
Abstract—For organizational development, employee well-being
is critical and has been influenced deeply by character strengths.
Therefore, investigating the relationship between character strengths
and employee well-being and its inner mechanism is crucial. In this
study, we explored the features of Chinese employees' character
strengths, studied the relationship between character strengths and
employees' subjective well-being, work well-being and psychological
well-being respectively, and examined the mediating effect of
work-family relationship (both enrichment and conflict). An online
survey was conducted. The results showed that: (1) The top five
character strengths of Chinese employees were gratitude, citizenship,
kindness, appreciation of beauty and excellence, justice, while the
bottom five ones were creativity, authenticity, bravery, spirituality,
open-mindedness. (2) Subjective well-being was significantly
correlated to courage, humanity, transcendence and justice. Work
well-being was significantly correlated to wisdom, courage, humanity,
justice and transcendence. Psychological well-being was significantly
correlated to all the above five character strengths and temperance. (3)
Wisdom and humanity influenced Chinese employees’ subjective
well-being through work-family enrichment. Justice enhanced
psychological well-being via work-family enrichment; meanwhile, it
also played a positive role in subjective well-being, work well-being,
and psychological well-being by decreasing the family-work conflict.
At the end of this paper, some theoretical and practical contributions to
organizational management were further discussed.

Keywords—Character strengths, work-family conflict,
work-family enrichment, employee well-being, work well-being.

I. INTRODUCTION

N the field of organizational behavior and human resources
management, employee well-being is very important for

organizational development [1]. High level of well-being is
often related to high level of job involvement and job
satisfaction and organizational commitment, yet low level of
job burnout and turnover intention [2]-[5]. It also closely
correlates with employees’ and organizational creativity [6].
Therefore, investigating the factors, which contribute to the
employee’s well-being, is critical for the employee’s and
organizational development. The previous studies pay more
attention to management or job factors [7]-[12], such as the Job
Demands-Resources Model, the Person-Environment Fit
Model, job commitment-work pressure-work performance, and
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work well-being [3]. These researches mainly care about how
outside substantial conditions or environments provided by
organizations influence psychological well-being. However,
the studies which focus on employee’s own character, like
character strengths, are much less. Like well-being, character
strengths are also an important conception in positive
psychology and is considered to play an important role in
discovering human’s advantages, curing psychological diseases
and improving psychological health [13]. Lots of studies based
on college students have found that character strengths is
closely associated with subjective well-being [14]-[17],
psychological health [18], [19] and positive behaviors like
adaptation [20] and coping styles [21]. Few researches based on
employee groups found that grass-root civil servants’ character
strengths are related negatively to work pressure and job
burnout [22], while positively related to subjective well-being
[23]. Compared to disposition which is rather unchangeable,
character strengths can be cultivated and it’s an important
reflection of employee’s own self-quality. Studying on which
character strengths could influence the employee’s well-being
and how they work would help us to improve employee’s
well-being and organizational development from a new
perspective.

This study aims to investigate three questions: firstly, the
character strengths of Chinese employee are not clear. The
concept of character strengths comes from traditional clinical
psychology, which intends to correct the negative
psychological tradition. Positive psychologists believe that
human’s superiority is not byproduct by solving or negatively
alleviating the problem. Human’s advantage can help us to deal
with misfortune, alleviate and prevent the psychological
problems. And it’s the key factor to construct the ability for
adaptation [24]. To unify the standard for psychological
counseling, Peterson and Seligman suggested the Values in
Action Classification of Strengths System, Park and others
made the Values in Action Inventory of Strengths (VIA-IS)
based on this [25]. 24 character strengths are classified into 6
virtues: wisdom and knowledge, courage, justice, humanity,
temperance and transcendence. These six virtues are
appreciated worldwide. The conception and inventory provide
a unified theory framework for our study. Somehow, the
reflection of the same virtue might be different in different
cultural environments. For example, the first five character
strengths of American men are kindness, love and be loved,
humor, honesty and gratitude [26], but for English men are
judgment, justice, curiosity, love of learning and creativity
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[27]. Studies in China found that Chinese college students’
most outstanding strengths are love and be loved, honesty,
gratitude, appreciation for beauty and excellence, kindness
[14]. There is no study to describe Chinese employees’
character strengths as a group precisely. As known, China is a
collective country, valuing the family and relationships, which
is different from western culture. Meanwhile, school and
workplace are very different in both culture and environment.
So the employees’ sequence of character strengths might differ
from the college students’. Then, what Chinese employees’
character strengths would be like as a group? This is the first
question we would hope to answer. It can not only help
company/employees to realize the conditions of working
groups’ character strengths, but also provide evidences for
comparing the character strengths from different cultures and
groups.

Secondly, this study also attempts to explore the relationship
between character strengths and the three dimensions of
employee well-being. As positive psychology appeared, the
conception of well-being has been under debate. There comes
out the subjective well-being based on hedonism [28], the
psychological well-being based on eudemonia [29], and the
work well-being specifically focused on workplace [3]. They
are different yet related closely. Page and Vella-Brodrick
suggested a comprehensive model of employee well-being,
including all these three kinds of well-being [30]. Zheng and
others, by using both interview and questionnaire, also
suggested that employee well-being had these three dimensions
and made the employee well-being inventory for general [31].
Investigating the differences among these three well-beings
will be helpful to understand the employee well-being deeply.
Few previous studies investigated the relationship between
subjective well-being and character strengths [23]-[32].
Dianmu Hou et al. suggested that a few character strengths, like
caution, leadership, thinking ability, were not related with
subjective well-being [23]. Martinez-Marti et al studied the
Germen living in Sweden and found that some character
strengths were more important for subjective well-being in
different life stages [32]. For instance, in 27-36 aged group
honesty and subjective well-being were correlated closely; in
37-46 aged group, hope, zest, and humor were more essential
for subjective well-being; yet in 47-57 aged group, gratitude
and love of learning became more important. In previous
employee researches, psychological capital received much
more attention than character strengths. Psychological capital is
the positive psychological status, including self-efficacy, hope,
optimism and resilience [33]. In collectivist cultural
background, relationship psychological capital is added,
including modesty, kindness, and gratitude [34]. Comparing
the context of character strengths and psychological capital, we
could see that character strengths are more comprehensive than
psychological capital. We could also infer that character
strengths might improve employee well-being. What are the
relationships among 6 virtues and 3 perspectives of employee
well-being? Answering this question will help firstly clarify the
conception, construction and the related influential factors of
employee well-being; and secondly might guide organizations

to improve employees’ the needed strengths in practical.
In today's China, people are encountering great pressure

which has deeply impacted the work-family relationship and
employee well-being. So this study aims to investigate the
relationship between character strengths and employee
well-being, and then further discusses what would a mediating
role the work-family relationship will play in the relationship
between character strengths and employee well-being. Previous
studies have found that work-family relationship (enrichment/
conflict) is closely related to employee well-being's related
factors, such as job/life satisfaction, depression, subjective
well-being. Grant-Vallone and Donaldson found that
work-family conflict was a longitudinal predictor of employee
well-being, and it predicted employee well-being over and
above social desirability bias [35]. Tong and Zhou's study
revealed that both work-family conflict and family-work
conflict had a significant negative correlation with life
satisfaction in employees [36]. Li and Gao found that, for the
middle-professional managers, work-family conflict had a
negative effect for job satisfaction, and perceived supervisory
support had a moderating effect on work-family conflict and
job satisfaction [37]. The study of Li et al. indicated that job
demands had a significantly negative influence on happiness,
and work-family interference fully mediated this relationship;
job resources positively influenced on individual's perceived
happiness, and work-family facilitation partially mediated the
relationship between job resources and happiness [2]. The
work-family conflict seems to greatly influence employee
well-being. A study found that the effect of high psychological
capital on job satisfaction is mediated by work-family
enrichment. Since character strengths and psychological capital
have partial overlapping, we suppose that the effect of character
strengths on employee well-being is mediated by work-family
relationship. Moreover, Guo, Wang and Liu found that young
people's marital satisfaction is closely related to their character
strengths [38]. Marriage is an important part of family, so
character strengths may also have a positive effect on family,
and influence employee well-being through work-family
relationship. In fact, there are two directions of work-family
relationship: work interferes with family and family interferes
with work. There are also two types of work-family
relationship: conflict and enrichment. The work-family conflict
is the role pressures from the work and family domains, which
are mutually incompatible in some respect. There are three
major forms of work-family conflict: time-based conflict,
stress-based conflict, behavior-based conflict [39]. On the
contrary, the work-family enrichment is defined as a positive
transformation between the work and family domains, and it
can contribute to the growth in another domain, such as the
positive emotion generation or knowledge and skills learned
from a role can be used by other roles. In addition, undertaking
various roles can broaden the knowledge and increase potential
social support [40]. Previous studies concern more about work-
interfering-with-family direction than family-interfering-with-
work direction, and investigate more about work-family
conflict than work-family enrichment [41].

Up to now, it is not clear that which character strengths
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influence the employee well-being through which direction of
work-family relationship. Therefore, this study is trying to
answer the question and investigates what role work-family
enrichment and conflict plays in the effect of character
strengths on different dimensions of employee well-being
(work well-being, subjective well-being and psychological
well-being). We also attempt to analyze different directions and
forms of work-family relationship to find out routes in which
character strengths influence different well-being. The research
hypotheses are as follows: 1) Character strengths will promote
well-being improvement via promoting work-family
enrichment, which means that work-family enrichment is a
mediator. 2) Character strengths can buffer some work-family
conflicts, consequently improving well-being. The
work-family conflict is also a mediator. 3) Character strengths
virtue matches more with the Eudaimonic psychological
well-being than Hedonic subjective well-being. So we infer that
Character strengths have the most impact on psychological
well-being.

II.METHOD

A. Participants
A simple random sample of 361 questionnaires was

administered, and 295 were valid among the responded (142
males and 153 females). The sample was largely from Beijing
(41.7% of Beijing, 58.3% of other cities).

B. Measurement
Values in Action Inventory of Strengths (VIA-IS). Character

strengths was measured by VIA-IS, a 240-item scale (10 items
for each character strength) with 6 dimensions/virtues. The
scale was developed by [25]. (1) Wisdom and Knowledge
(creativity, curiosity, judgment, love of learning, perspective);
(2) Courage (bravery, industry, honesty, zest); (3) Justice
(citizenship, fairness, leadership); (4) Humanity (love,
kindness, social intelligence); (5) Temperance (forgiveness,
modesty, caution, self-control); and (6) Transcendence
(appreciation of beauty and excellence, gratitude, hope, humor,
spirituality). Participants rated each item by a 5-point scale
(1=very much unlike me to 5=very much like me, e.g., “Just
imagine the situation: you have a chance to do something new
or innovative, how much have you demonstrated creativity and
uniqueness in these situations” α=0.88).

Work-family enrichment. It was measured by a 14-item
scale with 4 dimensions [42]. Participants rated each item
using a 5-point scale (1= strongly disagree, 5= strongly
agree, e.g., “My work helps me to listen and know different
view, which helps me to behave better when stay with
family”; α=0.94).
Work-family conflict. It was measured by an 18-item
scale with 6 dimensions. Gan revised it, making it a good
construct validity as well as a great reliability [43].
Participants rated each item by a 5-point scale
(1=completely disagree, 5= completely agree, e.g., “I had
to miss family activities because of busy work”; α=0.90).
Employee well-being. The Employee Well-being

Questionnaire was derived from Zheng et al, which
contained 18 items measuring work well-being,
psychological well-being and subject well-being [44]. The
scale has been proved with adequate reliability and validity
qualities. Participants rated each item by a 7-point scale
(1=strongly disagree, 7=strongly agree, e.g., “I feel
contented with my life”; α=0.93).

C.Data Analysis
All of data analyses are completed by SPSS17.0 and

AMOS17.0.

III. RESULTS AND ANALYSES

A. Descriptive Statistics and Correlation analyses
Descriptive statistics (Mean and Standard Deviation) of

character strengths, two dimensions of work-family
enrichment, employee well-being and six dimensions of
work-family conflict and the partial correlation matrix of these
above test scores by controlling demographic variables (job
position and personal and family income per month) are shown
in Table I.

For the six virtues, repeated measures analysis of variance
found in this sample group of Chinese workers there were
significant differences in scores [F(5,1470) = 29.936, p = .000],
post-test showed that wisdom = courage = temperance <
humanity < transcendence < justice. This shows that the
Chinese employee personal strengths lied in the character of
justice (i.e., citizenship, fairness, and leadership),
transcendence (that is, the strengths of self-actualization) and
humanity (interpersonal level strengths). But the virtues of
wisdom, courage and temperance were not prominent. From 24
character strengths rankings, five highest ranked ones were
gratitude (M = 4.37), citizenship (M = 4.23), kindness (M =
4.02), appreciation of beauty and excellence (M = 4.02),
fairness (M = 3.98), while the five ones ranking of the most
rearward were creativity (M = 3.32), honesty (M = 3.41),
bravery (M = 3.50), spirituality (M = 3.51), judgment (M =
3.56).

The main results of correlation analysis had four points:
First, the subjective well-being was significantly associated
with courage, kindness, and transcendence, justice but had no
relationship with wisdom and temperance; Work well-being
was remarkably related with wisdom, courage, kindness,
justice and transcendence but still unrelated with temperance;
Psychological well-being was significantly correlated to all the
six virtues. Second, all the character strengths were positive
significantly related to both work-family enrichment and
family-work enrichment. And work-family enrichment and
family-work enrichment were positively related to the three
dimensions of well-being. This correlation result provided a
premise for the mediating role analysis of work-family
enrichment between character strengths and employee
well-being [45]. Third, work-family conflict was barely
correlated to work-family enrichment; only the stress-based
work-family conflict was significantly negatively correlated to
work-family enrichment. Fourth, wisdom was significantly
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positively correlated to time-based work-family conflict.
Justice and stress-based family-work conflict was significantly
negatively correlated, and the latter was also significantly

negatively correlated to the three dimensions of employee
well-being. This result provided a prerequisite for the
mediation role of stress-based family-work conflict [45].

TABLE I
DESCRIPTIVE STATISTICS AND PARTIAL CORRELATION MATRIX OF SIX VIRTUES, EMPLOYEE WELL-BEING, WORK-FAMILY ENRICHMENT AND WORK-FAMILY

CONFLICT

M±SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1 Wisdom 3.56(0.68) 1
2 Courage 3.59(0.63) .470** 1
3 Humanity 3.71(0.64) .303** .492** 1
4 Justice 3.92(0.65) .352** .502** .485** 1
5 Temperance 3.61(0.63) .280** .433** .438** .488** 1
6 Transcendence 3.86(0.62) .376** .433** .511** .572** .536** 1
7 WFE 3.74(0.72) .301** .257** .239** .189** .120* .223** 1
8 FWE 4.02(0.67) .209** .285** .331** .342** .214** .259** .625** 1
9 SWB 4.40(1.16) .110 .216** .223** .133* .035 .137* .358** .266** 1
10 WWB 4.41(1.30) .334** .295** .180** .186** .052 .113* .484** .294** .597** 1
11 PWB 5.20(0.94) .319** .364** .416** .425** .286** .383** .464** .464** .512** .573** 1
12 tWFC 3.15(1.06) .157** .065 -.018 .084 .071 -.004 .008 .020 -.142 .006 -.046 1
13 sWFC 2.74(0.98) .061 .061 -.064 .023 .071 .007 -.140* -.057 -.296** -.132* .123* .459** 1
14 bWFC 2.75(0.94) .047 .045 -.056 -.086 -.023 -.034 .015 .004 -.258** -.120* -.149* .459** .511** 1
15 tFWC 2.31(0.93) .117 .012 -.017 -.081 .022 .011 -.079 -.108 -.183* -.095 -.162* .360** .441** .436** 1
16 sFWC 2.34(0.99) .027 -.017 -.008 -.110* .049 -.001 -.168* -.186** -.246** -.212** -.251** .361** .474** .486** .620** 1
17 bFWC 2.75(0.97) .002 -.016 -.052 -.117 -.078 -.097 -.011 -.005 -.254** -.134* -.132** .358** .427** .790** .448** .424**

Note: WFE (work-family enrichment), FEW (family-work enrichment), SWB (subjective well-being), WWB (work well-being), PWB (psychological
well-being), tWFC (time work-family conflict), sWFC (stress work-family conflict), bWFC (behavior work-family conflict), tFWC (time family-work conflict),
sFWC (stress family-work conflict), bFWC (behavior family-work conflict). * p<.05, **p<.01, ***p<.001.

B. Mediating Effect Analyses of Work-Family Enrichment
Hierarchical multiple regression analysis was used to

identify the impact character strengths on the three dimensions
of employee well-being to see which is the most influential and
which dimension of work-family enrichment take the
mediation role (see Table II). First, the subjective well-being as
the dependent variable; at the first step, put demographic
variables (job position, monthly income, monthly household
income) into the first layer of regression equation; then the six
virtues were put into the second layer; at the third step, all
mediation variables (i.e. work-family enrichment and
family-work enrichment) were put into the third layer. As can
be seen from Table II, the greatest impact of courage and
kindness on SWB were found, and when work-family
enrichment entered there is a significant contribution, also the
two virtues’ B coefficients decreased, which means WFE
played an intermediary role. Then, we took work well-being
and psychological well-being as the dependent variable
respectively, and repeated the above three steps mediating
effect analysis. The result showed that wisdom and courage had
the greatest impact on work well-being, and WFE played and
mediating role. Whereas wisdom, humanity and justice showed
the greatest impact on psychological well-being, and both WFE
and FWE act as the mediators. Since regression analysis could
only analyze the three dependent variables separately, the
structure equation model (SEM) analysis was taken later for
further exploration.

C.Mediating Effect Analysis of Work-Family Conflict
Hierarchical multiple regression analysis was also used to

check the mediation effect of sFWC on the relationship of

justice and employee well-being. First, taking SWB as
dependent variable, the demographic variables were put into
the first layer of the regression equation, then the independent
variables into the second layer, and finally the sFWC into the
third layer. Repeat the same steps when taking work well-being
and psychological well-being as the dependent variable
respectively and the results were shown in Table III. No matter
taking which dimension of employee well-being as dependent
variable, sFWC was found to take the mediating role in the
relationship of justice and well-being.
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TABLE II
HIERARCHICAL REGRESSIONS EXPLAINING MEDIATING EFFECT OF WORK-FAMILY ENRICHMENT

Subject well-being Work well-being Psychological well-being
Variables step1 step1 step3 step1 step2 step3 step1 step2 step3

Temperance variable monthly family income .199** .191** .225*** .042 .000 .049 .003 -.007 .023
Junior manager & general staff

Middle-level manager& general staff
Senior manager & general staff

.056

.125
.173*

.053

.068

.052

.020

.004
-.019

.101
.160*
.222**

.047

.067
.170**

-.019
.078
.049

.133*
.236***
.216**

.083
.122*
.179**

.045

.061
.103*

Independent variable Wisdom -.003 -.069 .261*** .170** .115 .056
Courage .161* .131 .192** .156* .084 .048

Humanity
Justice

Temperance
Transcendence

.179*
.071
-.137
.040

.138*
.001
-.114
.016

.071

.068
-.128
-.066

.028

.078
-.097
-.099

.195**

.187**
-.018
.100

.135*

.157*
.003
.080

Mediating variable Work-family enrichment
Family-Work enrichment

.311***
.023

.449***
-.051

.252***
.154*

Adjusted R2 .051 .102 .184 .048 .180 .321 .059 .291 .398
Note: N=295, the standard B coefficient is presented in table, * p<.05, **p<.01, ***p<.001.

TABLE III
HIERARCHICAL REGRESSIONS EXPLAINING MEDIATING EFFECT OF WORK-FAMILY CONFLICT

Subjective well-being Work well-being Psychological well-being
Variables step1 step1 step3 step1 step2 step3 step1 step2 step3

Control variable monthly family income .199** .191** .155* .042 .000 -.031 .003 -.007 -.043
Junior manager & general staff

Middle-level manager & general staff
Senior manager & general staff

.056

.125
.173*

.053

.068

.052

.061

.074

.081

.101
.160*
.222**

.047

.067
.170**

.054

.073
.195**

.133*
.236***
.216**

.083
.122*
.179**

.091
.128*
.208**

Independent variable Wisdom -.003 009 .261*** .272*** .115 .128*
Courage .161* .159* .192** .191** .084 .082

Humanity
Justice

Temperance
Transcendence

.179*
.071
-.137
.040

.189**
-.045
-.111
.047

.071

.068
-.128
-.066

.080

.024
-.106
-.059

.195**

.187**
-.018
.100

.205**
.137*
.008
.108

Mediating variable sFWC -.237*** -.208*** -.236***
Adjusted R2 .051 .102 .155 .048 .180 .219 .059 .291 .344

Note: N=295, the standard B coefficient is presented in table, * p<.05, **p<.01, ***p<.001.

Fig. 1 SEM of mediating role of work-family relationships

D.Structural Equation Model Analyses
In order to systematically portrayed the paths of how the

work-family relationships affected the relationships of virtue
and different dimensions of employee well-being, we selected
four independent variables (wisdom, courage, kindness and
justice), three mediating variables (WFE, FWE, sFWC), and

three dependent variables (SWB, WWB, PWB) for entering
AMOS 17.0 path model analysis based on the abovementioned
regression analysis: first, construct the model by regression
analysis results; Second, delete insignificant paths, culminating
in the path model shown in Fig. 1. The fitting parameters were
GFI = 0.986, AGFI = 0.953, χ2 / df = 1.457, RMESA = 0.039,
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model fits well. As can be seen from Fig. 1, it was found that
justice, wisdom and kindness had the greatest impact on
employee well-being. In the interactions with working-family
relationship, it was found that: justice had significant positive
impact on PWB and WFE partially mediated the process and
justice had significant positive impact on three dimensions of
employee well-being with sFWC completely mediating the
process; similarly, wisdom had impact on WWB with WFE
partially mediating the process, and it had impacts on SWB and
PWB with WFE completely mediating the process; kindness

had impact on PWB with both WFE and FEW partially
mediating the process, and it had impact on SWB with WFE
partially mediating the process, whereas had impact on WWB
with WFE completely mediating the process.

In summary, we can see different dimensions of employee
well-being were affected by different virtues, there were
differences among the mediating roles of work-family
relationship in the process; and on the impacts on three
dimensions of employee well-being, we could see that virtues
had the greatest impact on psychological well-being.

IV. DISCUSSION

In the presented study we took 295 employees (mostly work
in Beijing) as research subjects, by adapting comprehensive
indexes of employee well-being (work well-being, subjective
well-being and psychological well-being), we answered three
fundamental questions. Taking this group of sample as an
example, the results show that: (1) The top five character
strengths of Chinese employees are gratitude, citizenship,
kindness, appreciation of beauty and excellence, and justice,
while character strengths of creativity, authenticity, bravery,
spirituality, open-mindedness come in last five. (2) Subjective
well-being is significantly related to courage, humanity,
transcendence and justice. Work well-being is significantly
associated with wisdom, courage, humanity, justice and
transcendence. Psychological well-being exhibits a notable
correlation with all the six virtues. (3) Character strengths
influence employee’ well-being: wisdom and humanity have
impact on Chinese employees’ subjective well-being and work
well-being through work-family enrichment, justice can both
affect psychological well-being via work-family enrichment
and can also improve subjective well-being, work well-being,
and psychological well-being by way of decreasing the
stress-based family-work conflict.

A. The Differences in Character Strengths between
Employees from China and Western Countries

The research on employees’ character strengths helps both
employees and industries to enhance understanding on that and
to conduct meaningful introspections and improvements.
Meanwhile, it offers a ground to compare cultural differences
of character strengths. Previous measurements on character
strengths mainly focus on student population [14]-[17].
Considering the employees as a working population who shape
the social form and create the material wealth, the study on
character strengths of this population owns important
implications both academically and practically. In this study,
the results show that the top five character strengths of Chinese
employees are gratitude, citizenship, kindness, appreciation of
beauty and excellence, and justice, while the last five are
creativity, authenticity, bravery, spirituality, open-mindedness.
Firstly, it shows cultural difference. English list
open-mindedness and creativity as their main strengths while
Americans take authenticity as theirs [27]. In contrast, Chinese
employees show their short slab in those aspects. This may
arise from the fact that those character strengths are closely
related to individual personalities and Chinese employees are

less willingly to show their individual personalities because the
social cognition and cultural tradition discourage doing that.
Meanwhile, Chinese employees show significant strengths in
responsibilities and interpersonal relationship, which is
consistent with the collectivist culture and moral system.
Secondly, the character strengths of Chinese employees reflect
the difference in age and the environment. In the student
population, studies revealed the five character strengths of them
are love or to be loved, authenticity, gratitude, appreciation of
beauty and excellence, kindness [14]. Love or to be loved
highlights the student population but is absent in the top five
character strengths of employees. This may be caused by that
students are still in the early adult period according to Erikson’s
Eight Stages of Development theory with the main conflict of
this period falls in intimacy versus loneliness. This strength
fades away in the older employee population. In addition, a
notable phenomenon worth deep reflection on is that while
authenticity is an important advantage in the student
population, it falls to the end in the employee population.
Individual authenticity is an important index that influences
individual’s mental health [46]. Moreover, Organizations could
be able to stay competitive and keep improving products,
processes and services based on the genuine advises offered by
their employees [47]. It could even relate to the national
strategy of "convert from ‘made in China’ to ‘created in
China’".

B. Influence of Different Character Strengths on 3
Dimensions of Employee Well-Being

This study for the first time probed the relationship between
three dimensions of employee well-being and character
strengths. The results indicate that the three different
well-beings that arise from different philosophy origins shows
their dispositions respectively: Subjective well-being is
significantly related to courage, humanity, transcendence and
justice; work well-being is significantly associated with
wisdom, courage, humanity, justice and transcendence; while
psychological well-being exhibits a notable correlation with all
the six virtues. It’s worthy to be pointed out that temperance is
not significantly correlated with subjective well-being or work
well-being but associated significantly with psychological
well-being. As a new point of view in positive psychology,
psychological well-being emphasizes personal growth and
development. And we can easily tell that temperance is a
beneficial virtue for personal development. Several studies
have shown that people who better bears the delayed
satisfaction is more prone to success in the future [48].
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Character strengths contribute most to psychological
well-being (explains 36% of total variance), followed by work
well-being (30%), and last, subjective well-being (16%). This
indicates that to cultivate employees’ character strength,
industries should pay more attention to discovery, growth and
development of employees’ potency. It may thus be meaningful
for the industries’ development in the long run to enhance
employee well-being.

C.The Mediating Effect of Work-Family Relationship
between Character Strengths and Employee Well-Being

Different orientations and forms of work-family relationship
have been studied systematically in the research. The mediating
role of work-family relationship between character strengths
(justice, wisdom and humanity) and employee’ well-being can
provide instructions for later intervention. The virtue of justice
concludes citizens’ sense of responsibility, the fair and equal
way of doing things and the leadership ability of maintaining
harmony. It influences psychological well-being mainly
through work-family enrichment. As for the reason, maybe for
working people, especially the middle age workers who are the
sandwich generation with multifarious things. Those who has
the character strength of justice can better handle family affairs
and maintain harmony. Therefore, the positive state of family
can have positive effect on their work. As the saying goes
“Harmony brings wealth” when the employee can balance well
between family and work, his well-being must be higher.
What’s more, justice is the only one to affect three kinds of
well-being through decreasing work-family conflict. It’s likely
because that justice is the fittest for solving problems and
conflict effectively. Humanity is also important for subjective
well-being and work well-being, and it can play the driving role
through the two-directions of work and family. Since whether
in work or family, the advantage of interpersonal skills is very
necessary, such as to own and cherish the intimacy relationship
with others, be kind to others and be a considerate person. It can
be regarded as a kind of emotional intelligence, which can help
people improve job performance [49] and it also reflects the
safe attachment relationship, and with this the harmony of life
can be more easily achieved. In the environment of collectivist
cultures of China, the cultivation of humanity strength is no
doubt pretty important and necessary for employee to improve
their well-being. In addition, wisdom did not show the direct
relationship to joy while it played an important role in
employees’ well-being, especially for work well-being and
psychological well-being. Generally, wise people prefer to
study, have high creativity and comprehensive judgment
ability. With these abilities, people with wisdom can work more
efficiently. Thus by means of the positive overflow of work to
life, wisdom can improve well-being effectively. Therefore, the
purpose of enterprise training should not only target on
enriching employees’ skills, but also improve employees’
wisdom, which includes the ability of thinking, the passion of
learning and acute insights. In this way, the well-being and the
working ability of employees can both be improved. This will
achieve the win-win situation.

Previous studies have found that character strengths can

improve workers’ coping ability, relieve work stress, and
improve job satisfaction [50], and positive attitude and coping
strategies can predict well-being positively [31]. The current
study about the mediating role of work-family enrichment/
conflict between the relationship between character strengths
and employee well-being further enriches and expands these
existing research results.

D.Practical Enlightenment
First, it needs the industries and organizations in China to

notice that authenticity becomes one of the weakest character
strengths in Chinese employees and they should retrospect the
reason behind it. Since previous studies showed that trust in
organization is quite important for employees’ voice behavior
[51], [52], the organization should establish a trusting
environment to encourage employee to speak out their true
ideas. In this way, it can help employees to sustain or raise their
authenticity strength. Second, well-being is not just joy.
Psychological well-being is a more constructive index. It is
related to all six virtues significantly, and emphasizes personal
development and growth, so organization and employee
themselves should care more about the improvement of
psychological well-being. Third, for organizations, they should
pay more attention to cultivate employee’s justice, humanity
and wisdom strengths to improve their problem solving ability
in stress-based family-work conflict and increase their
work-family enrichment, and finally improve the overall
employ well-being.

V.CONCLUSION

Our study shows that character strengths have a quite
significant influence on employee well-being via the mediating
role of work-family relationship. Future studies in
organizational behavior can pay more attention to the character
strengths study because character strength which is a concept
from clinical psychology can be cultivated. Applying the
techniques in clinical psychology of raising character strengths
to organizational management practice can be a very
meaningful try. After all, human resource is the source of
industry development.
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