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Abstract 

 

 In this study we explored teamwork, specifically team cohesion and team identification, 

as moderators in the relationship between Psychological Capital (PsyCap) and Organizational 

Citizenship Behaviors (OCB). This research examined whether teamwork can strengthen the 

influence of PsyCap on OCB, so that organizations may understand the effect of team 

identification and cohesion in work environment. As the research result shows, PsyCap has a 

positive relationship with OCB. Team Identification does not moderate the effect of 

Psychology Capital on Organizational Citizenship Behaviors. Team cohesion, on the other 

hand, weakens the effect of PsycCap on OCB. 

 

Introduction 

 

Background 

In 2015 as Taiwan enters the economic recession, there are 43 companies and 5292 

employees facing non-paid leave as of November, the highest rate from the past 43 months. 

Employees who face non-paid leave feel miserable; others who still work are also worried 

about being the next or even losing their job. In the economic recession if employees were 

able to stay in positive thinking for continuing their job and stand with their organizations in 

the same line, it would be easier for both organizations and employees to get through the 

economic recession. Psychologists indicated that the more positive emotions employees have, 

the more their ability to tolerate the challenges and willingness to overcome obstacles when 

in difficult situations than the employees with negative emotions (Avolio, Youssef & Luthans, 



2007). Therefore, in this research we use the concept of positive psychology to examine how 

to create the bright side of the workplace and examine the factors that contribute to 

supportive behaviors in the work environment. Through advocating positive psychology, we 

intend to familiarize organizations and employee’s ways to make the workplace a more 

positive one to help employees stay hopeful in the recession period. 

Psychological Capital (PsCap) can be applied to create a positive work environment 

which inspires employees to develop their talent in a supportive environment (Boverie, 

Grassberger, Law, 2013). Past research has shown that PsyCap is positively related to 

desirable employee behaviors such as organizational citizenship behavior (OCB). 

Organizational citizenship behavior has been defined as those behaviors that “are not part of 

the employee’s formal requirements, but nevertheless promote the effective functioning of the 

organization” (Organ, 1988, p, 4). The value of OCB is that it cannot be requested and goes 

beyond the duty, but it influences organizational effectiveness including productivity, 

cooperation, retention and maintenance of organization’s social system. Organizational 

citizenship behavior is especially important in the economic recession period for employees 

to support their colleagues and teammates when they feel worried and to defend the 

organization against threats and difficulties.  

Teamwork is a very common and important work style in modern organizations. The 

advantages of teamwork include productivity, identity, and good relationship with other team 

members. Members of the same team also help other members when they have difficulties. 

Team work has been identified as an important antecedent to stimulate behaviors like OCB 

because teamwork creates a strong identity and cohesiveness that can influence members to 

have positive emotions and desires to help one another (Kidwell & Mossholder, 1997) and 

feel we-ness in a difficult situation.  

Therefore, in this study we explore teamwork, specifically team cohesion and team 

identification, as moderators. This research examines how teamwork can strengthen the 

influence of PsyCap on organizational citizenship behaviors, so that organizations understand 

the effect of team identification and team cohesion in the creation of a friendly and positive 

work environment which is conducive to producing more organizational citizenship 

behaviors from employees with higher psychological capital.  

 

Objective of this study 

The study aims at developing a better understanding of the relationship between 

psychological capital and citizenship behavior in organization. However, we are also curious 

about whether teamwork could moderate the relationship between psychological capital and 

citizenship behavior? People are born to be with other people; good team interaction may 

induce joy and thus altruistic behaviors in employees. Therefore, another objective of this 



study is to understand how teamwork, including team identification and team cohesion, 

moderate between psychological capital and organizational citizenship behaviors. 

Hypothesis 

Hypothesis1. Psychological capital is positively related to employees’ organizational 

citizenship behavior. 

Hypothesis2. Team identification moderates the relationship between psychological 

capital and employees’ organizational citizenship behavior.  

Hypothesis3. Team cohesion moderates the relationship between psychological capital 

and employees’ organizational citizenship behavior. 

 

Methods 

 

Research Framework  

Figure 1 illustrates the research framework which demonstrates the effect of 

psychological capital on organizational citizenship behaviors. It also shows the moderating 

effect of team identification and team cohesion on the relationship between psychological 

capital and organizational citizenship behaviors.  

 

Figure1. Research Framework 

 

Sampling and Data Collection 

The researchers opted for a quantitative method through distribution of survey 

questionnaires to measure the impact of psychological capital on organizational citizenship 

behaviors in Taiwan. The population is the employees who work in an organization and have 

teamwork experience in Taiwan. As there is no sampling frame of this population, 

convenience sampling was adopted. Survey questionnaires were distributed by the 

researchers to the targeted employees who have work experience in a team in Taiwan. Initial 

contacts were made with the human resource office in companies, with an explanation of the 

purpose of the study via email or phone in order for the researchers to gain access to the 

potential respondents. We also used online survey applications to distribute survey 

questionnaires and posted the questionnaire on social media websites such as Facebook or 

LINE to reach the potential respondents.  From the 104 respondents, there were 48 females, 

56 males and ages ranging from 21 to 57 years old, and the majority of the sample (69, or 



66.3%) had a bachelor degree. The 104 respondents had been working in organizations for 

more than 3 months up to 28 years and the majority of the sample (75, or 72.1%) were 

employees in the organization. The respondents had been working in a work team for more 

than 1.5 months up to 204 months and the majority of the sample (76, or 73.1%) were team 

members in the team. The majority of the sample (55, or 52.9%) had a salary range of 20,000 

NTD~ 40,000 NTD. There were 10 respondents working in government, 5 in retail trade, 12 

in accommodation and food service, 4 in financial and insurance, 5 in information, 30 in 

manufacturing, 15 in service industry, 16 IT industry and 7 in other industries. 

 

Measurement 

   Organizational Citizenship Behaviors. This research adopted William and Anderson’s 

(1991) 21-item questionnaires using a 5-point Likert-type scale, with response categories 

from 1 representing not frequent at all, to 5 representing very frequent. A sample item is 

“Helps others who have been absent.”  

   Psychological Capital. Psychological Capital questionnaire is based on Luthans, et al. 

(2007) who developed PsyCap Questionnaire (PCQ) using a 6-point Likert-type scale, with 

response categories from 1 representing strongly disagree, to 6 representing strongly agree. 

This measure for psychological capital contains 24 items; a sample item is:“I can get 

through difficult times at work because I've experienced difficulty before.” 

   Work Team identification. For the measure of work team identification, we adopted 

Huang’s (2013) questionnaire. The version of this measure contains 9 items to be responded 

using a 5-point Likert-type scale. Response categories are from 1 representing strongly 

disagree to 7 representing strongly agree. A sample item is: “I don’t like to hear others 

criticize my work-group.”  

   Work team cohesion. For the measure of work team cohesion, we adopted Carless and 

Paola’s (2000) measurement. Respondents rate if a work team member sees other team 

members and the group as a whole. This measure of work team cohesion contained 10 items 

using 7-point Likert-type scale, with response categories from 1 representing strongly 

disagree, to 7 representing strongly agree. A sample item is “Our team would like to spend 

time together outside of work hours”.  

 

Reliability and Validity Analysis 

To ensure the validity of the measures, Exploratory Factor Analysis was used to make 

sure that questionnaire items fall under appropriate dimensions. The Keiser–Meyer–Olkin 

measure of sampling adequacy was conducted with a result of .757; the Berlett’s Test of 

Sphericity was significant, which ensured that data was suitable for factor analysis. 

Modification of the items were done based on the Exploratory Analysis result, some items 



were deleted because of low factor loading and cross loading. Internal consistency as 

represented by Cronbach’s alpha was then calculated for each measure to ensure reliability.  

 

Result 

Descriptive Statistics and Correlation Analysis 

Means, standard deviations, reliabilities, and inter correlations (Pearson’s correlation) of 

the variables are present in Table 1.  As shown in the correlation analysis, organizational 

citizenship behavior (OCB) is positively correlated with work month in the organization 

(r=0.26, p<.01) which means employees who work in an organization longer are more likely 

to have more organizational citizenship behavior. OCB also positively correlated with salary 

(r=.23, p<.05) which means employees who have higher salary in organizations are more 

likely to perform more organizational citizenship behavior.  Correlations were also used to 

examine direct and linear relationships between independent variable, moderators and 

outcome variable. As presented in research question one: Will Psychological Capital have an 

effect on Organizational Citizenship Behavior? The correlation results between Psychological 

Capital and OCB shows a positive relationship (r=.61, p<.01), which means employees who 

have more positive Psychological Capital are more likely to exhibit more OCB. The second 

and the third questions raised in this study were as follows: Does a moderator effect of Team 

Identification exist on the relationship between Psychological Capital and Organizational 

Citizenship Behavior? Does a moderator effect of Team Cohesion exist on the relationship 

between Psychological Capital and Organizational Citizenship Behavior? The correlation 

result between Team identification and OCB shows a positive relationship (r=.36, p<.01), 

which means employees who have higher team identification tend to have more OCB.  And 

the correlation result between Team cohesion and OCB shows a positive relationship (r=.37, 

p<.01), which means employees who have higher team cohesion also tend to have more OCB. 

Although the correlation results between team identification, team cohesion and OCB are 

promising, the research questions remain since correlation analysis cannot test moderating 

effect. Next, we used hierarchical regression analyses to test the moderating effect.  

 

Regression 

 Team identification as Moderator. We used hierarchical regression to test Hypothesis 

1and 2. The result is shown in Table2.  

 In step 1 of the regression analysis, the demographic variable salary was entered as a 

control variable. Then in step 2, Psychology Capital was entered to estimate its main effect on 

OCB. Our major finding was that the main effect of Psychology Capital on OCB was 

significant. (β=.60,p<.001) Therefore, Hypothesis 1 was confirmed. In step 3, Team 

identification was entered to estimate its main effect on OCB. The finding was that the main 

effect of Team identification on OCB was significant (β=.17, p<.05). In step 4, the researcher 



mean-centered the Psychological Capital and Team identification before multiplying the two 

variables to create an interaction term. The interaction term was not a significant predictor of 

OCB (β= -0.12, n.s.), suggesting that Team Identification does not moderate the effect of 

Psychology Capital on Organizational Citizenship Behaviors. Therefore, Hypothesis 2 was 

rejected.



 



Table2: Regression Analysis of Psychology Capital and Team identification on 

Organizational Citizenship Behaviors 

Predictors 
  

Organizational Citizenship Behaviors 

   
Model 1 Model 2 Model 3 Model 4 

Salary  
 

0.21* 0.02 0.00 0.03 

PsyCap  

 
0.60*** 0.55*** 0.53*** 

Team identification 
 

0.17* 0.20* 

PsyCap	 ×	 Team identification -0.12 

�  
 

4.86* 29.97*** 21.88.*** 17.05*** 

Adj. �2  

 
0.04 0.36 0.38 0.38 

∆	 �2  
 

0.05* 0.33*** 0.02* 0.01 

Note. Standardized regression coefficients are shown, n=104, *p< .05, **p<.01, ***p<.001. 

Team cohesion as moderator. We also used hierarchical regression to test 

Hypothesis 3. The result of Hypothesis 3 is shown in Table 3.  

 In step 1 of the regression analysis, the demographic variable salary was entered 

as a control variable. Then in step 2, PsyCap was entered to estimate its main effect 

on OCB. The major finding was that the main effect of Psychology Capital on OCB 

was significant (β=.60, p<.001). Again, Hypothesis 1 was confirmed. In step 3, Team 

Cohesion was entered to estimate its main effect on OCB. The finding was that the 

main effect of Team Cohesion on OCB was significant (β=.25, p<.01). In step 4, we 

entered the interaction of PsyCap and team cohesion. The interaction term was 

significant (β = −.16, p < .05), suggesting that team cohesion moderates the effect of 

PsycCap on OCB.  

 

Table 3: Regression Analysis of Psychology Capital and Team cohesion on 

Organizational Citizenship Behaviors 

Predictors          Organizational Citizenship Behaviors 

   Model 1 Model2 Model 3 Model 4 

Salary   0.21* 0.02 -0.03 -0.00 

PsyCap    0.60*** 0.56*** 0.56*** 

Team cohesion                                                   0.25** 0.27*** 

PsyCap  ×  Team cohesion    -0.16* 

�   4.86* 29.97*** 25.03*** 20.44*** 

Adj. �2   0.04 0.36 0.41 0.43 

∆	 �2  0.05* 0.33*** 0.06** 0.02* 

Note. Standardized regression coefficients are shown, n=104, *p< .05, **p<.01, ***p<.001. 



The interaction plot is shown in Figure 2. The researcher divided team cohesion 

into three groups of low, medium and high (Aiken & West, 1991). All three groups 

show positive relationship between Psycap and OCB with a Beta value of .70 for the 

low group, .35 for the medium group, and .38 for the high group. As a result, the 

relationship between Psychology Capital and OCB is the strongest in the low team 

cohesion group. Therefore, even though Hypothesis 3 was supported; the direction of 

the moderation was contrary to our expectation.  

 

Figure2: The moderating effect of team cohesion on the relationship between 

psychological capital and organizational citizenship behavior 

 

 

 

 

 

                     

 

 

 

 

 

 

Discussion 

Organizations care more and more about employee’s personality and how the 

personality is related to their behavior on the job, in order to create the positive work 

environment. Although an increasing number of human resource researchers and 

psychologists have examined positive psychology in the workplace, however, the 

potential influence of moderating effects (e.g., teamwork) on such relationships was 

insufficient; therefore, we used team identification and team cohesion as moderators 

to test how teamwork affects the relationship between PsyCap and OCB. According to 

the literature review and the research result, we found PsycCap strongly and 

positively related to OCB. An employee with higher PsyCap has more optimistic 

thinking and behavior and tries to help a colleague and the organization in difficulties. 

According to the moderating effect result, team identification was not found to 

moderate the relationship between PsyCap and OCB, but rather directly affects OCB. 

The result supports past research that team identification is positively related to 

employees’ attitude and behaviors.  

O
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PsyCap 



    Another moderator effect result showed that team cohesion moderates the 

relationship between PsyCap and OCB, which supports the research hypothesis 3. 

According to the research result, we found an interesting finding that low team 

cohesion group has strongest moderator effect than medium and high team cohesion 

groups. This result is contrary to the researchers’ previous thinking that high team 

cohesion has strongest effect between PsyCap and OCB. The possible explanation is 

that team cohesion reflects a tendency for a group to stick together and team members 

may have the same goal and same behaviors (Carron & Hausenblas,1998). Team 

cohesion depersonalizes team member’s personality, perceptions and behaviors (Lin ＆Peng, 2010). Therefore, with the high team cohesion team member needs to follow 

the team’s norm and the role that team member play in a team, which replaces his/her 

individual personality. In another study, Hardy, Eys, and Carron (2005) also 

mentioned that “It was found that approximately 56% of the respondents indicated 

that there could be disadvantages to high social cohesion.” At a personal level, high 

team cohesion may enhance the pressure to conform, which may reduce task 

commitment and create social attachment problems (Hardy et al., 2005). In contrast, 

the low team cohesion group without a strong team conformity, team members are 

free from their team norm, and are not constrained to behave in the organization like 

the members with higher team cohesion. Therefore, it is understandable that we found 

in a low team cohesion group the strongest relationship between psychological capital 

and organizational citizenship behaviors. Finally, the researchers want to emphasize 

that team cohesion has advantages and disadvantages. Team cohesion makes team 

members to have good connection with each other. However, as the result and past 

research show, high cohesion team may create some pressure to team members at the 

same time. 

 

Theoretical Contributions 

Human resource specialists always look to recruit an employee who not only fit 

the job but also fit the organization. Therefore, employee’s personality becomes an 

important concern when recruiting. On the basis of this perspective, we found that 

PsyCap has a significant relation to organization citizenship behaviors. Another 

important contribution is that we provided empirical evidence that team cohesion has 

significant moderating effect between PsyCap and organizational citizenship 

behaviors, when team cohesion is low, the relationship is the strongest.  

 

Practical Implication  

The research result provides some new ideas to human resources departments. 

Employees who have positive thinking will perform more organizational citizenship 



behaviors, therefore, employees with positive psychology are able to create positive 

work place and help their colleagues and organizations in difficult times. Another 

practical implication is that relationship between PsyCap and OCB is the strongest 

when team cohesion is low. Although this result does not deny the importance of team 

work, it does remind human recourses specialists and team leaders when building a 

work team, they need to concern about how to balance the team and the individual. 

For building a work team, team cohesion makes team member feel “we-ness” and 

finish task together, but at the same time team leader also needs to concern about if 

team cohesion gives team members conformity pressures, and suppresses individual’s 

positive thinking and behaviors.   

 

Limitation 

A limitation of this study is that the researcher only focuses on psychological 

capital related to OCB, and team identification and cohesion as moderators. Some 

other important variables not mentioned in this research may also influence OCB. The 

purpose of the study is to study organizational citizenship behavior in Taiwan context; 

the sample is constituted of employees who has or had teamwork experience in 

organizations in Taiwan. This study only focused on OCB of the participants as the 

outcome variable without other behaviors in organizations. Due to the size of the 

sample surveyed the research result might not represent the whole country or entire 

industrial sectors.  
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