incorporating psychological capital interventions (such as hope cultivation and optimism 
training) effectively alleviate burnout and anxiety. In China, leading firms such as Huawei and Alibaba have integrated 
psychological capital development into their EAP frameworks through psychological assessments, group counseling, and 
positive interventions, significantly reducing turnover and stress levels.

Thus, positioning psychological capital as a core element of EAPs not only enhances employees ’  psychological 
resilience but also strengthens organizational support systems and fosters a climate of trust and psychological safety.

4.6　Application in performance management

The essence of performance management lies in aligning employee development with organizational objectives 
through continuous feedback and motivation. Psychological capital theory provides new psychological foundations for 
performance management. Research suggests that psychological capital influences performance indirectly by enhancing 
self-efficacy and goal commitment, thereby promoting performance and organizational citizenship behaviors.

Psychological capital in performance management is applied in three key stages:
Goal Setting: Using psychological capital assessments to set challenging yet attainable goals that foster hope and self-

efficacy.
Feedback: Employing positive feedback mechanisms to strengthen optimism and confidence, helping employees 

recover from failure and continue improving.
Coaching: Providing psychological coaching to promote personal growth, transforming performance management 

from a “control-based” to a “development-oriented” process.
This “psychological capital – performance cycle” forms a self-reinforcing system in which enhanced psychological 
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capital drives performance improvement, and performance success, in turn, reinforces psychological capital—achieving 
sustainable organizational development and employee self-realization.

5　Conclusion

As a measurable, developable, and manageable form of core positive psychological resource that meets the standards 
of Positive Organizational Behavior (POB), psychological capital offers a significant theoretical and practical foundation for 
modern human resource management. This study systematically elaborates the conceptual structure of psychological 
capital—comprising self-efficacy, optimism, hope, and resilience—and clarifies its role as an intrinsic mechanism 
complementing and synergizing with human and social capital. Empirical findings demonstrate that psychological capital 
enhances employees ’  mental health, job engagement, organizational commitment, innovation, and performance, thus 
exerting multi-level positive effects on organizational effectiveness.

From a managerial perspective, integrating psychological capital into key HRM functions—including job analysis, 
recruitment, training, compensation, EAPs, and performance management—facilitates the transformation of HRM from a 
transactional and control-oriented model to a strategic and empowerment-based model. Such integration enables more 
precise alignment between individuals, jobs, and organizations while stimulating employees ’  intrinsic potential and 
positive psychological states, thereby establishing a sustainable competitive advantage for enterprises.
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