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INTRODUCTION  

Today, accordingly with some economists, well-being might be necessary to reach 

economic progress. A reflection of this new economic paradigm is the recognition that evaluation 

of economic progress is incomplete with the solely focus on economic indicators like the gross 

domestic product (GDP), and the need to include social and environmental well-being indicators. 

Accordingly, in the last ten years, we have witnessed the booming of different actions taken by 

international organizations, countries, politicians, and researchers to measure well-being as an 

indicator of economic progress.  

In 2009, the European Commission launched its GDP and Beyond: Measuring progress in 

a changing world (European Commission, 2016). In the same year, the Commission led by the 

Noble Prize in Economy, Joseph Stiglitz recommended the Government of France to give more 

emphasis to the measurement of social well-being than to the economic production, to measure 

the economic progress of the country (Europa1, 2009). In an interview, Stiglitz argued that “GDP 

is not a good measure of economic performance or society well-being” (FORA TV, 2008). In his 

opinion, the problem with GDP as an economic barometer is that tell us nothing about what 

happens with the typical citizen, neither about sustainability. Instead, he proposed to measure also 

green GDP (e.g. considering environmental degradation), and well-being (e.g., health, leisure). On 

2010, a similar initiative was proposed by the former British Prime Minister, David Cameroon 

(Press Association, 2010). In 2011, the Organization for Economic Cooperation and Development 

(OECD), that aims the promotion of policies to improve economic and social well-being of people 

around the world, launched How is life? Measuring Well-being (OECD, 2016). More recently, in 

July 2011 and in September 2015 the General Assembly of United Nations (UN, 2011; 2015) 

adopted several resolutions inflecting the adoption of a more balanced approach to economic 
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growth that promotes sustainable development where well-being is central (A/RES/65/309, 

Happiness: towards a holistic approach to development; A/RES/70/1, Transforming our world: 

the 2030 agenda for sustainable development). The Happy Planet Index (Jeffrey, Wheatley, & 

Abdallah, 2016) is also another example that economic progress is inexpugnable without well-

being. This index measures well-being (overall life satisfaction), life expectancy, inequality of 

outcomes, and the ecological footprint among 140 countries, showing that wealthy Western 

countries (e.g. US or Luxemburg) do not rank high on this index, while Latin American or Asia 

Pacific countries are on the top rank (e.g., Costa Rica, Mexico or Vietnam), see Figure 1.1 

 

Figure 1.1. Happy Planet Index score in 140 countries on 2016 (source 
happyplanetindex.org). 
 

The promotion of well-being and performance is the main objective of Industrial and 

Organizational (I/O) psychology. For instance, the Society for Industrial and Organizational 

Psychology (SIOP) aims “to enhance human well-being and performance in organizational and 

work settings” […](SIOP, 2016). On the other hand, psychologists like Ed Diener and Martin 

Seligman have presented papers toward that end too (e.g., Beyond money toward an economy of 
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well-being). They show that, while the economy of United States grew up exponentially during six 

decades, the levels of life satisfaction reminded almost the same. As result, they recommend to 

policy makers in organizations, firms, and in national governments, to have a more balanced 

approach between well-being and performance (Diener & Seligman, 2004, p. 1). 

Thus, the interest about the link between well-being and performance is not new for 

organizational psychologists. For several decades, scholars have invested enormous efforts to 

investigate this link and, as in the economic and political arenas now, we have also fought our own 

battles. Ceteris paribus, “happy” workers will perform better than “unhappy” workers (Wright, 

Cropanzano, and Bonett, 2007). This is the core idea of the happy-productive worker thesis, 

considered the most influential model to explain the relationship between well-being and 

performance (e.g., Staw, 1986). Like an insect in amber, this thesis encapsulates the perennial goal 

of the work and organizational psychology discipline to understand how to promote well-being 

and performance. Although, scholars have identified that people with high levels of well-being 

have stronger immune systems, are more altruistic, are better decision makers, have better 

interpersonal relationships, and are less likely to suffer coronary heart diseases (Boehm, Peterson, 

Kivimaki, & Kubzansky, 2011; Lyubomirsky, King, & Diener, 2005; Staw & Barsade, 1993), 

organizational researchers have obtained rather disappointing results at the moment of linking 

well-being with performance. Meta-analytical studies have shown weak (around .17), moderate 

(around .30) and even spurious associations (Bowling, 2007; Iaffaldano & Muchinsky, 1985; 

Judge, Thoresen, Bono, & Patton, 2001). This has motivated and challenged researchers to revisit 

this thesis (e.g., Wright & Cropanzano, 2007; Zelenski, Murphy, & Jenkins, 2008). However, 

despite all the efforts, the happy-productive conundrum remains unsolved, setting important 

challenges. We have identified that three of them are especially crucial to advance this field.  
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First, the heterogeneous ways to conceptualize well-being and performance is problematic. 

Organizational psychology and managerial literature have not succeeded to absorb the two most 

general frameworks of well-being i.e., hedonic and eudaimonic. Similarly, it is necessary to adopt 

heuristic frameworks of performance i.e., task, contextual, and adaptive/creative performance, or 

counterproductive behavior, to facilitate accumulation in this field. Second, there is a disdain to 

study, categorize, and integrate the exceptions where the happy-productive thesis does not fit, for 

instance considering the existence of not synergistic patterns i.e., happy-unproductive and 

unhappy-productive patterns. Third, it is also relevant to expand the study of the antecedents 

beyond those related with well-being (e.g., job satisfaction). The identification of different 

antecedes enhance our knowledge of how the four patterns are elicited and can give clues for future 

interventions. patterns.  

Therefore, the main research objective of this thesis is: To provide empirical evidence of 

four well-being-performance patterns i.e., happy-productive, unhappy-unproductive, happy-

unproductive, and unhappy-productive, by attending some of the most enduring conceptualizations 

of well-being and performance, and to identify some of their antecedents and moderators. 

Therefore, in the present thesis, we first delve attention to the conceptualization and 

measurement of well-being and performance. Then, we will explain the link between well-being 

and performance, under the theoretical umbrella of the happy-productive worker thesis. We will 

offer a new revisit the happy-productive worker thesis, to show the importance of studying 

different patterns of relationship between well-being and performance: happy-productive, happy-

unproductive, unhappy-productive, and unhappy-unproductive. Finally, we propose the study of 

the antecedents of the four well-being-performance patterns. We identify different types of 

antecedents at different levels: the job (overqualification) personal (personal initiative and job self-
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efficacy), the person-organization-relation (psychological contract) and organizational (human 

resource practices). The identification of different antecedents enhances our knowledge of how the 

four patterns are elicited and can give clues for future interventions. 

This literature review is going to allow us to propose the research objectives and conceptual 

model of this thesis that will be depicted in chapter IV. The conceptual model proposes three 

empirical studies that respond to general and specific research objectives. In chapters V, VI, and 

VII, we describe each of these studies. Finally, in chapter VIII, we offer a general discussion.  

Additionally, in chapter IX we provide a global summary of the thesis, in Spanish.



 



 

 

 

 

 

 

 

 

 

 

CHAPTER I 

WELL-BEING AND JOB PERFORMANCE 



 



21 
_____________________________________________________________________________________ 

CHAPTER I. WELL-BEING AND JOB PERFORMANCE 

The main objective of this chapter is to explore some of the main conceptualizations and 

operationalizations of well-being and job performance. Toward this end, we first illustrate that the 

study of well-being in psychology is rooted in two philosophical foundations i.e., hedonism and 

eudaimonia. After this, we focus on how hedonic and eudaimonic well-being are conceptualized 

in psychology, we also discuss some controversies about distinguishing these two forms of well-

being, its interconnections, and how scholars integrate them. This will allow us to identify the main 

operationalizations of well-being at work. Finally, we focus on a heuristic fourfold framework to 

conceptualize and measure job performance that proposes task performance, contextual 

performance, adaptive/creative performance, and counterproductive behavior.  

1. Well-being in philosophy: two philosophical foundations 

“Happiness, whether consisting in pleasure or virtue, or both, is more often found 
with those who are highly cultivated in their minds and in their character, and 
have only a moderate share of external goods, than among those who possess 
external goods to a useless extent but are deficient in higher qualities” (Aristotle, 
in Politics). 

 
Hedonism has a long history founded by Greek philosophers from the fourth century B.C. 

like Aristippus, who thought that the last goal of life was to have the maximum amount of pleasure 

(cited in Ryan et al. 2001), and Epicurus who proclaimed that, grounded on pleasure, felicity was 

the end, the extreme, and the highest of Goods (Epicurus & Charleton, 1670). For him, human 

being had as natural condition the pursuit of felicity. Because felicity was intrinsically related to 

pleasure, this led to think that human being had the innate instinct to pursuit pleasure and to avoid 

pain (Epicurus & Charleton, 1670). However, Epicurus did not mean the pursuit pleasure coming 

from joy, but rather, the absence of corporal suffering and mental disturbance. Epicurus thought 
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that to reach that level of serenity, it was necessary self-sufficiency, prudence, wisdom, and 

temperance (ataraxy) (Hernández, Epicur, & Sèneca, 2009). Some authors have theorized about 

the ramifications of hedonism. For instance, Rudebush (1999), differentiate between six types of 

hedonism: indiscriminate hedonism, where the policy is to satisfy all the pleasures; prudential 

hedonism, where some pleasures are negated and sacrificed to maximize the overall pleasure; 

sybaritic hedonism, where are cultivated only short-term body pleasures and appetites; satisfaction 

hedonism, which is related with the pleasure felt by the satisfaction of an appetite; felt satisfaction 

hedonism, where goodness in life is related with the psychological introspected feeling of 

satisfaction; and true satisfaction hedonism, where goodness of life resides in the true satisfaction 

from the valued things independently of the state of mind that they produce.  

Eudaimonic represents the other philosophical branch from where the study of well-being 

in psychology is rooted. The best well known work of this philosophical approach is the 

Nicomachean Ethics of Aristotle. There, and in contrast to Aristippus and Epicurus, Aristotle 

proclaims that having a good life is related with having a virtuous life. Although, he agrees that 

the pursuit of happiness is the aim of human nature, the way to achieve it was not by pursuing 

pleasure and avoiding pain, but rather, by acting in concordance with the valued virtuous i.e., 

acting virtuously (Aristotle, 2000). Aristotle proposed that by acting virtuously, eudaimonia was 

secured by action, but only when the virtuous agent was acting by doing-well (eupraxia) (Aristotle, 

2009).  . For instance, in the ancient Greece, prudence, justice, temperance, and courage, (called 

cardinal virtuous, or quadrivium) were proposed by Plato (1968) as the basic virtues required for 

a virtuous life (see also Aristotle, 2008). Thus, if a person values material goods, more than 

anything else, and his or her behavior concentrates in the achievement of that specific goal, in the 

best of the cases, he or she will reach hedonic well-being but not eudaimonic well-being. That is 
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why philosophers like Ackrill (2010) argued that happiness is not necessarily an appropriate 

translation of the word eudaimonia. In this sense, eudaimonia has a different connotation from 

happiness, comfort, or pleasure, and its meaning is closer to “the best possible life” (Ackrill, 2010, 

p. 43).  

In summary, the hallmarks of hedonism are pleasure attainment and pain avoidance, while 

for the eudaimonic branch they are meaning and self-realization. However, as we saw, in 

philosophy, hedonism and eudaimonia have fuzzy boundaries. This boundary imperfection has 

consequences in well-being research in psychology, where those two paradigms frequently 

overlapped (Ryan & Deci, 2001). To understand the difference between hedonic and eudaimonic 

well-being, it helps to differentiate between feelings and experiences of well-being. For instance, 

imagine sitting on a yacht in the Mediterranean Sea with unlimited sun, food, and drink, this would 

make you happy, however, through the time, it would begin to seem pointless and would challenge 

this feeling of happiness, unless this leads towards achieving a worthwhile goal, and this key 

principle of a worthwhile life or purpose is the core of eudaimonic well-being (Robertson & 

Cooper, 2010b). We now focus on how hedonic and eudaimonic well-being have been 

conceptualized and operationalized in psychology. 

2. Well-being in psychology   

In this section, we show the main definitions of well-being in psychology. We organize 

this information considering the main philosophical roots of wellbeing and therefore we talk in 

terms of hedonic and eudaimonic well-being. It is also important to clarify that in overall, well-

being includes three main aspects: physical, social and psychological (Robertson & Cooper, 2011), 

see Figure 1.2. In this thesis, we focus on the psychological aspect of well-being, thus, hereafter 

when we talk about well-being, we refer to its psychological aspect. The emphasis on the psyche 
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component of well-being does not necessarily mean that physical or social are not relevant, but the 

contrary, when we put aside these components, the psychological aspect becomes salient, and this 

is much more directly affected by work than are physical or social well-being (Robertson & 

Cooper, 2011).   

 

Figure 1.2. The tree main components of well-being 
(Adapted from Robertson and Cooper, 2011). 

 

Before describing further hedonic and eudaimonic well-being in psychology, we will take 

a glance at the relevance of the study of well-being in psychology and how the adoption of positive 

psychology has stimulated this research.  

Hedonic well-being has captured the attention of researchers for several decades. In the 

1960´s Wilson describes that a happy person (i.e., high levels of affect) is “young, healthy, well-

educated, well-paid, extroverted, optimistic, worry-free, religious, married person with high self-

esteem, high job morale, modest aspirations, of either sex and of a wide range of intelligence” 
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(1967, p. 294). Updating the Wilson´s description and reviewing three decades of research, Diener, 

Suh, Lucas, and Smith (1999) conclude that a happy person is someone who “is blessed with a 

positive temperament, tends to look on the bright side of things, and does not ruminate excessively 

about bad events, and is living in an economically developed society, has social confidants, and 

possesses adequate resources for making progress toward valued goals” (p. 295). More recently, 

Lyubomirsky, King, and Diener (2005) meta-analyzed cross-sectional, longitudinal, and 

experimental showing that hedonic well-being precedes successful outcomes in various life-

domains, see Table 1.1. 

Table 1.1 Benefits of hedonic well-being across different life domains (source Lyubomirsky et al., 
2005).  
Domain Advantages 

Income 
People with higher levels of hedonic well-being are more prone to 
have financial prosperity than those with lower hedonic well-being. 
 

Physical health 
People with higher levels of hedonic well-being in overall tend to 
report better health and fewer unpleasant physical symptoms. 
 

Mental health 

People with higher levels of hedonic well-being score lower in 
psychopathology and in general are mentally healthier than people 
with lower levels of hedonic well-being. 
 

Marriage  

People with optimal levels of hedonic well-being tend to have 
fulfilling and satisfying marriages. Beyond marriage, people with high 
levels of well-being are also more likely that those with lower hedonic 
well-being to describe their romantic relationships and their partners 
more positively.  
 

Social relationships People with higher hedonic well-being might have increased numbers 
of friends and stronger social support networks. 

 
 

Thus, research shows overwhelming support linking hedonic well-being and a successful 

life (Robertson & Cooper, 2011). However, a new force that has accelerated the effervescence of 

the interest on well-being, especially after the year 2000, was the emergence of the science of 
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positive psychology. On 2000, the American Psychologist promoted the adoption of positive 

psychology, putting it into a pinnacle position by dedicating its millennia issue to this effervescing 

science (see, Seligman & Csikszentmihalyi, 2000). Positive psychology refers to the study of 

subjective aspects like “[…] satisfaction (at the present); hope and optimism (for future) and flow 

and happiness (for the present)” (Seligman & Csikszentmihalyi, 2000). This new science’s root 

attempts (among other aims) the prevention of pathologies attributed to an arid and nihilistic life 

(Seligman & Csikszentmihalyi, 2000) and is portrayed as the new oracle bringing up fresh 

promises for improvements of quality of life. Thus, in the last decade, the interest of the study of 

well-being has increased much more than never. In the Figure 1.3, we show this trend considering 

as the first-year Wilson’s 1967 study.  

 

Figure 1.3. Number of publications studying well-being in the last five decades, 
data from Psychinfo. 
 

As we can see, the adoption of positive psychology put eudaimonic well-being in the 

epicenter of research (e.g. Seligman & Csikszentmihalyi, 2000). Therefore, we also summarize 

some of the positive outcomes that scholars have linked to eudaimonic well-being in various life-
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domains (Fowers & Owenz, 2010; Lewis, Kanai, Rees, & Bates, 2014; McKnight & Kashdan, 

2009; Nave, Sherman, & Funder, 2008; Ola, 2016; Ryff, Singer, & Love, 2004; Ryff & Singer, 

2008; Ryff, Keyes, & Hughes, 2003), see Table 1.2. 

Table 1.2 Benefits of eudaimonic well-being across different life domains 1 
Domain Advantages 

Physical health 

People with higher levels of eudaimonic well-being in overall tend to 
report better endocrinal, neurological, and immune functioning, and 
healthier lifestyle and a better sleep quality. 
 

Mental health 

People with higher levels of eudaimonic well-being score lower in 
depression, stress, or anxiety than people with lower levels of 
eudaimonic well-being. 
 

Marriage  
Eudaimonic well-being is hypothesized to add value and enrich 
marital quality.  
 

Social relationships 
People with higher eudaimonic well-being are perceived by their 
acquaintances as extroverted, conscientious, less neurotic, and as 
people that behaves in an assertive fashion, and are candid in dealing 
with others. 

  
Finally, the interest on well-being has also received a big impulse from the idea that we 

really can improve it, and that is it not only genetically determined. For instance, Lyubomirsky, 

Sheldon, and Schkade (2005) propose that hedonic well-being (or what they call happiness) is 

determined by three major factors; genetic (set point), circumstances (e.g., marital status, job 

security, income, health, religion, life events, or geographical factors) and activities and practices 

(engaging in a new exercise program, gratitude, or forgiveness), see Figure 1.4. Furthermore, they 

also argue that we can improve well-being if we focus on the intentional activity factors, and that 

this boost last through the time. So, if interventions can improve well-being up to 40% more, and 

these interventions are not futile, in the sense that they are long lasting, this creates the perfect 

scenario to appeal the interest of psychologists and other professionals.  

1. Note: in comparison with the previous table, we have omitted income because we found literature suggesting that people with 

higher income has higher eudaimonic well-being (see Ryff & Singer, 2008), however,  the only study suggesting that higher eudaimonic 

well-being leads to higher income, had not open access through our databases (see Fargher, Lange, & Pacheco). 
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Figure 1.4. Three primary factors influencing hedonic well-being 
(Adapted from Lyubomirsky et al., 2005). 

 

 Hedonic well-being: conceptualization and measurement 

“Happiness! Can any human being undertake to define it for another?” 

Dinah Craik  

Hedonic has been the reigning narrative of well-being in psychology for more than seven 

decades. Scholars approach to the study of hedonic well-being under different tags (Michalos, 

2015) such as psychological happiness (Sirgy, 2012), hedonic happiness (Seligman, 2002), or 

objective happiness (Kahneman, 1999). In particular, Ed Diener is recognized for his outstanding 

contributions on theory and research on hedonic well-being (e.g., he has been endorsed by 

Csikszentmihalyi, Peterson, or Myers in Diener, 2009). In 1984, Diener presented his seminal 

article called Subjective Well-being (SWB). SWB has been the most typical way to operationalize 

well-being in psychology (Ryan & Deci, 2001). SWB, refers to the cognitive and emotional 

evaluations that peoples do, on one hand, about their lives in terms of life satisfaction, but also 
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satisfaction with specific domains like marriage, family and work (Diener, Oishi, & Lucas, 2003). 

In practical terms, SWB has two major constructs; affect (positive affect, and the lack of negative 

affect) and satisfaction (domain satisfactions or overall judgments of life satisfaction) (Diener, 

Suh, Lucas, & Smith, 1999).   

Affect refers to experiences that are “primitive, universal, and simple, irreducible on the 

mental plane” (Russell, 2003, p. 148), “they occur throughout waking life as components of 

emotions, moods, values, attitudes, orientations, prejudices and ideologies, and are central to well-

being in any setting” (Warr, 2013, p. 4).  On the other hand, life satisfaction refers to “the standards 

of the respondent to determine what is the good life” (Diener, 1984, p. 543). Affect and life 

satisfaction often correlate to each other, however, Diener et al. (1999) recommend measuring 

them separately. Indeed, empirical evidence shows that positive affect, negative affect and life 

satisfaction are separable constructs (e.g., Arthaud-Day, Rode, Mooney, & Near, 2005). 

Evaluations of SWB incorporate assessments of affect and life satisfaction. To evaluate 

affect researchers usually apply the Positive Affect and Negative Affect Scales (PANAS) designed 

by Watson, Clark, and Tellenge (1988). To measure life satisfaction, scholars generally apply the 

satisfaction with life scale developed by Diener, Emmons, Larsen & Griffin (1985). This scale is 

meant to measure satisfaction with life as a whole and it is composed by five items (e.g. in most 

ways my life is close to my ideal), and it has been translated to different languages (e.g., Gouveia, 

Milfont, da Fonseca, & Pecanha de Miranda, 2009). Although the satisfaction with life scale has 

shown good levels of validity and reliability (e.g., Bendayan, Blanca, Fernandez-Baena, Escobar, 

& Trianes, 2013), empirical evidence shows deficiencies with the PANAS. For instance: a) 

unbalanced number items in terms of item valences and the generation of responses bias factors; 

b) items denoting more arousal rather than hedonic well-being [“arousal refers to high activation, 
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wakefulness and alertness” (Daniels, 2000, p. 279)]; c) more items assessing anxiety than anger in 

the NA scale; confirmatory factor analysis (CFA) indicates that both subscales (PA and NA) 

should be measured equally, and failure in doing so, leads to artefactual conclusions; and d) bipolar 

instead of unipolar scales; PA evaluating at the same time NA and vice-versa (Daniels, 2000; 

Larsen & Diener, 1992; Warr, 2013). In response, and as we will see further in this chapter, 

scholars like Warr (1990), have proposed alternative instruments to measure affective well-being. 

Up to here, we have analyzed hedonic well-being as one of the main approaches to the 

study of well-being in psychology. Beyond deficiencies with measurement tools, there has been a 

heated debate about how the main indicators of hedonic well-being (e.g., SWB) effectively define 

psychological wellness (Ryan & Deci, 2001). Thus, in the last three decades we have witnessed a 

re-direction of well-being research, which attempts to follow with more fidelity, the definition of 

the Greek term eudemonia. 

 Eudaimonic well-being: conceptualization and measurement 

What is the human good? It is generally agreed to be happiness, but there are various 
views as to what happiness is  

 
Eudaimonic well-being is defined by Ryff (1989) as “the ideal in the sense of an excellence, 

a perfection toward which one strives, and it gives meaning and direction to one's life” (p. 1070). 

Alternative conceptualizations revolve around this definition. For instance, Culbertson, Fullagar, 

and Mills (2010) define eudaimonic well-being as “a sense of fulfillment of one’s potential, aspects 

not subsumed in the conceptualization of happiness” (p. 422). Similarly, Ryan and Deci (2001) 

describe eudaimonic well-being as an approach that especially focuses on meaning and self-

realization, and define it as “the degree to which a person is fully functioning” (p. 141). Well-being 

equated in this way, comes from, the best-known work about eudaemonist theory (Prior, 2001) 
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i.e., the Aristotle´s Nicomachean Ethics. However, scholars focused on hedonic well-being have 

also grounded some of their most seminal articles on eudaemonist theory. For instance, Diener 

(1984) describes happiness as eudemonic in nature i.e., happiness emanating by having a virtuous 

life. In this way, Diener attempts to align his work with the Nicomachean Ethics perspective, where 

is stated that well-being grounds on the capacity of a person (virtuous agent) to value virtues. 

However, the use of the term happiness to refer to the Greek word eudemonia has aroused 

concerns. For instance, Ryff (1989) suggests that indeed the term eudemonia is not properly 

translated by the term happiness. 

Arguing absence of conceptual isomorphism between happiness and eudaimonism, there 

have been efforts to ground and re-direct the study of well-being to its more eudaimonic side. For 

instance, Ryff (1989) presented her ground-breaking article called Happiness Is Everything, or Is 

It? Explorations on the Meaning of Psychological Well-Being. In this seminal paper, the author 

highlights the absence of theory when using the concept of happiness to study well-being. There 

she argues that, beyond absence of conceptual isomorphism between happiness and eudaimonism, 

another major concern is the incapacity of hedonic operationalizations (e.g., SWB) to define the 

structure of well-being. Here the main argument is that, the lack of theory, resulted in the negation 

of the study of other important aspects of well-being (e.g., purpose in life). In contrast, eudaimonic 

measures are argued to structure well-being by articulating different indicators of positive 

functioning. We pay attention to the multidimensional model proposed by Ryff (1989) because is 

one of the frameworks amply adopted by scholars. However, there are alternative overarching 

theoretical frameworks from where to study eudaimonic well-being (Wright, 2014), such as the 

self-determination theory (Ryan & Deci, 2000) or the psychological capital framework (Luthans 

& Youssef, 2007; Luthans, Avolio, Avey, & Norman, 2007). 
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One of the most common tools to measure eudaimonic well-being is the called 

psychological well-being scale (PWB). This scale was designed by Ryff and Keyes (1995) and is 

composed by six subscales: (a) self-acceptance, (b) positive relations with others, (c) autonomy, 

(d) environmental mastery, (e) purpose in life, and (f) personal growth. This scale was presented 

as a novel and parsimonious tool to measure eudaimonic well-being, which articulates previous 

frameworks aimed to define positive functioning (e.g., Erikson, 1959; Maslow, 1962). 

Several studies have provided evidence of the reliability and validity (e.g., construct 

validity) of the PWB scale, across different populations (Akin, 2008; Kafka & Kozma, 2002; Ryff, 

1989; Ryff & Keyes, 1995; Triado, Villar, Sole, & Celdran, 2007; van Dierendonck, 2004). A 

similar scale to measure eudaimonic well-being is the Questionnaire for Eudaimonic Well-being 

(QEWB). This scale was proposed by Waterman, et al. (2010), arguing that this scale aligns with 

the way that the concept of eudemonia is defined in philosophy “as a distinctive subjective state 

[…] arising from particular sources, that is, the pursuit of virtue, excellence, and/or self-

realization” (p. 239). The authors show that this scale has high internal consistency and it is 

composed by six dimensions: a) self-discovery, b) perceived development of one’s best potentials, 

c) a sense of purpose and meaning in life, d) investment of significant effort in pursuit of 

excellence, e) intense involvement in activities, and f) enjoyment of activities as personally 

expressive.   

So far, we have explored the main conceptualizations and measures of well-being in 

psychology. As we saw, hedonism and eudaimonism are the two philosophical foundations 

grounding the study of well-being in psychology. Comparing both, most of the research in 

psychology concentrates on hedonic well-being, for example, it is well-documented the positive 

effects that hedonic well-being has on people. On the other hand, the study of eudaimonic well-
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being in psychology is much more recent. In fact, we can say that this type of research is still on 

its early stages. Thus, this represent a fertile and promising area of study for future research. 

Another promising area of research is the interconnection between hedonic and eudaimonic well-

being. Indeed, the fuzzy boundaries between the two main paradigms of well-being had made 

scholars to think that hedonic and eudaimonic well-being may be distinct but related constructs.  

 Intersections between Hedonic and Eudaimonic well-being 

 Although hedonic and eudaimonic well-being focus on different aspects of what it means 

to be well, those two research streams may be conceptually related but empirically distinct (Keyes, 

Shmotkin, & Ryff, 2002). Indeed, some scholars have explored the intersections between hedonic 

and eudemonic well-being, and if their constitutive components are related (or not). For instance, 

Keyes et al. (2002), performing exploratory and confirmatory factor analysis, in a national sample 

of adults in United States (N=3032), found an average correlation of .70 between hedonic and 

eudemonic well-being. More recently, Linley et al. (2009), also performing exploratory and 

confirmatory factor analysis, in this case, in two large samples from United Kingdom (N= 2593), 

found an average correlation of .76 between hedonic and eudemonic well-being. This study also 

demonstrates that this factor invariance remains, even after controlling by gender, age, or ethnicity, 

replicating results from previous studies (e.g., Biaobin, Xue, & Lin, 2004). In terms of the structure 

of well-being, these studies conclude that well-being is composed by hedonic and eudemonic well-

being i.e., they are related but distinctive factors (Keyes et al., 2002; Linley, Maltby, Wood, 

Osborne, & Hurling, 2009). 

The multiple structural configuration of well-being opens the possibility to identify 

different well-being profiles. Keyes et al., (2002) test a typology of hedonic and eudaimonic well-

being based on sociodemographic factors (age and education), and personality traits (e.g. 
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conscientiousness and extraversion), which at the same time explain the interdependencies 

between hedonic and eudemonic well-being. The typology includes four basic well-being profiles: 

high hedonic and eudemonic well-being, high hedonic and low eudemonic well-being, low 

hedonic and high eudemonic well-being, and low hedonic and low eudemonic well-being. The 

empirical evidence support the four-patterned typology of well-being, being one of the main results 

the fact that, the optimal well-being (high hedonic-eudemonic well-being), is found in older adult, 

highly educated adults, extroverted, and highly conscientious. The authors also talk about two 

different processes that may explain the existence of balanced and unbalanced well-being profiles. 

In the case of balanced profiles, the two types of well-being may complement to each other, 

creating a sense of self-congruency. In the case of unbalanced profiles, the lack in one of the types 

of well-being (e.g., hedonic) may be compensated by the existence of the other one. Call for 

elucidation of those two processes is made by the authors.  

A theoretical framework to explain the intersections between hedonic and eudemonic well-

being constructs is the broaden-build theory of Fredrickson (2001). This theory states that positive 

emotions, all have in common the capacity to broaden people’s thought process and action 

repertories, and the capacity to build and endure physical, intellectual, social, and psychological 

resources. Empirical evidence has confirmed the broadening effect (e.g., Fredrickson, Tugade, 

Waugh, & Larkin, 2003) and also has reported that this is transformed in an upward virtuous spiral 

that enhances well-being as a whole (Fredrickson & Joiner, 2002).  

Despite the findings clarifying the intersections and interdependencies between hedonic 

and eudemonic well-being, the robustness of the idea of two related but distinct factors configuring 

the structure of well-being, has been challenged. For Kashdan, Biswas-Diener & King (2008), the 

concept of eudemonia from philosophy has not been correctly defined in psychology, given as a 
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result a lack in the precision of operational definitions. That is why, for these authors, “the 

existence of separate factors does not provide evidence of qualitative distinct types of well-being” 

(Kashdan et al., 2008, p. 225). To handle these inconsistencies, these authors propose to refer to 

the exact constructs that we are studying (e.g., life satisfaction, instead of hedonic well-being and 

autonomy instead of eudemonic well-being), this argument assumes that well-being constructs 

operate in tandem, being possible to identify profiles of well-being. With this argument, it is 

intended to justify more quantitative distinctions of well-being than the use of two different type 

of well-being. In response, several scholars have answered to Kashdan et al. (2008) that the 

reduction of the study of well-being to SWB is problematic because eudaimonic well-being adds 

value. For instance, informing how goals and lifestyles of people relate with well-being and 

broaden and differentiae its outcomes (Ryan & Huta, 2009).  

As we saw, the interconnection between hedonic and eudaimonic well-being has been the 

epicenter of a heated debate and is an important research topic. However, the focus of this doctoral 

thesis is to have an encompassing approach to the study of well-being, and we believe is a pervious 

step before the study of possible interconnections. Our documentation, scholars highlight the need 

to adopt a more integrative approach to the study of well-being in psychology which should include 

both hedonic and eudaimonic aspects of well-being. In this sense, scholars argue that a complete 

concept of well-being is that one that includes pleasure and purpose i.e., hedonic and eudaimonic 

components. Indeed, there are definitions of well-being integrating the hedonic and eudemonic 

aspects, for instance, Ryan and Deci (2001) define well-being as the “optimal psychological 

functioning and experience” (p.142). Thus, in this thesis we study both; hedonic and eudaimonic 

well-being. 
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 Conclusion  

Although an exhaustive revision is beyond the limits and goals of this manuscript, our 

documentation provides a glance of the state of the art of well-being research. An important 

conclusion of this revision is that, to study well-being in psychology, it is necessary to pay attention 

to hedonic and eudaimonic components, see Figure 1.5. 

 

Figure 1.5. Integrative model of well-being in psychology. Notes: in orange are the 
main approaches. In gray, some of the main authors. In blue, some of the main 
indicators from the scales that each author has proposed to study well-being.  
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In this line of reasoning, today, psychologists, economists, neuroscientists, national, and 

international organizations acknowledge the relevance of the study and promotion of both, hedonic 

and eudaimonic well-being (e.g., Delle Fave, Brdar, Freire, Vella-Brodrick, & Wissing, 2011; 

Lewis, Kanai, Rees, & Bates, 2014; National Research Council, 2013; OECD, 2013; Ryan & Huta, 

2009; Vitterso, 2016; Waterman, 2008). Seemingly, Warr (2013) comments that an adequate 

definition of psychological well-being must extend to cover range of various of elements. In this 

sense, Sonnentag (2015) comments that “Well-being refers to a person’s hedonic experience of 

feeling good and to the eudaimonic experience of fulfillment and purpose” (p. 261. .After our 

revision about the conceptualization and operationalization of well-being in general psychology, 

we now explore how is studied at work.   

3. Well-being at work 

An early literature review about well-being at work was provided by Danna and Griffin 

(1999). One decade after, Fisher (2010) provided a new revision about the definition, causes, and 

consequences of what she called happiness at work. More recently Taris and Schaufeli (2015), 

also provided a conceptual and theoretical overview, in this case, about well-being and 

performance at work. The primary focus of previous reviews was on hedonic aspects of well-being, 

and although some of them mention eudaimonic components, the differentiation of the hedonic 

and eudaimonic well-being was not acknowledged. To provide a more systematic revision, it is 

necessary to explicitly distinguish those two sides of well-being at work. Therefore, to facilitate 

this revision, we use the hedonic and eudaimonic well-being approaches as general frameworks to 

organize the information. Before that, we would like to make a precision related with the level of 

the domain (or scope) of the constructs and the measures. Since we are refereeing to the study of 
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well-being with a specific domain (at work), we will show that it is possible to customize this 

concept to define it and measure it as well-being at work (eudemonic and hedonic).  

 Conceptualization 

Studies on well-being at work show lack of consensus on the definition of this construct. 

For example, Baptiste (2009) defines it in terms of material conditions and experiences at work, 

while Schulte and Vainio (2010) describe it in terms of flourishing. As we can see, scholars either, 

define well-being at work considering hedonic or eudaimonic aspects. However, most of the 

research on well-being at work has focused on hedonic well-being, being this the reigning 

approach. Recognizing the relevance of the study of hedonic and eudaimonic well-being at work 

Robetson and Cooper (2010b) comment that “a complete concept of well-being should include 

both pleasure and purpose” (p. 328). Therefore, a workable view of psychological well-being at 

work needs to encompass the extent to which employees experience positive emotions at work and 

the degree that they also experience meaning and purpose (Robertson & Cooper, 2010b). It is also 

important to notice that scholars conceptualize well-being at work from different levels of 

specificity, see Figure 1.6.  

The first is the overarching level, here scholars consider well-being as an overall concept 

that is not attached to any specific domain. At this first level, conceptualizations of well-being 

combine hedonic and eudaimonic components. An example of an overarching conceptualization 

of well-being at work is provided by Robertson and Flint-Taylor who define it as “The affective 

and purposive state that people experience while they are at work” (Robertson and Cooper, 2011). 

The second is the broad level, here scholars define well-being at work by considering hedonic and 

eudaimonic aspects. However, at this level, scholars emphasize (explicitly or implicitly) that these 

as related but distinctive aspects of well-being and provide two definitions. An example of well-



Well-being and performance   39    
_____________________________________________________________________________________ 
 

being at work conceptualized from a broad level is provided by Hahn, Frese, Binnewiess, & 

Schmitt (2012) who mention that “The hedonic viewpoint focuses on subjective well-being, which 

is defined as the presence of positive affect and greater life satisfaction, as well as the absence of 

negative affect” and “the eudaimonic perspective defines well-being in terms of the degree to 

which a person is fully functioning” (p. 100). The third is the context-free level. From this level 

and hereafter, scholars do not necessarily mention the hedonic or eudaimonic roots of well-being, 

and conceptualizations tend to be context-free and related with specific constructs. An example of 

a context-free conceptualization of well-being at work is affective well-being. Cropanzano and 

Wright (1999) define affective well-being as “[when people] experience positive emotions in 

response to their life as a whole” (p. 254). The four is the domain-specific level, here 

conceptualizations are related with the context of the study. Examples of domain-specific 

conceptualizations of well-being at work are job satisfaction. Locke (1976), defines job 

satisfaction as the ‘‘pleasurable or positive emotional state resulting from the appraisal of one’s 

job or job experiences’’ (p. 1304).  

There is even another level of specificity to define well-being at work i.e. facet-specific. 

Here conceptualizations are domain-specific but also focused on one aspect. Examples of facet-

specific conceptualizations of well-being at work are satisfaction with the salary or satisfaction 

with physical work conditions (Warr, 2013). However, this type of conceptualizations are not so 

common and organizational researchers generally adopt the broad, narrow, or domain-specific 

approaches, but it is important to highlight critical nuances between these approaches.  
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Figure 1.6. Four levels of specificity to conceptualize well-being at work and some examples 
(Source, Wright, 2014). 

 

As we mentioned before, hedonic, is the dominant framework from where to study well-

being at work and it is common praxis to adopt domain-specific concepts, being the most popular 

job satisfaction. However, in the case of eudaimonic well-being, scholars tend to adopt the context-

free conceptualization (e.g., Culbertson et al., 2010; Hahn et al., 2012). In this sense, Danna and 

Griffin (1999) suggest that organizational researchers should focus on domain-specific (e.g., job 

satisfaction), and facet-specific dimensions (e.g., satisfaction with co-workers). However, Warr 

(2013) suggests that, although well-being at work is more responsive to conditions and activities 

in the work-domain, and context-free well-being is more responsive to health or family-domains, 

organizational psychologists may be interested in context-free well-being among occupational 
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samples. In this case, researchers need to link the level of the scope of the conceptualization of 

well-being with the research objectives, and in the case of studying context- free and domain-

specific levels of well-being, they should not be conflated in the analysis and interpretations. In 

fact, Ilies, Schwind, & Heller (2007), presented a model of employee well-being that integrates 

personal and situational predictors, and both, context-free and domain-specific (at work) 

indicators, see, Figure 1.7. 

 

 

 

 

 

 

 

 

 

 

 

Figure 1.7. Dynamic well-being model considering context-free and domain-specific indicators of well-
being (source Iles et al., 2007). 
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eudaimonic is less salient and studies tend to adopt more context-free and therefore, more 

conceptual definitions. To balance this situation, we probably need studies that pay more attention 

on context-free and eudaimonic constructs of well-being, see Figure 1.8.  

 

Figure 1.8. Unbalanced approaches to the study of well-being at work. 

 Measurement 

As we mentioned before, hedonic well-being at work is typically conceptualized, and 

therefore measured with domain or facet-specific measures and eudaimonic well-being at work is 

conceptualized and measured with more context-free measures. In both cases, the common praxis 

is to evaluate well-being with self-evaluations. Although there are several ways to measure 

hedonic and eudaimonic well-being at work, we focus on the most common operationalizations 

i.e., job satisfaction, job-related affective well-being (for hedonic well-being), and the six-factor 

subscale proposed by Ryff (1989). We identify some of their problems and delineate 

recommendations to measure well-being at work. 
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3.2.1 Hedonic well-being at work: measurement 

Scholars in OB and I/O psychology have mainly measured hedonic well-being as job 

satisfaction and job related affective well-being. On the other hand, eudaimonic well-being has 

been typically measure with the scale called psychological well-being scale (PWB). We now 

explain these different indicators of well-being at work. 

Job satisfaction 

The traditional way to study well-being at work is under the conceptualization of job 

satisfaction (Ilies et al., 2007). In the broader spectrum, job satisfaction is a job attitude composed 

by cognitive, affective, and behavioral elements, and we can define it “as an evaluative state that 

expresses contentment with and positive feelings about one’s job” (Judge & Kammeyer-Mueller, 

2012, p. 343). At the same time, job satisfaction is composed by extrinsic, intrinsic, and social job 

satisfaction (Warr, Cook, & Wall, 1979), see Figure 1.9. However, the most adopted measures 

evaluating job satisfaction do not always measure affective components or pay attention to 

extrinsic or social facets as we will see further below.  

 

 

 

 

 

Figure 1.9. Composition of job satisfaction. 
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Judge et al. (2012) delineate important insights about the nature, structure, and measure job 

satisfaction. First, when we measure job satisfaction as domain-specific, this indicates a top-down 

structure where measures reflect a latent overall job-satisfaction composed by specific job 

satisfactions. When we measure job satisfaction as facet-specific, this indicates a bottom-up 

structure where measures reflect manifest specific job satisfactions. Second, measures of job 

satisfaction should keep fidelity to the variables expected to correlate with them i.e., if we are 

interested in broad phenomena like job performance, we should measure overall job satisfaction, 

but if we are interested in more specific phenomena, such as the effect of compensation practices 

on job satisfaction, we should measure satisfaction with pay. Third, most of the studies on job 

satisfaction have focused on cognitive evaluations and generally ignore the affective side.  

 
The Job Descriptive Index (JDI) is one of the most validated tools to measure job 

satisfaction. However, this and similar instruments measuring job satisfaction have been criticized 

because they poorly evaluate affective reactions, for instance, containing almost no items 

measuring affect (Wright & Cropanzano, 2000). To capture the affective reactions scholars have 

proposed the Experience Sampling Methodology or ESM. ESM is a method of data collection, 

where job attitudes such as job satisfaction are measured repeatedly (e.g., once or twice a day) 

over time(Judge & Kammeyer-Mueller, 2012) . Because affective reactions are more episodic, the 

ESM should better capture those more ephemeral reactions. ESM may also prevent some cognitive 

biases. Another problem with the JDI is its emphasis on extrinsic features of job satisfaction, and 

the relative exclusion of intrinsic and social components (Warr, Cook, & Wall, 1979). In this sense, 

Warr et al. (1979) argue that to measure job satisfaction, we need to consider extrinsic (e.g. 

satisfaction with salary), intrinsic (e.g. satisfaction with task variety), and social aspects (e.g., 

satisfaction with co-workers).  
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Cognitive biases are also some of the problems that may trigger typical domain-specific 

measures of well-being at work such as job satisfaction. For Kahneman, Krueger, Schkade, 

Schwarz, & Stone (2004), common measures to evaluate well-being produce focusing illusion, 

which occurs when researchers make employees think about their jobs, activating errors and 

cognitive biases. For instance, vox populi positive ideas (such as ‘‘work dignifies a person’s life’’) 

or errors in recall may be induced. Thus, the ESM is one of the alternatives to avoid recall biases 

such as focusing illusion, however this methodology is expensive and encompasses high levels of 

participant burden, Kahneman et al., (2004) propose a hybrid approach called Day Reconstruction 

Method or DRM. DRM asks respondents demographic, general satisfaction questions, questions 

about their jobs, and to reconstruct their previous day considering the activities that they performed 

and the settings and people that they were with. Finally, respondents also answer how they felt 

using 12 affect descriptors. 

We argue that the problems with domain and facet-specific measures of job satisfaction 

may be, at least, partially prevented if scholars a) consider instruments that also evaluate affective 

reactions, b) consider domain-specific instruments that also focus on several facets at work (i.e., 

facet-specific), and c) if scholars also evaluate extrinsic, intrinsic, and social job satisfaction. Thus, 

well validated questionnaires with several items, that also evaluate affective reactions, and that 

draw attention to several extrinsic, intrinsic, and social job facets, may address some of the 

previous problems with job satisfaction measures, and at least partly neutralized cognitive biases 

such as the focusing illusion. It is also important to note that, when comparing general measures 

of well-being (e.g., life satisfaction) versus the DRM, some authors have found both to be reliable 

(Krueger & Schkade, 2008). Thus, domain and facet-specific tools and re-construction diaries are 

both worthwhile and produce relevant knowledge. 
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Job-related affective well-being 

Problems with previous measures evaluating context-free affective well-being like the 

PANAS and the need for domain-specific tools (e.g., to evaluate well-being at work) have 

challenged scholars like Warr (1990)  to propose new instruments. To design the PANAS, scholars 

mapped the structure of emotions and moods (Russell, 1980; Watson et al., 1988), also called 

circumplex models of affect, characterized for identifying orthogonal dimensions of affect 

explaining most the variance observed (Warr, 1990). Building on these models, Warr (1990), 

recognizes that any form of affective well-being can be described in relation to the level of the 

orthogonal dimensions of pleasure and arousal. He rotated those two orthogonal dimensions and 

identified two main axes: anxious-contentment, and depression-enthusiasm, see Figure 1.10. 

Similarly, Daniels (2000) identifies five main axes of affective well-being: anxiety–comfort, 

depression–pleasure, bored–enthusiastic, tiredness–vigor, and angry–placid. Different to the 

PANAS, these measures to evaluate affect (at work) have shown to be valid and reliable. 

 

 

 

 

 

 

 

 

 

Figure 1.10. Two principal axes for the measurement of job-related affective well-being 
(Adapted fromWarr, 1990). 
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3.2.2 Eudaimonic well-being at work: measurement 

There are few studies focused on eudaimonic well-being at work. For instance, Culbertson 

et al. (2010) evaluated eudaimonic well-being at work considering the six factors (i.e., self-

acceptance, positive relations, autonomy, environmental mastery, purpose in life, and personal 

growth). An innovation made by them, is that they adapted the items to measure eudaimonic well-

being at work. For instance, Purpose in Work “I did not have a sense of purpose and meaning in 

my work today” (reverse coded) or Personal Growth, “My work today challenged me and made 

me grow as a person.” (p. 426). Unfortunately, each subscale was measured with only one item. 

Although they chose the items considering those with higher factor loadings, reported in previous 

factor analytic studies, the validity of this ultra-short version of the scale is questionable. Previous 

studies have shown construct validity problems (see Springer, Hauser, & Freese, 2006). In fact, 

Ryff does not recommend the use of extremely short versions given “That level of assessment has 

psychometric problems and does not do a good job of covering the content of the six well-being 

constructs. If length is a concern, the 7-item scale (7x6=42 items) is a far better choice than the 3-

item scale.” (Ryff, 2013, personal communication).  

Beyond the Ryff´s six factor model, other studies have evaluated eudaimonic well-being 

considering specific aspects of positive functioning. For instance, Hahn et al. (2011) measured 

vigor in a sample of German entrepreneurs (n = 197). They defined vigor as “a positive feeling of 

aliveness and energy” and an example item is “I feel energized” (Hanh et al., 2011, p. 103). Some 

private companies like Gallup or RobertsonCooper have incorporated in their surveys (i.e., the 

Gallup Workplace Audit -GWA- and the ASSET respectively) the evaluation of eudaimonic well-

being at work. For instance, Robertson and Cooper created the survey called ASSET where, among 

other factors, they measure well-being as sense of purpose and positive emotions.  
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We conclude this section emphasizing that, although the conceptualization and 

measurement of well-being in general psychology are somewhat clearer and uniform, the 

conceptualization and overall the measurement of well-being at work is still in its relatively initial 

stages of development, especially in the case of eudaimonic well-being at work (Robertson & 

Cooper, 2010b). Clearly, this last is a promising venue for research a development.  

4. Job performance 

Individual job performance has been another important outcome studied in occupational 

settings (Koopmans, Bernaards, Hildebrandt, de Vet, & van der Beek, 2014). The interest of the 

study of promotion of well-being and performance is for several I/O organizations, the main aim 

to achieve (e.g., SIOP), and represents one of the most perennial goals of this discipline.  

In terms of job performance, for organizations and researchers in several fields (e.g., 

medical, management, and psychological), this is a key output variable. Its promotion greatly 

determines the survival of organizations and brings also benefits for employees. However, job 

performance has been studied from different approaches. For instance, in management the 

primarily focus has been on how to make employees more productive, while occupational health 

is interested in how to maintain high levels of performance, preventing diseases or health 

impairments, and for organizational psychologists, their interest has been in the influence of 

determinants (e.g., job satisfaction) on individual job performance (Koopmans et al., 2011). 

Despite its relevance, for many years there was not a solid framework of individual job 

performance. Recently Koopmans et al. (2011) provided a heuristic framework that can be applied 

across different job occupations. We adopt this framework to conceptualized and operationalized 

job performance. Before that, we would like to differentiate job performance form work 
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productivity. One of the main theoretical frameworks in this doctoral thesis is the happy-productive 

thesis. While the term happiness is used by scholars to designate in a general way well-being, 

productivity is also use as a general way to refer to job performance. However, it is necessary to 

make there are some distinctions to avoid misunderstandings. While work productivity is an input 

divided by outputs and is a narrower concept than job performance (Koopmans et al., 2011). Both 

concepts are sometimes used as synonyms but they are not. However, in this thesis we sometimes 

use the word productive or productivity, but is based on the jargon of the literature, however we 

always refer to job performance.     

 Conceptualization 

In this thesis, we refer to performance or job performance, to the case of individual job 

performance. Job Performance is defined by Motowidlo and Kell (2012) as “the total expected 

value to the organization of the discrete behavioral episodes that an individual carries out over a 

standard period of time” (p. 82). As we can see, this definition view job performance as a function 

of the behavior of a person and the extent to which that behavior contributes to an organization to 

reach organizational its goals (Ford, Cerasoli, Higgins, & Decesare, 2011).   

However, there are some discrepancies about what constitutes job performance. While 

some definitions are more broadly constructed and do not specify the type of behaviors that 

constitute job performance, other definitions provide specific set of dimensions. Indeed, there has 

been a heated debate about what constitutes job performance. To tap this gap Koopmans et al. 

(2011) performed a systematic review based on 58 studies from medical, psychological, and 

management databases. The result of this systematic review is a heuristic conceptual framework 

of job performance that integrates different conceptual approaches.  First, they found 17 generic 

frameworks (applying across occupations) and 18 job-specific frameworks (applying to specific 
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occupations). Second, based on the conceptual grouping i.e., based on the similarities observed 

across frameworks, the authors found that four general dimensions emerged: task performance, 

contextual performance, adaptive/creative performance and counterproductive work behavior. 

Thus, this four-dimensional framework of job performance integrates by identifying that those, are 

the dimension most frequently used to describe job performance across generic and job-specific 

frameworks.  Although the focus of research has been on task performance, little by little scholars 

have expanded to other aspects (being the newest adaptive/creative performance), recognizing that 

the evaluation of job performance goes beyond prescribe work goals (Koopmans et al., 2011). A 

definition of job performance somehow aligned with this four-dimensional framework is provided 

by Judge & Kammeyer-Muller (2012) who define job performance as “employee behaviors that 

are consistent with role expectations and that contribute to organizational effectiveness; composed 

of task performance, citizenship behavior, withdrawal/counterproductivity, and creative 

performance” (2012, p. 348). We now define each of the four dimensions.  

Task performance is defined as “the total expected value of an individual’s behaviours over 

a standard period of time for the production of organizational goods and services” (Motowidlo, 

2003, p. 46). This kind of performance is intrinsically related to the activities described in job 

descriptions, some examples are customer service or delivery of products. Contextual performance 

is defined as “the total expected value of an individual’s behaviours over a standard period of time 

for maintaining and enhancing the psychological, social, and organizational context of work” 

(Motowidlo, 2003, p. 46). This kind of performance is linked with those behaviors that are not 

precisely related with activities described in job descriptions but are actions that also contribute to 

meet organizational goals, some examples are, helping others at work, or mentoring. Adaptive 

performance is defined as “the extent to which an individual adapts to changes in a work system 
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or work roles” (Griffin, Neal, & Parker, 2007, p. 330). This type of job performance includes 

behaviors related for instance, with problem solving, adaptation to new environments and people, 

and learning of new tasks (Koopmans et al., 2011). Counterproductive performance is defined as 

“the total expected value to the organization of behaviors that are carried out over a standard period 

of time with the intention of hurting other individuals or the organization as a whole and that have 

negative expected organizational value” (Motowidlo, 2003, p.49). Within this type of performance 

are included behaviors like absenteeism, theft, and substance abuse (Koopmans et al. 2011). While 

we can distinguish four generic dimensions that map individual performance, there is little 

consensus about how to measure this construct (Koopmans et al., 2014). 

 Measurement 

Most part of the research has focused on subjective measures of performance. Objective 

measures of such as models of inputs and outputs (e.g., number of publications) are extremely 

difficult to evaluate in organizational research on individuals because they accrue only after long 

periods of time. Alternatively, organizational researchers typically investigate to which extend 

employee´s behavior contribute to reach organizational goals (Zelenski et al., 2008). 

The most typical method to evaluate job performance are self-evaluations or supervisor´s 

evaluations. In the first of the cases, scholars typically evaluate job performance considering either, 

one specific dimension, or several dimensions of job performance. In any case, what is important 

is the match between the research objectives and the operationalization of job performance. For 

instance, one may be interested in how adaptive/creative performance is enhanced among 

entrepreneurs or in evaluating overall job performance (i.e., considering the four dimensions) in a 

more homogenous sample of employees.   
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There are available several instruments to evaluate each dimension of job performance. For 

instance, Abramis (1994), in a study with employees from the greater Detroit, designed a 

measurement tool to evaluate task performance and some of the indicators were: employees 

handling job demands, making correct decisions, and performing without mistakes. In terms of 

contextual performance, VanScotter and Motowidlo (1996) in a study with sample of U.S. Force 

mechanics, developed a scale to measure contextual performance, focusing in the constructs of 

interpersonal facilitation and job dedication, some of the indicators were: helpfulness and 

cooperative acts or persistence and self-discipline. More recently, Charbonnier-Voirin and Roussel 

(2012) in a study with a sample of Canadian employees from different organizations, designed a 

measurement tool to evaluate adaptive performance and identified five dimensions: handling 

emergencies and crisis, managing work stress, solving problems creatively, dealing with uncertain 

and unpredictable work situations, and training and learning effort. Finally, in terms of 

counterproductive performance, Marcus, Schuler, Quell, and Humpfner (2002) in a sample of 

German employees, designed and validated an instrument to measure this type of performance, 

considering absenteeism, substance abuse, aggression, and theft as indicators.   

As we can see, there are available instruments to measure each of the four dimensions of 

performance. This diversity is more evident if we consider that several instruments have been 

designed to measure each dimension (Koopmans et al., 2014). For instance, LePine, Erez, and 

Johnson (2002) in their meta-analysis about the nature and dimensionality of organizational 

citizenship behavior, another construct close to contextual performance (Koopmans et al., 2011), 

found more than 40 different measures to evaluate this dimension of performance (Koopmans et 

al., 2014). In this sense, Koopmans et al. (2013) tell us that the heterogeneous content of 
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instruments to evaluate job performance responds to the diversity of definitions and to the target 

populations.  

Self-evaluations of performance can produce common method variance problems if the 

rest of the variables are also self-evaluated (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). To 

reduce some of the same-source method bias, research can include other sources, such as 

supervisor evaluations. However, supervisor measures of performance are not totally free of bias. 

For instance, some cognitive biases, such as “the halo in performance evaluations”, can occur. Co-

workers and supervisors view psychologically well people as more likable and socially skilled 

(Wright & Cropanzano, 2000). Thus, we can expect that managers would evaluate these 

subordinates differently from those less psychologically well (Wright, 2005). As an alternative, 

Wright and Cropanzano  (2000) recommend including more objective or quantitative measures of 

performance. However, it should be also notice that objective measures of performance have also 

their own inherent complexities. For instance, today, most workplaces are so dynamic that are not 

amenable for simplistic outcome measures of quantitative performance and it is important to notice  

that job performance includes quality and quantity, and the first one is the aspect most difficult to 

quantify in many tasks (Zelenski et al., 2008).  

Alternatively, Zelensky et al. (2008) advocate for subjective and self-evaluated measures 

of performance because in their view, individuals have a good sense about their own productivity 

and therefore they may be in the best position to evaluate it, for instance researchers can apply 

very general questions but also to break down into various facets. They also argue that recall biases 

can be minimized with subjective self-reported evaluations and therefore, these may be an 

adequate method to evaluate performance (Zelenski et al., 2008). For instance, Stweart, Ricci, 

Leotta, and Chee (2001) showed that when researchers ask people to evaluate their performance 
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considering the last week, this reduces recall biases, in comparison when researchers as people to 

evaluate their performance from the last four weeks.  

In conclusion, in comparison to well-being at work, the conceptualization and 

measurement of performance offers more uniform and heuristic frameworks. Job performance 

consists of four generic dimensions: task, contextual, and adaptive/creative performance, and 

counterproductive behavior. Based on the study of Koopmans et al. (2013), where they identified 

23 of the most relevant indicators, each dimension is weighted as follows. Task performance is the 

most important determining job performance rating (36%), followed by contextual (22%), 

counterproductive (21%), and adaptive/creative performance (20%), see Figure 1.11. 

 

Figure 1.11. Principal indicators of job performance. We ordered the indicators 
hierarchically on each dimension, those in the top received higher percentages of 
votes from judges (source Koopmans et al., 2014).  

In this thesis, we are especially interested in the combination of well-being and 

performance. We argue that this link results in at least four well-being-performance patterns. In 

the following chapter, we explain the link between both variables based on the happy-productive 

worker. Then we draw on previous revisits of that model to propose the four patterned-taxonomy.
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CHAPTER II. FOUR WELL-BEING-PERFORMANCE PATTERNS: A REVISION OF 

THE LINK BETWEEN THE TWO OUTCOME VARIABLES 

As we mentioned, from its foundation, one of the main objectives in I/O psychology has 

been the study and promotion of well-being and performance. This has been a challenging and 

perennial endeavor and even today, a vast amount of papers consider well-being and performance 

as focal variables. However, although probably there is no single day without a new paper is 

published considering well-being and performance as key variables, probably, this is one of the 

most unsettle topics in I/O psychology research. In this chapter, we explain the link between well-

being and performance, drawing on the happy-productive worker thesis, which is the main 

theoretical framework to study the relationship between these two variables. After that, we will 

show that the happy-productive thesis is facing one of its biggest crisis after a couple of meta-

analyses reporting inconclusive results. We then will explore two major revisits of the happy-

productive worker thesis that claim the need to expand the conceptualization of well-being toward 

affect and the need to study mediating variables. Finally, we propose a third revisit.  

One of the main arguments from this thesis is that previous revisits were somewhat 

monolithic and towering rather than expanding and building bridges of the happy-productive 

worker thesis. In this chapter, we will show that four main points support this important claim. 

First, previous revisits were overly focused on hedonic well-being (e.g., job satisfaction or job-

related affective well-being) but were silent about eudaimonic well-being (e.g., purpose in life and 

personal growth). Second, those revisits were more interested in how well-being should be 

conceptualized but not performance. Third, those revisits proposed the study of a positive link 

between well-being and performance, but neglected the existence of counterintuitive associations, 

such as high levels of well-being hindering performance or low levels of well-being enhancing 
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performance. Finally, previous revisits tell us little about antecedents, for instance, from the 

organization (e.g. HR practices) or from employees (e.g., behaviors), that trigger positive, but also 

counteractive relationships between well-being-performance.  

In response to those limitations from previous research, and to improve the happy-

productive worker thesis, we will propose our own revisit which expands this thesis, studying 

hedonic and eudaimonic well-being, attending the most salient facets of job performance, 

encompassing the study of two synergistic and two antagonistic patterns, and proposing the study 

of possible antecedents. A key feature of our revisit, is that proposes the study of well-being and 

performance simultaneously and not as separable variables. 

1. The happy-productive worker thesis 

 “The search for the happy/productive worker has been  
a rather quixotic venture” (Staw, 1985, p. 52). 

 

All other things being equal, happy workers should be more productive than their unhappy 

counterparts (Wright & Cropanzano, 2007). This is the core idea of the happy-productive worker 

thesis, which in Industrial and Organizational (I/O) psychology, is the most influential model to 

study the relationship between well-being and performance (Staw, 1986). In fact, scholars consider 

the happy-productive worker thesis as the Holy Grail in I/O psychology (e.g., Landy, 1985) and 

reflects the perennial goal of I/O psychology to promote well-being and performance at work. As 

we saw in the previous chapter, the conceptualization of well-being is a complex task. Well-being 

is a polyhedral concept with several faces, each of them attending a specific construct. However, 

when testing the happy-productive worker thesis, scholars have typically equated well-being to 

job satisfaction, neglecting the other constructs. In I/O psychology, the most typical way to 

operationalize well-being has been job satisfaction and performance is commonly operationalized 
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as task performance. The narrow conceptualization of well-being has been considered as one of 

the reasons why, despite its relevance, the happy-productive worker thesis is in crisis, and part of 

the reason why several meta-analyses found rather low correlations between the two outcome 

variables.  

  Early preeminent studies, as the classic review presented by Brayfield and Crockett 

(1955), showed that job satisfaction was not necessarily linked to performance. Indeed, several 

meta-analyses had reported weak and even spurious relationships between job satisfaction and 

performance. For instance, in the meta-analysis based on 74 studies, laffaldano and Muchinsky  

(1985) found an average correlation of .17 between job satisfaction and job performance (k= 74, 

N=12,192). Similarly, Bowling (2007) using meta-analytic data, reported also weak correlations 

ranging from .09 to .23 between job satisfaction and performance, concluding that the relationship 

between both constructs is largely spurious. With these meta-analyses, the romance between job 

satisfaction and performance was coming to end, especially the meta-analysis of Iaffaldano and 

Muchinsky “had a chilling effect on subsequent research” (Judge et al., 2001). Some scholars have 

even called to lower our expectations about the link between job satisfaction and job performance 

(Staw, 1985). However, the study of this dyad received a new impetus from another meta-analysis. 

Judge et al., (2001) provided what is now a seminal meta-analysis about the job 

satisfaction-job performance link. Based on 254 studies they found a meaningful average 

correlation of .30 between both variables (k= 312, N= 54, 471). About the average correlation of 

.17 reported by Iffaldano and Muchinsky (1985), Judge et al. (2001) argue that, this is not an 

average correlation between overall job satisfaction and performance, but rather the average of the 

correlations between the facets measures of job satisfaction (e.g., pay or promotion) and 

performance. Thus, they found that the average correlation between overall job satisfaction and 



61   Chapter II 
_____________________________________________________________________________________ 

performance is higher than average of the correlations between the facets measures of job 

satisfaction and performance. 

The meta-analysis provided by Judge et al. (2001) also offers a detailed study of the nature 

of the relationship between job satisfaction and job performance. These authors presented seven 

models to classify the different ways in which the relationship between job satisfaction and job 

performance was tested in previous studies. The models can be summarized as follows: Model 1, 

job satisfaction causes job performance; Model 2, job performance causes job satisfaction; Model 

3, job satisfaction and job performance are reciprocally related; Model 4, the relationship between 

job satisfaction and job performance is spurious; Model 5, the relationship between job satisfaction 

and job performance is moderated by other variables; Model 6, there is not relationship between 

job satisfaction and job performance; and Model 7, the alternative conceptualization of job 

satisfaction and/or job performance, see Figure 2.1. 

 
Judge et al. (2001) concluded, based on their documentation, that Model 1-4 were rather 

archaic. Then, they investigated with meta-analytical data the mean true correlation between job 

satisfaction and job performance and the result was an average correlation of .30. Based on this 

result, Judge et al. (2001) ruled-out Model 6 and at the same time, they provided a new model that 

integrated Models 1-5. This new model includes mediated and moderated bidirectional 

relationships between job satisfaction and job performance, see Figure 2.2. Concerning Model 7, 

the authors concluded that it is necessary to provide more evidence to elucidate how constructs 

like affect or organizational citizenship behavior surrogate the constructs of job satisfaction and 

performance respectively. 

 

 



Four well-being-performance patterns   62   
_____________________________________________________________________________________ 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Figure 2.1. Models of the relationship between job satisfaction and job performance (Adapted from 
Judge, Thoresen, Bono, & Patton, 2001). 
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part of the reason why previous meta-analyses provided inconclusive results, putting in crisis the 

happy-productive worker thesis is in crisis, has been the narrow way to conceptualized well-being 

(i.e., as job satisfaction). As result, we have witnessed new invigorating efforts in the form of 

revisits of the happy-productive thesis whose major focus was the expansion of the 

operationalization of well-being. So far, there have been two important attempts to revisit this 

thesis.  

 

 

 

 

 

 

 

 

 

 

Figure 2.2. Integrative model of the relationship between job satisfaction and job performance 
(Adapted from Judge, Thoresen, Bono, & Patton, 2001). 
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The first one is a hybrid between Judge et al’s Model 5 and Model 7 i.e., it proposes to 

conceptualize well-being as job satisfaction but also as affect. Additionally, this revisit also 

proposes that affect is a moderator in the job-satisfaction-job-performance link. The second revisit 

is based on Judge et al’s Model 7, thus its key feature is the conceptualization of well-being as job-

related affective well-being. Unfortunately, to a greater or lesser extent, these revisits keep silent 

about the conceptualization of well-being as eudaimonic, the conceptualization of performance, 

the study of counterintuitive results, and the study of the antecedents of well-being and 

performance. We believe these to be important omissions that impede to advance our knowledge. 

We now describe these revisits. 

2. The happy-productive worker thesis revisited 

“The pursuit of the happy/productive worker has seemed a worthwhile 

though difficult endeavor, one that might be achieved if we greatly 

increase our knowledge of work attitudes and behavior” (Staw, 1985, p. 40). 

 In this section, we review the revisits to the happy-productive worker thesis presented by 

Wright and Cropanzano (2007) and Zelenski (2008). After each revisit, we make a short analysis 

about how well-being and performance are conceptualized, whether those revisits also propose the 

study of counterintuitive relationships, and whether they also propose the study of antecedents of 

the well-being-performance link. 

2.1 First revisit 

 The first revisit aligns with Judge et al’s Model 5, and was proposed by Wright and 

Cropanzano (2007). These authors suggested a twofold revisit. First, they argued that the 

overemphasis on job satisfaction to study well-being, is a viewpoint in management sciences that 

is unnecessarily limiting. Therefore, they proposed to equate well-being also as affective well-
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being, offering two happy-productive theses; one equating well-being to job satisfaction and 

another one to affective well-being (as context-free). Second, these authors build upon the 

broaden-and-build theory of Fredrickson (2001) as a theoretical framework to integrate job 

satisfaction and affective well-being within the happy-productive worker thesis. Specifically, they 

propose that affective well-being moderates the job satisfaction-job performance link. They argue 

that the positive evaluative sentiments associated with high levels of job satisfaction are broadened 

and built upon with high levels of affective well-being. Thus, these individuals are more creative, 

resilient, and healthier, these resources in turn, facilitate increased levels of job performance 

(Wright & Cropanzano, 2007).  

This moderated model of the happy-productive worker thesis has received some empirical 

evidence. For instance, Wright at al. (2007) in a study with data from 109 managers employed in 

a firm on the West Cost of the U.S., found that both (and after controlling for gender, tenure, and 

ethnicity) job satisfaction and affective well-being were associated with supervisory performance 

ratings (r = .36 and .43 respectively). Moreover, these authors also found that affective well-being 

moderated the relation between job satisfaction and job performance i.e., job performance was 

higher among employees who reported higher scores on job satisfaction and affective well-being. 

In a like manner, Wright and Cropanzano (2004) reported that when employees reported high 

levels of both, job satisfaction and affective well-being, they consistently had higher levels of job 

performance. Moreover, job satisfaction predicted job performance only when employees had also 

high levels of affective well-being. It is also argued that the moderating effect of affective well-

being may also account for some of the inconsistent results found by previous studies examining 

the job satisfaction-job performance link (Wright et al., 2007; Wright & Cropanzano, 2007).  
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As we can see, this revisit highlights the relevance of conceptualizing well-being also as 

affect and to study its moderating role within the happy-productive thesis. However, nothing is 

mentioned about eudaimonic well-being. Thus, although this revisit expands the limits of the 

conceptualization of well-being, this extension does not reach the most fulfilling side of well-

being. Moreover, in this revisit, well-being is the nucleus and few attention is delved to the 

conceptualization of performance. At the same time, the authors hypothesize a positive link 

between well-being and performance, however, nothing is mentioned whether there may be cases 

that contradict the happy-productive worker thesis (e.g., low well-being linked to high 

performance). Finally, having in mind the Judge’s Model 4, this revisit keeps silent about possible 

antecedents that promote the positive link between well-being and performance. A very important 

question is what affects well-being and performance at work? The resulting answer(s) to this 

general question may provide a better picture of the happy-productive conundrum and lines of 

possible interventions.  

In general, this first revisit is aligned with the meta-analysis provided by Connolly and 

Viswesvaran (2000). They found that job satisfaction was correlated with positive affectivity and 

affective disposition (i.e., both as trait) r = .49 and .36 respectively. This study concludes that 

between 10% to 25% of the variance in job satisfaction could be accounted by individual 

differences in affectivity. It also highlights the relevance of the study of the most enduring part of 

affective well-being (trait) and its relationship with performance. In fact, within the happy-

productive worker thesis, some scholars have gone far beyond, for instance, comparing the effects 

of state versus trait affective well-being on job performance, this leads us to the second main 

revisit. 



67   Chapter II 
_____________________________________________________________________________________ 

2.2 Second revisit 

The second revisit aligns more with Judge et al’s Model 7, and was proposed by Zelenski 

et al (2008). These authors argued that the test of the happy-productive worker thesis in terms of 

job satisfaction, is not adequate because job satisfaction is not an effective proxy for well-being. 

Instead, these authors offered a revisit of the happy-productive worker thesis conceptualizing well-

being as affectivity (trait affect) and as job-related affective well-being (state affect). The general 

hypothesis was that affectivity and job-related affective well-being were the best predictors of 

performance. The reasoning is that affect (trait and state) rather than job satisfaction better captures 

the emotional flavor of well-being, because affect has both, long and short term benefits (based on 

the broaden-and-build model of Fredrickson). 

 Zelenski et al. (2008) tested their revisited happy-productive worker model with data from 

a sample of Canadian Directors (n = 75) and found that, in comparison with job satisfaction or life 

satisfaction, affect (trait and state) showed a more robust relationship with performance. They also 

found that this association was ecumenical across affect dimensions. Although they found that job 

satisfaction was related to and predicted also job performance, this were not as strong as those 

found with affect. However, these results raise concerns about the futility of organizational efforts 

to increase affective well-being. While state affective well-being may be more malleable and 

therefore, efforts to improve it may be beneficial for performance, trait affective well-being may 

be less malleable and resistant to change. As we saw, Lyubomirsky et al. (2005) argue that at least 

50% of affective well-being is genetically determined i.e., it is assumed that this set point is fixed, 

stable over time, and immune to any type of influence or control. However, Zelenski et al. (2008) 

claim that state affective well-being predicted job performance, even after removing trait affective 

well-being. Thus, organizational interventions to boost state affective well-being are valuable on 
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themselves, but also for the positive impact on performance, even among people with low levels 

of affectivity, accordingly with Lyubomirsky et al. (2005), this boost can be long lasting. 

As we can see, the main contributions of this second revisit are the extension of the 

conceptualization of well-being including trait and state dimensions and that the authors show that 

job-related affective well-being impact performance, beyond affectivity. However, as in the first 

revisit, this one does not consider eudaimonic well-being or the conceptualization of performance. 

Because the purpose of the revisit is to provide a new way to test the happy-productive worker 

thesis, with the hope to corroborate the positive link between well-being and performance, the 

exploration of situations where both constructs have an unbalanced relationship, is not addressed. 

Finally, and considering Judge´s Model 5, this revisit neither elaborates about the antecedents of 

well-being and performance e.g., what aspects of the organization lead to the positive well-being-

performance link. 

In summary, after several decades of research, the relationship between well-being and 

performance is a conundrum that remains unsolved. With meta-analytic evidence reporting 

inconclusive results about the job satisfaction-performance link (Bowling 2007; Iaffaldano & 

Muchinsky 1985; Judge et al. 2001), scholars have revisited the happy-productive to move 

forward, for instance, shedding light on its conceptualization (Cropanzano and Wright 2001), 

studying possible moderators (Wright et al. 2007), and calibrating the time frame of the measures 

(Zelenski et al. 2008). Nonetheless, on those previous revisits, we have detected important 

omissions that impede to advance our knowledge. Attending these omissions is that we present 

our revisit of the happy-productive worker thesis. A previous version of this revisit was published 

in Peiró et al. (2014). 
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2.3 The revisit in this thesis 

Attending key important omissions from previous revisits, we propose that the happy-

productive worker thesis needs four important extensions. First, to study hedonic but also 

eudaimonic well-being. Second, to delve more attention in how to conceptualize performance. 

Third, to extend this thesis to study synergistic i.e., happy-productive and unhappy-unproductive, 

but also antagonistic patterns i.e., unhappy-productive and happy-unproductive. Four, to theorize 

about what aspects, for instance of the organization or the person, impact on well-being and 

performance. We now explain each of these extensions. 

First, as we saw, previous revisits have focused on hedonic well-being (e.g., job satisfaction 

and affect). As we have documented, scholars from several research fields and international 

organizations advice that, when studying well-being, researchers should pay attention to both, the 

hedonic and eudaimonic components (e.g., Delle Fave et al., 2011; Lewis et al., 2014; National 

Research Council, 2013; OECD, 2013; Ryan & Huta, 2009; Ryan & Deci, 2001; Vitterso, 2016; 

Waterman, 2008). Therefore, no well-being study is complete if does not includes the components 

of pleasure and purpose (Robertson & Cooper, 2010b; Ryan & Deci, 2001). However, none of the 

previous revisits have expanded the happy-productive worker thesis to study also eudaimonic well-

being. 

Second, we claim that previous revisits have focused overall on well-being and tell us 

almost nothing about the conceptualization and measurement of performance (Peiró et al., 2014). 

For instance, in the revisit provided by Wright and Cropanzano (2007) we found no definitions or 

recommendations about how to measure job performance. Similarly, in the revisit of Zelenski et 

al. (2008),  they argue that to improve the happy-productive worker thesis “central issues include 

the many ways happiness has been conceptualized” (Zelenski et al., 2008, p. 525). Although the 
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revisit of Zelenski et al. (2008) addressed to certain extent the conceptualization and 

operationalization of performance, their focus was to show that self-reported evaluations were 

more useful, in comparison with objective performance indicators.   

The adoption of a more heuristic framework to define and measure job performance is more 

salient if we take a closer look on previous empirical research. For instance, some have measured 

job performance with one single item (Wright and Cropanzano, 2007; Zelenski et al., 2008) and 

others considering several indicators such as work facilitation, emphasis on goals, and team 

building (Wright et al. 2002). Heterogeneous approaches to conceptualize and measure individual 

performance is not an endemic problem of the happy-productive worker research, but rather, a 

characteristic across disciplines. However, as we have documented, there are already heuristic 

conceptual frameworks that can serve as a theoretical basis for research and practice (e.g., the four 

dimensions proposed by Koopmans et al., 2011). Clearly, the absence of a heuristic framework of 

job performance, prevents accumulation and limits our understanding. Thus, Peiró et al. (2014) 

claimed that the happy-productive worker thesis should consider the four-facet framework of job 

performance presented by Koompmans et al. (2011). 

Third, we also argue that previous revisits and research have thoroughly attempted to 

provide evidence of synergistic patterns i.e., that people with higher well-being have higher 

performance that those with lower well-being. However, some exceptions that contradict this 

thesis may apply, suggesting the existence of antagonistic patterns. For instance, there is evidence 

that low levels of well-being sometimes lead to higher performance. Zhou and George (2001) 

found that high levels of job dissatisfaction lead to creative performance. For these authors, 

employees who are unsatisfied with their jobs are unhappy with the status quo. Thus, these 

employees innovate because they want to improve their current job conditions. In doing so, they 
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challenge the status quo by generating new and useful ideas, methods, and procedures (a behavior 

called voice). In a likely manner, George and Zhou (2002) found that bad moods foster creativity 

when there is recognition and rewards for creative performance, and employees understand how 

they feel.  Conversely, there is also evidence that high levels of well-being (e.g., affect) lead to 

lower performance. The revision provided by Baron et al. (2012) is a good example. These authors 

suggest that affective well-being associates with detrimental outcomes (e.g., impulsivity). They 

explain these inconsistencies arguing that discrete limits exist from the benefits of affective well-

being. After reaching a peak point, some processes are activated, interfering with key cognitive, 

perceptional, motivational, and self-regulatory aspects, all these turning in detriments for 

performance (e.g., task performance).   

Although previous revisits acknowledged the existence of antagonistic patterns, these were 

considered more as anecdotal cases than important research targets. For instance, Zelenski et al. 

(2008) mentioned that the positive impact of affective well-being on performance might be not 

ubiquitous “That is, just as pleasant emotions bias cognition and behavior in some ways (e.g., 

fostering creativity and sociability), unpleasant emotions bias cognition and behavior in other ways 

that may be useful under some circumstances.” (p. 523).  These authors also alluded to antagonistic 

patterns when they explained the lack of significance in the correlation between negative affect 

and performance in their study, commenting that this pattern is at odds with recent research 

showing the exact opposite pattern, where negative affect, but not positive affect, predicted 

performance. However, not further elaboration is provided, these authors neither considered that 

future research should investigate deeper the cases that contradict the happy-productive thesis. In 

a like manner, in their revisit, Wright and Cropanzano (2007) mentioned that they did not intent 

to “negate the negative” (p. 271), and that they acknowledged the existence of research suggesting 
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the existence of the unhappy-productive pattern. They cite as examples scholarly research 

demonstrating that, negative affect can lead to enhanced performance. Specifically, Wright and 

Cropanzano (2007) give as examples of the unhappy-productive pattern considering the affect 

infusion model (AIM) (Forgas, 1995), the mood-as-input model (Martin et al., 1993), and theory 

called affect-as-information. All these three theories suggest that affect and cognition are linked 

and are interdependent of each other. Moreover, these models also acknowledge that when people 

have sad moods, this leads to a selective adoption of a motivated processing information strategy 

called mood-repair, which explains the unhappy-productive pattern. These theoretical frameworks 

also propose the mood-maintenance strategy, which helps to explain the happy-unproductive 

pattern. We now describe these mechanisms based on the affect-as-information theory, which one 

of the most adopted frameworks among those three  

The affect-as information theory describes affect as an internal barometer for judging the 

goodness or threats in the environment, and considers that this judgment (i.e., the evaluation of the 

environment as benign or problematic environment) has implications for cognition and motivation  

(Schwarz & Clore, 2007). Moreover, this theory also proposes that two homeostatic mechanisms 

called mood-maintenance and mood-repair attempt to preserve affect by fulfilling contextual 

demands, these in turn, tune human cognition and motivation.   

For instance, in terms of cognition, moods such as enthusiasm, informs that the 

environment is benign. Within this scenario, people tend to process information in a non-

systematic way, to preserve affect through the homeostatic mechanism called mood-maintenance. 

For instance, it is well known that people with high levels of enthusiasm tend to avoid thorough 

mental effort (Schwarz & Clore, 2007), probably to avoid irritating moods. Although heuristic 

thinking helps to make faster decisions (Finucane, Alhakami, Slovic, & Johnson, 2000), these 
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decisions may not always be accurate because these individuals tend to pay less attention to details, 

unless they are explicitly asked to engage in more careful thinking (Schwarz & Clore, 2007). 

Solberg (2007) shows that in this case, affect has severe consequences on task performance if the 

job requires an especially detailed orientation. Heuristic thinking can also produce false memories 

(Storbeck & Clore, 2005). On the other hand, moods such as anxiety, informs that the environment 

is problematic, which may activate the mood-repair mechanism. For instance, anxious people tend 

to process information more systematically (Clore & Martin, 2001)  with a bottom-up processing 

of information. Solberg (2007) found that this information processing helps anxious people to 

enhance their performance. In their experiments, Storbeck and Clore (2005) also showed that 

anxious people processed information by employing an item-specific style, which involves 

encoding elements by their features and distinctiveness, this in turn reduces false memory. 

Another example is in terms of motivation. Here affect also helps people to evaluate the 

adequacy of their efforts (Martin & Stoner, 1996) and progress toward goals (Carver & Scheier, 

1990). Thus, affect helps to decide if is necessary to make a greater effort or to stop. For instance, 

people with high levels of well-being (e.g., contentment) may be more likely to evaluate more 

positively the adequacy of their efforts (Martin & Stoner, 1996). They also evaluate progress 

toward goals at a higher level than the standard (Carver & Scheier, 1990). On the other hand, 

Schwarz and Clore (2007) argue that, within a problematic environment, and to meet situational 

requirements, “we are usually motivated to do something about it” (p. 395). As we can see, the 

affect-as-information explains why there are people with a happy but unproductive or an unhappy 

but productive pattern.  

Thus, although there is scholarly research that suggests the relevance to study the unhappy-

productive or the happy-unproductive patterns, this research is scarce in OB and I/O psychology. 
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These anomalous patterns are cases that refute the happy-productive worker thesis. Paradoxically, 

these are exceptions that represent the chance for theory-improvement (Popper, 1963). Thus, 

another contribution of this thesis relates with its extension to study also the unhappy-productive 

and the happy-productive patterns. 

Taken together, we argue that the state of the art of the he happy-productive worker thesis 

depicts a body of research where hedonic well-being is omnipresent, with job performance 

representing a rather accessory variable, and where the common praxis is the study of synergistic 

patterns. In response, we propose that the happy-productive worker thesis should study hedonic 

and eudaimonic well-being, and also to consider task, contextual, adaptive/creative, and 

counterproductive performance, and all these considering four patterns: happy-productive, 

unhappy-productive, happy-unproductive, and unhappy-productive (see Figure 2.3). 

 

 

 

 

 

 

 

 
Figure 2.3. Four well-being-performance patterns in the extended 
model of relationships in the revisited happy-productive worker thesis 
(Adapted from Peiró, Ayala, Tordera, Lorente, & Rodríguez, 2014).  
* Hedonic and eudaimonic well-being. **Task, contextual, 
adaptive/creative, and counterproductive performance. 
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Quadrants I and III cartographies the area of research on the traditional happy-productive 

worker thesis and I/O psychology. The main characteristics of the patterns on these quadrants are 

that they are balanced (either low or high levels on both variables), intuitive (follow the logic of 

the happy-productive worker thesis), and synergistic (any increment or decrement on either 

variable is related to increments or decrements of the other one). These patterns also illustrate the 

traditional focus of I-O psychology (i.e., the status quo of research) and where we find a greater 

accumulation of empirical research. For instance, all the meta-analysis reviewing the relationship 

between job satisfaction and job performance (Bowling 2007; Iaffaldano & Muchinsky 1985; 

Judge et al. 2001) or the meta-analysis studying the link between affective well-being and 

performance (Kaplan, Bradley, Luchman, & Haynes, 2009; Lyubomirsky et al., 2005) correspond 

with the patterns that cartographies quadrants I and III. 

Quadrants II and IV show the area of research removed from the spotlight of the happy-

productive worker thesis and I-O psychology. The patterns contained in these two quadrants are 

unbalanced, counterintuitive, and antagonistic patterns because they opposed substantially to the 

happy-productive status-quo research. Here, we find a tremendous scarcity of research. Indeed, 

only a bunch of studies in I-O psychology have investigated these anomalous patterns, and most 

of them have focused on hedonic well-being (e.g., job satisfaction or affective well-being) and 

adaptive performance (e.g., creativity or innovation) (e.g., George & Zhou, 2007; Zhou & George, 

2001). In fact, we estimate that between 90% to 95% of previous research studying well-being and 

performance in I/O psychology, has focused on synergistic and only between 5% to 10% to the 

study of antagonistic patterns. Clearly there is a great need in I/O psychology to study antagonistic 

patters between well-being and performance. Here, theories and previous studies in social and 

cognitive psychology can nurture this incipient array of research.  
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The categorization and study of antagonistic patters can provide novel information that can 

enhance our knowledge about the link between well-being and performance, putting us a step 

forward in the resolution of the happy-productive conundrum. The study of these patterns can also 

provide clues to design interventions to help people and organizations to move to a more balanced 

pattern, contributing to the sustainability of the work-force and of organizations. It is surprising 

the pervasiveness in I/O psychology of the lack of interest to study cases that contradict the happy-

productive worker thesis. Conversely, as we saw, in cognitive and social psychology, the study of 

antagonistic patterns has attracted much more attention and, therefore, there we find more 

theoretical developments. The explanation of this scarcity is beyond the limits of this thesis. 

However, we argue that, in more general fields of knowledge, there is more basic research (e.g., 

experimental) and this allows more theory development. Another potential explanation is that in 

more specific areas of knowledge, it is much more difficult to contradict the status quo of research. 

For instance, the former president of the Academy of Management, Anne Tsiu, argues that social 

science research is under severe criticisms given its bias toward confirmation of hypothesis and 

the omission of null or negative results, among other problems. Thus, publication bias it might be 

one of the reasons why there are not more studies reporting null or negative effects (e.g., the happy-

unproductive pattern). Whatever is the reason, this scarcity make I/O research myopic about the 

link between well-being and performance. Thus, any new attempt to revisit the happy-productive 

worker thesis, that do not consider the study of antagonistic patters, it will just perpetuate this 

visual defect, limiting our understanding and lines of action.  

In this thesis, we also argue that previous revisits tell us little about the antecedents of the 

well-being-performance link. Based on Judge’s Model 5, it is necessary to expand the study to 

possible antecedents of both outcome variables. Clearly, another potential improvement of the 
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happy-productive worker thesis relates to the study of factors predicting different combinations 

between well-being and job performance. Therefore, here we will also study some relevant 

antecedents of the four well-being-performance patterns.  
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CHAPTER III. ANTECEDENTS OF THE FOUR WELL-BEING-PERFORMANCE 
PATTERNS AND AGE AS MODERATOR 
 

The second pillar of this thesis is to provide information about possible antecedents of the 

four proposed well-being-performance patterns. The study of the antecedents of the well-being 

performance patterns is relevant for three reasons. First, this deepens our knowledge and provide 

theoretical background about how the most appropriate patterns may be enacted. Second, empirical 

studies confirming the hypothesized antecedents may add validity to the four-patterned taxonomy. 

Third, the antecedents provide clues for possible lines of intervention.  

Therefore, the main objective of this chapter, is to offer theoretical arguments and empirical 

evidence of which could be relevant antecedents of the four-well-being performance patterns. For 

each antecedent, we identify the main theoretical frameworks that explain its linkages with well-

being and performance, some of the previous evidence, and we will also review existing evidence 

on it. As we will present, most of the antecedents have shown a positive relation either, with well-

being, performance, or even both. However, some of them have also shown deleterious effects. 

For this thesis both scenarios are important. We understand that the synergistic patterns may be 

the more sustainable for employees and organizations. However, in the case that some antecedents 

trigger antagonistic patterns, this information can help us to assist people in having a more 

balanced pattern or to temporary tolerate this unbalance to achieve intended effects that could not 

be achieve otherwise. 

 Compelling evidence from several arrays of research such as applied psychology, human 

resource management, or vocational behavior, have well documented the existence of antecedents 

of well-being and performance, therefore, these are some of the areas of research that we will pay 

attention in this revision. Moreover, we will study well-being and performance, considering 
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individuals embedded in their own ecological work environments. Therefore, in this chapter we 

propose an encompassing theoretical model where we identified important antecedents of well-

being and performance concerning job-related factors, personal antecedents, the relation person-

organization, and the organization. The antecedents that we will review in this section coincide 

with those analyzed in the empirical studies of this thesis. The underlying assumption is that each 

of those, play a key role in the development of well-being and/or performance. Although we 

recognize that some of them may interact with each other, our primary focus is on their individual 

effects. These antecedents are meant to shape experiences, attitudes, cognitions, and behaviors of 

employees, and therefore well-being and job performance (see Figure 3.1).  

 

 

 

 

 

 

 

 

Figure 3.1. Job, Personal, person-organization relationship, and organizational factors as antecedents 
of the four well-being-performance patterns. (Based on Shoaf et al., 2004). * Hedonic and 
eudaimonic well-being. **Task, contextual, adaptive/adaptive, and counterproductive performance. 
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Our model aligns with new models to study employee well-being that consider personal 

and situational antecedents, such as the model proposed by Iles et al. (2007), where they especially 

acknowledge the relevance to study individuals embedded in their own ecological environments 

(e.g., at work). Our model also draws on the model of organizational health proposed by Shoaf, 

Genaidy, Karwoski, and Huang (2004). They identified that previous research addressing 

addressing well-being and job performance can be classified into four categories accordingly with 

the variable of intervention: individual (e.g., attitudes), job (e.g., job characteristics), process (e.g., 

reengineering), and organization (e.g., autonomous groups). The analysis that we provide here 

should illuminate research about the linkages between well-being and performance and its 

antecedents and it should also help us to delineate some of the specific objectives in this thesis 

(which we will present in detail in chapter IV).  
 

Although there may be a quite extensive array of antecedents in each of the categories 

mentioned (e.g., personal antecedents) we have selected some for each category, having in mind 

three selection criteria: the variable might show compelling research about its positive or negative 

effects on well-being and performance, the variable represents new trends in I/O research, or the 

variable has been identified as an antecedent of antagonistic patterns.  

1. Job related factors  

The study of the impact of work design on employee’s outcomes (e.g., attitudes) has a long 

history. One of the most influential ideas is that certain features of work motivate employees 

(Hackman & Oldham, 1976; Herzberg, 1959). For instance, Hackman and Oldham (1976) 

proposed that five characteristics are key motivators (i.e., autonomy, skill variety, task identity, 

task significance, and feedback from the job). In turn, these work characteristics were expected to 

increase positive behavioral (e.g., job performance) and attitudinal outcomes (e.g., job 
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satisfaction). This motivational model has been extended to include also social and work 

contextual characteristics, and meta-analytical evidence has provided empirical support for such 

extensions (Humphrey, Nahrgang, & Morgeson, 2007).   

A bigger picture, integrating  interdisciplinary perspectives was provided by Campion  

(1988) where he identifies four distinct work design models from different disciplines: the 

mechanistic model (where scientific management and industrial engineering have as main goal, to 

maximize efficiency), the motivational model (where organizational psychology has as main goal, 

to maximize job satisfaction and motivation), the biological model (where ergonomic and other 

medical sciences have as main goal, to maximize comfort an physical health), and the perceptual-

motor model (where experimental psychology focuses on attentional demands of the work) 

(Parker, Morgeson, & Johns, 2017). As we can see, one of the main goals of the study of work 

characteristics and work design in I/O psychology, has focused on employee´s attitudes and 

motivations. Although previous models such as Job Characteristics Model (Hackman & Oldham, 

1980), adjustment between demands and knowledge, abilities, skills (Karasek, 1979) offered 

relevant knowledge about employee’s well-being and performance, they may be inadequate to 

study the job´s design nowadays.  

 First, organizations and work have experienced dramatic changes during the last decades. 

Globalization of economy and markets, demographic changes and migrations, technological 

innovation, value and culture changes have had an important impact on organizations, labor 

markets, and work. Mergers, off-shores, downsizing, redesign of organizations, new ways of 

management and work systems, outsourcing, models of flexible firms, are only a few of those 

important changes that organizations are experiencing. Thus, the study of the job (re)design with 

models coming from the 1970’s (e.g., Hackman and Oldham model) might not be adequate. In this 
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sense, Ashford, George and Blatt (2007) highlighted the limitations of analyzing the new work 

with old assumptions. 

Second, as we mentioned, labor markets also suffered important changes. One that has 

especially attracted the attention of scholars given its pervasiveness and intriguing effects on well-

being and performance, is overqualification. Previous underemployment (e.g., overqualification) 

studies have been rooted from the job design approach (e.g., Hackman and Oldham, 1980), but 

this approach may be insufficient because assumes that employees are passive agents, reacting to 

the design of their jobs (Lin, Law, & Zhou, 2017). However, an emergent perspective in I/O 

psychology is that employees are active agents that craft their jobs (e.g., Wrzesniewski & Dutton, 

2001) and in this way, they also respond to their underemployment (Lin et al., 2017). Thus, 

although previous models to study job characteristics (e.g. Hackman et al., 1976) have been useful 

in the past, they may have become anachronic and incomplete (Morgeson & Humphrey, 2006) to 

study rather new phenomena such as overqualification.    

1.1 Overqualification 

Organizations are interested in acquiring human capital with high levels of knowledge, 

abilities, and skills because they represent a source of competitive advantage (Wright & McMahan, 

2011), but this might be a double-edged sword. When employees have qualities that exceed those 

required by the job descriptions, they are overqualified, which is a form of underemployment (Wu, 

Luksyte, & Parker, 2015). Based on Maynard, Joseph, and Maynard (2006), we define 

overqualification as employees’ perceptions of having excess education, knowledge, abilities, and 

skills compared to the requirements of the job. Over-qualification is omnipresent across job 

markets, see Figure 3.2. 
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Figure 3.2. Percentage of overqualification in several countries (Source ILO, 2013). 
 

This is even so more pervasive among young employees. Workers aged 15–29 are more 

overqualified than those aged 30 and above (International Labour Organization -ILO-, 2013), see 

Figure 3.3. Likewise, in Europe only 55 % of the employees think their skills match their duties 

well (Eurofound, 2014). Beyond its omnipresence, overqualification also raises concerns about its 

negative effects on several employee outcomes as we will see further below.  

 
 

Figure 3.3. Percentage of overqualification. In several countries, overqualification is higher among 
young employees than older adults (Source ILO, 2013). 
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Based on the relative deprivation theory, overqualified employees might perceive 

themselves as being deprived of utilizing their knowledge, abilities and skills, with this perception 

leading to diminished well-being (Feldman, Leana, & Bolino, 2002; Wu, Luksyte, & Parker, 

2015). The negative effects of overqualification on well-being and performance can also be 

explained based on the affective events theory (Weiss & Cropanzano, 1996). Thus, when 

employees perceive that they are overqualified, they will evaluate this as a negative event, 

generating emotional reactions hindering hedonic well-being (e.g., job related affective well-

being), and all these reducing individual effectiveness (e.g., task performance).  

On the other hand, contextual mechanisms have also been used to explain why over-

qualification turns into positive performance. Hu et al. (2015) found that perception of peers’ over-

qualification acts as a moderator. Overqualified employees perform better when they work with 

coworkers who also feel overqualified because perceiving peers as overqualified enhances 

perceptions of the job’s significance. Moreover, over-qualification itself might lead to 

improvements in certain types of performance such as creative or innovative performance. The 

reason is that these employees have higher knowledge, abilities, and skills, which might help them 

to think out of the box. Taken together, these mechanisms explain the association between 

overqualification and the unhappy-productive pattern. 

No past study, to the best of our knowledge, has meta-analyzed previous evidence about 

the effects of overqualification (considering knowledge, abilities, and skill match) or other types 

of underemployment (e.g., hours, income, and status, see Friedland & Price, 2003) on employee 

outcomes. Therefore, we delve attention, either in some of the most important authors, or on recent 

studies.  
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Overqualification has been found to be harmful for organizational commitment, trust, and 

job satisfaction (Feldman, Leana, & Bolino, 2002; Wu et al., 2015). In terms of well-being, a recent 

study provided by Heyes, Tomlinson, and Whitworth (2017) among UK employees, reports that 

insufficient opportunities to make use of knowledge, abilities, and skills, is detrimental for hedonic 

well-being (i.e., job satisfaction and job related affective well-being). Moreover, this negative 

effect was stronger for employees that had jobs that did not allow them to put in practice their 

experience and qualifications, than other types of underemployment, such as to be unable to work 

as many hours as one would like. These authors also found that employees experienced more 

detriments on their hedonic well-being on 2012 than in 2006, this means that the Great Recession 

on 2008, exacerbated the negative impact of overqualification on well-being.  

Considering performance, overqualification is also unanimously identified as a predictor 

of poor performance (Fine & Nevo, 2008). Empirical evidence supports this negative effect 

(Bolino & Feldman, 2000), but we may have prematurely accepted a simplistic conclusion about 

the effects of overqualification on performance (Hu et al. 2015). Fine and Nevo (2008) conducted 

a study with 156 employees of a call center in the US. They found that overqualification was 

negatively and significantly correlated with job satisfaction, at -.44. However, contrary to what 

they hypothesized, overqualification was positively and significantly correlated with performance 

at .38. A more recent study provided by Lin, Law, and Zhou (2017) found that overqualification 

predicted adaptive performance (i.e., creativity) and contextual performance (i.e., organizational 

citizenship behavior). 

 So, based on our documentation, overqualification is an endemic malaise in today´s labor 

markets and especially among young employees. Although previous studies found that 

overqualification was negatively correlated with hedonic well-being (i.e., job satisfaction) and task 
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performance, scholars are discovering that for the case of adaptive/creative performance, this 

might not be always the case. Indeed, emerging research like the study of Lin et al. (2017) is 

showing that sometimes overqualification improves creative performance. Given the relevance of 

overqualification on well-being and performance, in this thesis we will attempt to elucidate if is a 

predictor of any of the four well-being performance patterns that we propose. For instance, 

previous research suggests that overqualification may be a predictor of the unhappy-unproductive 

patter, but also of the unhappy-productive. In this way, we will contribute to this emerging research 

about overqualification and to the happy-productive worker thesis. 

2. Personal antecedents 

In the past, the domain view of I/O psychology conceived employees as passive recipients 

of job design and work conditions. However, this view is no longer applicable to today´s reality 

(van Veldhoven & Peccei, 2015). Several scholars are showing that employees are active agents 

for instance, shaping jobs (Wrzesniewski & Dutton, 2001). In this thesis, we align with this view 

of employees to investigate whether the active role of employees impact the four well-being-

performance patterns. Specifically, we focus on personal initiative. Personal initiative and in the 

broad scope, proactive behaviors, have been found to be related to several positive outcomes such 

as job performance, career outcomes (e.g., salary), leadership (e.g., leader effectiveness), 

organizational innovation, team performance (e.g., team empowerment), entrepreneurship (e.g., 

entrepreneurial intentions), feelings of personal control, and role clarity (Crant, 2000). Thus, 

personal initiative might be an antecedent of the happy-productive pattern. 

On the other hand, I/O psychology was founded with the idea to provide information to 

help managers and organizations to make better decisions about how to deal with people at work. 

Of interest have been recruitment, selection, training, and evaluation of job performance, among 
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other topics (Robertson & Cooper, 2010a). However, self-efficacy is one of the most studied 

concepts in I/O psychology and it has been found to be a rather universal construct across cultures 

(Scholz, Dona, Sud, & Schwarzer, 2002). Part of the perennial interest on self-efficacy is due its 

positive effects on various employee’s outcomes. Therefore, we include in this thesis the study of 

self-efficacy. We expect that self-efficacy will be an antecedent of the happy-productive pattern, 

however, some studies are reporting that self-efficacy might have a dark side, and we also explore 

that possibility within the happy-unproductive pattern. 

Thus, in this section, we talk about self-efficacy and personal initiative as important 

antecedents of well-being and performance. It is not strange to see self-efficacy and personal 

initiative together in a same framework. For instance, Crant (2000) proposed an integrative model 

of antecedents and consequences of proactive behaviors (e.g., challenging the status quo), where 

he identifies (among other) role breath self-efficacy and personal initiative as two constructs that 

conceptualize and predict proactive behaviors (see the definition further below). Role breath self-

efficacy refers to “employees' perceived capability of carrying out a broader and more proactive 

set of work tasks that extend beyond prescribed technical requirements” (Parker, 1998p. 835).   

2.1 Self-efficacy 

There are two general types of self-efficacy: general self-efficacy and occupational self-

efficacy.  Bandura (1997) defines general self-efficacy as “beliefs in one’s capacities to organize 

and execute the courses of action required to produce given attainments” (p.3). In terms of job 

self-efficacy, we can define it as employees’ beliefs about their own capacity to organize and put 

into practice the actions they need to perform to reach expected outcomes (Bandura 1997). We 

focus on job self-efficacy, because it is more appropriated to study this type of self-efficacy when 

examining outcomes at workplace (Schyns & von Collani, 2002). 
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Based on the social cognitive theory, scholars explain that job self-efficacy has a positive 

impact on job performance. Thus, efficacy beliefs might play a key role in human functioning, 

influencing decisions (selective effects), effort and persistence (motivational effects) through 

people’s goals and aspirations, outcome expectations, affective proclivities, and the perception of 

impediments and opportunities in their social environment (Bandura, 1997).  Consequently, people 

with high levels of self-efficacy in a specific activity feel involved and connected with it, and they 

also feel that they are performing well (Lorente, Salanova, Martínez, & Vera, 2014). 

On the other hand, scholars have explained the positive impact of self-efficacy on well-

being based on several arguments. A direct pathway between self-efficacy and well-being is based 

on the social cognitive theory and the cognitive-relational stress theory (Lazarus, 1991). First, the 

social cognitive theory states that employees with high levels of self-efficacy may be more 

confident about their control over stressful situations, they may also view organizational stressors 

as less threatening, all these reducing undesired and harmful effects (Schreurs, van Emmerik, 

Notelaers, & De Witte, 2010). In a like manner, the cognitive-relational stress theory states that 

contextual factors facilitate or impede the adaptation to new circumstances, one of those factors 

include personal resources such as self-efficacy. Thus, self-efficacy might be beneficial to well-

being because it helps people in the adaptational processes (Jerusalem & Mittag, 2009; Lazarus, 

1991). We also found less directs pathways of the positive effects of self-efficacy on well-being. 

For instance, Judge and Bono (2001) argue that, because self-efficacy is associated with a better 

performance and practical success at work, this in turn, may improve well-being (i.e., job 

satisfaction). From a leadership perspective, Nielsen and Munir (2009) argued and found that 

leaders have a positive impact on affective well-being of followers through self-efficacy. The main 

idea is that leaders might instill in their followers a sense of self-efficacy by expressing to them 
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high expectations, in turn, followers may believe that they can accomplish successfully challenges. 

These authors argue that this sense of self-efficacy among followers, in turn, has a positive impact 

on affective well-being.  

Self-efficacy has been associated with several beneficial outputs. For instance, scholars 

have found that self-efficacy: assists people to recover from traumatic experiences (e.g., natural 

disasters, terrorist attacks, or sexual and criminal assaults, Benight & Bandura, 2004); is associated 

with smoking cessation (Wang et al., 2017); or helps students to adapt to a new culture when they 

are studying abroad (Petersdotter, Niehoff, & Freund, 2017). Moreover, meta-analyses identify 

that self-efficacy is positively related with well-being and performance (Judge & Bono, 2001; 

Stajkovic & Luthans, 1998). In their meta-analysis based on 281 studies (k= 274, N=74,554), 

Judge and Bono (2001) found that self-efficacy was significantly correlated with job satisfaction 

(r = .45) and job performance (r = .23). 

However, we also found that studies reporting counterintuitive effects of self-efficacy on 

employee outcomes. For instance, Salanova, Lorente, and Martínez (2012) argued that the positive 

effects of self-efficacy on performance may be not ecumenical across different type of activities. 

Specifically, they argued that self-efficacy is negatively related with performance that involves 

risky activities. They based this general argument on previous research suggesting that high levels 

of self-efficacy may lead to overconfidence on one´s abilities (e.g., Whyte, Saks, & Hook, 1997) 

and risky behaviors (Llewellyn, Sanchez, Asghar, & Jones, 2008). They confirmed this hypothesis 

with data from 228 (male) Spanish workers from ten construction companies. They found a 

significant negative correlation between self-efficacy and performance (r = -.13). Beyond field 

studies, experimental studies also report negative effects of self-efficacy on performance (e.g., 

Vancouver, Thompson, Tischner, & Putka, 2002; Vancouver, Gullekson, Morse, & Warren, 2014). 
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Moreover, the studies reporting counterintuitive results that we have just mentioned, tell us 

nothing whether people with high self-efficacy and low performance have high or low levels of 

well-being. New research efforts are investigating this case. In a more recent study, Thundiyil, 

Chiaburu, Li, and Wagner (2016) found that Chinese employees with high levels of self-efficacy 

had lower levels of performance (creative) when they had high levels of positive affect. Drawing 

on the cognitive tuning theory, these authors explain that sometimes people with high positive 

affect engage in a more top-down process of information, which hinders their creative attempts.  

Taken together, our documentation suggests that self-efficacy may be an important 

predictor of the synergistic well-being performance patterns. For instance, based on the social 

cognitive theory and empirical evidence, employees with high self-efficacy (and in contrast with 

those with low self-efficacy) might excel in making decisions, be more effortful and persistent and 

involved with their jobs, all these reporting benefits for their performance. At the same time, they 

also might be more confident about the control that they may have under stressful situations, and 

may adapt much better to new circumstances at work, all these having a positive impact on their 

well-being.  

On the other hand, our documentation also suggests that self-efficacy may be an important 

predictor of the antagonistic happy-unproductive pattern. Evidence suggests that some employees 

with high levels of self-efficacy may adopt risky behaviors or process information in a heuristic 

way. This in turn, hinders their performance, when they need to follow safety rules, or to be 

creative. Some studies also tell us that some of these employees with high self-efficacy have also 

high well-being, all these configures the happy-unproductive pattern. For instance, we can imagine 

a teller in a bank not following all the security rules about how to manage important amounts of 

cash, the reason is that his or her high levels of self-efficacy and well-being lead to overconfidence 
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on his/her abilities about cash management, putting less attention into details, which might have 

consequences on performance.  

2.2 Personal initiative 

Several authors agree in the relevance of personal initiative at work. For instance, more 

than ten years ago Frese and Fay (2001) commented that “[…] tomorrow’s jobs will require a 

higher degree of PI [personal initiative] than today because of global competition, the faster rate 

of innovation, new production concepts, and changes in the job concept” (p. 138). In a like manner, 

Crant (2000) stated that we are witnessing a more dynamic and decentralized work, where 

proactive behaviors and initiative are critical determinants of organizational success. 

 Personal initiative is defined as “self-starting and proactive that overcomes barriers to 

achieve a goal” (Frese & Fay, 2001, p. 133). Personal initiative is commonly included under the 

overarching concept of proactive behaviors (Crant, 2000; Grant & Parker, 2009). Crant (2000) 

defines proactive behavior as “taking initiative in improving current circumstances or creating new 

ones; it involves challenging the status quo rather than passively adapting to present conditions” 

(p. 436). Although personal initiative is sometimes considered an indicator of contextual 

performance (e.g., Koompmans et al., 2016), personal initiative goes one step beyond this type of 

performance because individuals act to create their own tasks (Frese & Fay, 2001). 

As we can see, personal initiative contradicts the dominant view in I/O psychology that 

employees are passive recipients from external influences in work settings (e.g., job design, 

managerial practices, or work conditions). For instance, as we mentioned when we talked about 

the case of overqualification, some studies have shown that employees are active agents and shape 

their jobs, for instance, altering the number of activities that they engage when doing their job 

(Wrzesniewski & Dutton, 2001) and employment arrangements (Rousseau, Ho, & Greenberg, 
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2006) by making easier the transition to retirement . Thus, in contrast to the traditional view of I/O 

psychology where employees are portrayed as reactive agents, the new conception of employees 

describe them as proactive participants that show personal initiative, and this helps them to change 

the complexity and to take control over their work places (Frese & Fay 2001).  

Several theoretical models depict personal initiative as a predictor of well-being and 

performance (Crant, 2000; Frese & Fay, 2001, see Figure 3.4). In previous studies, one of the 

primary thesis to explain the link between personal initiative and affective well-being was the 

broaden-and-build theory. Hahn et al. (2011) argues that, because positive emotions broaden the 

momentary tough-action repertories of people and build their intellectual, physical, and social 

resources, in turn, these resources are transformed in high levels of personal initiative. Likewise, 

Den Hartog and Belschak (2012) argue that the impact goes from positive affect on personal 

initiative, because positive emotions broaden thought-action repertories of people, these in turn, 

allow them to focus on new tasks.  

On the other hand, the link between personal initiative and eudaimonic well-being is 

explained by Hahn et al. (2011) arguing that vigor (in this study considered as eudaimonic well-

being) helps people to engage and sustain regulatory efforts to take initiative and to be persistent 

i.e., increases personal initiative. Thus, eudaimonic well-being might operate as an energetic 

resource that increases the levels of personal initiative.  

Personal initiative (and in the broad scope, proactive behaviors) has been found to be 

related to several positive outcomes such as job performance, career outcomes (e.g., salary), 

leadership (e.g., leader effectiveness), organizational innovation, team performance (e.g., team 

empowerment), entrepreneurship (e.g., entrepreneurial intentions), feelings of personal control, 

and role clarity (Crant, 2000). In the case of well-being, de Hartog and Belschak (2012) performed 
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two studies, the first one among Dutch employees (n = 390) in the health care sector, and the 

second one with Dutch manager-subordinate dyads (n = 80). In both cases, they found that 

personal initiative was positively and significantly related to well-being (r = .12 and .43). 

Moreover, they also found that subordinate´s evaluations of personal initiative evaluated by 

managers were also positively and significantly related to well-being (r = .24).  

Figure 3.4. An integrative model of the antecedents and consequences of proactive behaviors (Adapted 
from Crant 2000). 

Personal initiative has been also studied within the context of the happy-productive worker 

thesis. Hahn et al. (2011) performed a study among German entrepreneurs (n = 122). They 

analyzed the link between well-being (hedonic and eudaimonic) and task and adaptive 

performance (in this case they considered personal initiative as an indicator of performance). The 

main purpose of the study was to investigate whether happy entrepreneurs were also productive 

(i.e., proactive in this study). Their results showed that eudaimonic but not hedonic well-being was 
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significantly and positively related with both types of personal initiative (r = .28 and .24 

respectively).  

In summary, in today´s global markets with highly competitive markets, organizations need 

active people that take the initiative and self-start actions to overcome barriers and to achieve 

goals, this in turn, brings benefits for employees (e.g., improving well-being and performance), 

but also for organizations (Tims & Dorien, 2015). In general, previous studies describe positive 

linkages between personal initiative, well-being, and performance. So, when employees are in jobs 

where the scope for them to use their initiative is limited, this affects negatively their well-being . 

We conclude that personal initiative may be a precursor of the happy-productive profile in its 

different operationalizations and in this thesis, we investigate this possibility.  

3. Person-organizations relationship antecedents 

Because employees are active agents in the work place, this implies that work settings are 

an arena influenced by employees and employers. This highlights the relevance to study the 

relationship between people and their organizations rooted in various forms of social exchange 

(van Veldhoven & Peccei, 2015). Those social exchange interactions usually crystalized, 

especially at the beginning of the relationship in the form of psychological contract.  

3.1 Psychological contract  

In a world with rapid changes and highly globalized, the traditional contract characterized 

for long-term job security in retribution for hard work and loyalty, may no longer exists (Robinson, 

1996). To face the challenges of a volatile global environment, organizations may alter the terms 

of employment agreements repeatedly; however, this may increase also the changes of 

misunderstandings between employees and their organizations (Robinson, 1996). Thus, today 

more than ever, it is important to ensure that the perception of employments agreements are met 
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i.e., the psychological contract fulfillment. The concept of psychological contract has been 

developed in the 1990´s, and it has flourished in the last decades (Bal, Hofmans, & Polat, 2017). 

Authors like Robinson (1996) and Rousseau (1990) have presented seminar papers related with 

this topic. 

Robinson and Rousseau (1994) define psychological contract as ‘‘the perceived mutual 

obligations that characterize the employee’s relationship with his/her employer’’ (p. 246). These 

employee´s perceptions can come from written or unwritten obligations (Rousseau, 1989). In other 

words, the psychological contract is a mental model about what employees think organization must 

do for them and what they should do in return. There are two important aspects to consider when 

studying psychological contract: content and deliver (Turnley, Bolino, Lester, & Bloodgood, 

2003). The content of the psychological contract provides information about promises made by 

employers (e.g., providing job security). The delivery of the psychological contract provides 

information about the extent to which promises (in general) have been fulfilled. Thus, the general 

perception of psychological contract fulfillment also becomes important.  

Another popular theory to explain the effects of psychological contract is the social 

exchange theory (Blau, 1964). Accordingly, to social exchange theory, people get involve in 

interactions with other people because they expect receiving inducements in return from the other 

party. Based on the social exchange theory we can argue that psychological contracts represent 

social exchanges where employees and organizations interact based on the assumption that each 

party will reciprocate (i.e. by delivering promises). Thus, for instance, if employees perceive 

reciprocity, they will be satisfied with their jobs and perform well. However, a lack of reciprocity 

creates an imbalance in social exchanges, and employees will restore it by lowering job satisfaction 

(Bal, De lange, Jansen, & Van der Velde, 2008) and performance (Ng, Feldman, & Lam, 2010). 
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Most of previous studies have focused on the psychological contract breach and the 

violation of the psychological contract. Psychological contract breach refers to “the employee’s 

perception regarding the extent to which the organization has failed to fulfill its promises or 

obligations” (Zhao, Wayne, Glibkowski, & Bravo, 2007, p. 649). Violation of the psychological 

contract refers “to the feelings of anger and betrayal that are often experienced when an employee 

believes that the organization has failed to fulfill one or more of those obligations” (Morrison & 

Robinson, 1997). 

Research about the psychological contract breach or violation has been fruitful and this is 

reflected in several meta-analyses. For instance, there are at least four meta-analyses focused on 

the effects of psychological contract breach on individual outcomes. Together these four meta-

analyses have studied the effects on individual outcomes such as: organizational commitment, 

turnover intentions, trust, hedonic well-being (e.g., affect and job satisfaction), and performance 

(e.g., task and contextual performance) (Bal, De lange, Jansen, & Van der Velde, 2008; Bal, de 

Lange, Jansen, & van der Velde, 2010; Topa, Morales, & Depolo, 2008; Zhao et al., 2007). So far, 

the general conclusion from these meta-analyses is that psychological contract breach is related 

with decrements on all the listed variables. However, the meta-analysis reported by Zhao et al. 

(2007) found no relation between psychological contract breach and turnover intentions. Thus, as 

we can see, in terms of the outcome variables of interest in this thesis, previous meta-analyses 

report that psychological contract breach is rather toxic for hedonic well-being and performance.  

In the case of psychological contract violation and well-being and performance, recent 

research reports show that it has a negative effect on both outcome variables. For instance, the 

study of Priesemuth and Tylor (2016) with data from US employees (n = 757) from companies in 

the southeast, found that the psychological contract violation was associated (r = .17) to depressive 
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mood states (e.g., feelings of sadness), and these in turn, were negatively associate (r = -.15) to 

contextual performance (i.e., organizational citizenship behavior). From a more expansive 

research, Suazo (2009), with data from US customer-services employees (n = 196), found that 

psychological contract breach and violation were negatively related with hedonic well-being (i.e., 

job satisfaction, r = -.40 and -.52, respectively), task performance (r = -.13 and -.20, respectively) 

and contextual performance (r = -.18 and -.21, respectively). 

 Finally, in terms of psychological contract fulfilment, Modaresi and Nourian (2013) with 

data from employees (n = 216) in the manufacturing sector form Iran, found that the psychological 

contract fulfillment predicted contextual performance (i.e., organizational citizenship behavior 

such as courtesy) and innovation.  

Considering our documentation, when employees perceive that their organizations fulfilled 

the psychological contract, it induces increments on well-being and job performance. Therefore, 

our conclusion is that psychological contract might be a predictor of the happy-productive (in case 

of fulfillment) and the unhappy-unproductive pattern (e.g., in case of breach). Thus, in this thesis 

we study the predicting role of psychological contract of the synergistic patterns. 

4. Organizational antecedents 

HR practices are important organizational antecedents to promote high performance in 

organizations. After several decades, the development of different HR practices aiming to enhance 

different components of performance is a reality and there is a robust empirical evidence that these 

practices promote performance and productivity in organizations. In addition, more and more, 

awareness has been risen that HR practices have to contribute and promote employees’ well-being. 

In this way, HR practices become the most important lever to promote the synergistic profiles. 
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However, depending on the different emphasis and policies that each organization establish and 

enact, the effects can bring the employees in every of the four profiles (quadrants) that we have 

described. Then, the analysis of the relationships that the different practices have with the profiles 

considered, taking into account the different operationalizations of well-being and performance, is 

critical to better understand the effects of the HR management policies and practices. In fact, some 

theoretical developments have pointed out that HR practices may risk to produce the unhappy-

productive pattern, and if this result is stable and permanent, maybe that success in the short run 

can become a failure in the mid and long term. We start this analysis briefly outlining some of the 

most important milestones in this type of research and some of the most recent developments that 

concern the study of different patterns of well-being and performance. Before, we define HR 

practices and human resource management.  

HR practices refer to a set of practices used to manage the workforce of an organization 

such as recruitment and selection, training and development, worker involvement, pay and 

rewards, flexibility, involvement in decision making, communications and employee welfare 

(Purcell, Kinnie, Hutchinson, & Rayton, 2003). Human resource management (HRM) refers to 

systems that comprise a wide range of practices including all main aspects of the management of 

people in organization and including, for instance, policies and practices such as recruitment and 

selection, training and development, or contingent pay and rewards (Peccei, 2004). 

4.1 Human resource practices  

In the early 1990´s, the Human Resource Management Journal was launched, being one of 

the first journals that show the increasing interest about the relationship between HRM and 

organizational performance (Guest, 2011). In this decade, seminal studies reported that, indeed 

HRM had a positive impact on firm performance (Guest, 2011). One valuable example is the study 
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provided by Huselid (1995), with data from nearly one thousand firms in the US, he found that 

HR practices were associated with several positive outcomes such as lower levels of turnover, 

higher productivity, and financial performance. More specifically, he argued that when those firms 

invested 1 standard deviation increase in High Performance Work Practices (ten HR practices such 

as performance appraisal) this decreased 7.5% turnover, and per employee basis, they also 

increased sales ($27,044), market value ($18,641), and profits ($3, 814). Thus, the general message 

from this study was that, firms could obtain substantial financial benefits if they invested in HR 

practices.  

A decade after the HRM research boom, we find two major reviews (Boselie, Dietz, & 

Boon, 2005; Combs, Liu, Hall, & Ketchen, 2006) confirming that the HR practices increase 

organizational performance. For instance, Combs et al. (2006) in their meta-analysis (k= 92, 

N=19,319) focusing on 13 practices (e.g., training, performance appraisal, information sharing, 

and internal promotion), found that for each unit that HR practices increased, performance 

increased .20 of a standardized unit. This effect was stronger for HR practices system versus 

individual practices and for organizations in the manufacturing sector versus the service sector. 

However, those reviews also concluded that there was not enough theoretical evidence to explain 

the association between HR practices and organizational performance (Guest, 2011). In this sense, 

Guest (2011) argues that, after 20 years, research has made us more knowledgeable, but probably 

not much wiser, in the sense that we are unable to explain, with any level of confidence, why HR 

practices are associated with performance. In response, he provides a detailed analysis of the 

development of HRM research identifying five milestones: the beginnings, the empiricism, the 

backlash, the conceptual refinement, and the worker center stage, see Figure 3.5. 
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The beginning stage starts in the early 1980´s and extends to the early 1990´s. This is 

characterized for attempts to associate HRM with business strategy (Miles & Snow, 1984). An 

example is the strategic view of the firm with concepts like external and internal fit (Beer et al., 

1984). The general message in this period was that, with the application of some semi-prescribed 

HR practices it was possible to increase organizational performance. The second stage called 

empiricism, goes from the early 1990´s and extends to the mid 1990´s. This stage is characterized 

for the idea that, as much as better i.e., when organizations adopt more HR practices, this is 

translated in higher organizational performance. Some seminal papers were provided by Huselid 

(1995), Ichinowski et al. (1997), Arthur (1994), and Delery and Doty (1996). The third stage called 

backlash, starts in the mid 1990´s and extends to the early 2000. This stage is characterized for 

criticism about the lack of strong theoretical arguments on how to measure HR practices and 

performance, the need to identify what HR practices should be measured, debates about 

perspectives, such as the universalistic (i.e., the effects of HR practices is ecumenical across 

contexts), the contingency (i.e., the effects of HR practices depends also of the context), and the 

configurational (i.e., some practices melt better with other practices, having a major impact on 

organizational performance) approaches. This phase was also characterized for a number of critics 

pointing out that the HRM research, proposing that the main aim of HRM was the exploitation of 

workers (e.g., Legge, 1995). A seminal paper in this stage is the one provided by Dyer and Reeves 

(1995). 

The fourth stage called conceptual refinement goes from the late 1990´s. This stage is 

characterized for the development of and the adoption of theoretical frameworks to explain the 

effects of HR practices on organizational performance (we explain some of them in the following 

sub-section). Some examples are the ability, motivation, opportunity (AMO) model (e,g., 
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Appelbaum et al., 2000), the expectancy theory (Vroom, 1964) or the resource-based view of the 

firm (e.g., Lepak & Snell, 1999). Finally, the fifth stage called bringing-the worker centre-stage, 

overlaps with the previous one. This stage is characterized for the idea that the workers have been 

largely neglected, and the need to focus on employee outcomes to improve our understanding of 

the effects of HR practices on performance. Well-being is identified as a central employee outcome 

to understand the impact of HR practices on organizational performance.  

 

 

 
 

 

  

 

 

 

 

 

Figure 3.5. Milestones in HRM research focused on organizational performance during two 
decades. Source Guest, (2011).2 
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In 2004, Peccei wrote his seminal paper Human resource management and the search for 

the happy workplace. As we can see from the title, this paper clearly attempts to connect HRM 

research with the happy-productive worker thesis. He proposes that the analysis of the impact of 

HR practices on well-being, is an important but rather neglected area of research within the field 

of HRM. Probably the most important contribution from Peccei’s paper is the identification of 

three competing perspectives on the impact of HRM on well-being and organizational 

performance: the optimistic perspective, the pessimistic perspective, and the skeptical perspective. 

The optimistic perspective represents the mainstream of HRM research where the core idea 

is that the implementation of HR practices improve well-being and organizational performance. 

The argument is that HR practices lead to higher empowerment, a more rewarding work 

environment, a better quality of life, and higher levels job satisfaction. In return, employees work 

harder, increase discretionary efforts, and through the time, all these enhances organizational 

performance. The pessimistic perspective opposes to the status quo of HRM research suggesting 

that HR practices are harmful for well-being and beneficial for organizational performance. The 

central argument is that HR practices increase organizational performance by taxing well-being, 

and this happens because practices lead to intensification of work and a systematic exploitation of 

workers. Scholars adhered to this second perspective are view as neo-Marxist writers (Legge, 

1995). The skeptical perspective holds that HR practices do not necessarily impact on well-being 

and organizational performance. Some of the most interesting underpinning arguments here are 

that managers seldom apply HR practices in the way that they should, or that the impact is largely 

moderated by other variables (e.g., age), and that different HR practices may have contradictory 

effects, cancelling any impact on well-being.  
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The three main perspectives that we have just described have influenced HRM research. 

For instance, drawing on these three perspectives, van de Voorde (2009) proposed two main 

models: mutual-gains and conflicting-outcomes that explain the impact of HR practices on well-

being and organizational performance.  

The model of mutual gains is aligned with the optimistic view of the impact of HRM on well-

being and organizational performance and predicts that HR practices “increases performance and 

at the same time increases employee well-being” (van de Voorde, 2009, p.26). The authors explain 

that this model can be explicated drawing on the behavioral perspective. This theory states that 

the aim of various employment practices is to elicit and control employee attitudes and behaviors, 

the specific attitudes and behaviors that make more effective organizations, and that this in turn, 

enhances organizational performance (Wright & McMahan, 1992). Another important framework 

to explain mutual gains is the social exchange theory by Blau (1964). The idea is that employees 

translate management activities as an indicative that the organization support and care for them, in 

turn, this enhances well-being (e.g., job satisfaction) and performance (van de Voorde, 2009). A 

third theoretical framework to explain mutual gains is the AMO model (Boxall & Macky, 2009). 

Several authors align the mutual gains model with the AMO model. This model states that, when 

organizations adopt and implement management activities, such as HR practices (e.g., training, 

compensation, or information-sharing), these increase the abilities of employees, their motivation, 

and their opportunities to perform, which, enhances well-being and reduce stress. All these result 

in a trustworthy climate that improves performance (Appelbaum et al., 2000). In brief, the mutual 

gains model portrays a win-win scenario, where both, employees and organizations benefit for the 

implementation of HR practices.  
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The model of conflicting outcomes predicts that HR practices “positively affect 

organizational performance, but have a detrimental effect on employee well-being” (van de 

Voorde, 2009). More specifically, this model predicts that HR practices have either, no effect, or 

even a negative effect on well-being. Concerning the no effect, as Peccei (2004), van de Voorde 

(2009) explains that HR practices that maximize well-being are not the same that maximize 

performance, and therefore, organizations make a trade-off decision, implementing those that 

maximize performance, but these have not impact on well-being. About the negative effect, the 

author grounds this model on the labor process theorist arguments. Again, as Peccei (2004) pointed 

out, the idea is that for employees, HRM is toxic because corrodes their well-being, and through 

this deterioration, is how organizational performance is enhanced. In brief, the conflicting outcome 

model portrays a lose-win scenario, where the implementation of HR practices enhances 

organizational performance by taxing well-being.  

So far, we have identified three qualitative reviews of quantitative studies. Their main goal 

was to elucidate whether there was more empirical support for mutual gains or for conflicting 

outcomes (see Peccei, Van De Voorde, & van Veldhoven, 2012; Van De Voorde, Paauwe, & Van 

Veldhoven, 2011; Van De Voorde, 2009). In all the cases, the authors concluded that there was 

more empirical evidence for mutual gains than for conflicting outcomes. Specifically, they found 

that the mutual gains approach was more congruent with what they call happiness well-being (i.e., 

job satisfaction and commitment) while the conflicting outcomes approach was more congruent 

with health-related well-being (i.e. stress and stressors), both considering organizational 

performance (i.e., operational outcomes such as quality and financial outcomes). However, there 

are three importance nuances to consider about previous research of the effects of HR practices on 

well-being and performance. 
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1. The study of eudaimonic well-being has been largely neglected. Specifically, in 

those reviews, well-being was conceptualized and operationalized with what the 

authors call happiness well-being, health well-being, and social well-being. 

Happiness well-being included job satisfaction and commitment and the authors 

argue that these have been the focus of previous research analyzing the impact of 

HR practices on well-being and organizational performance (e.g., Appelbaum et al., 

2000). Health wellbeing included stressors and strain, the first referring to situations 

that increase stress (e.g., workload) and the second one referring to responses to 

stressors (e.g., burnout). Social well-being focuses on the interactions of employees 

either, with other employees (e.g., co-operation), with their supervisors (e.g., 

supervisor support), or with the organization (e.g., organizational support).   

2. Previous studies tell us little about the impact on individual performance. In the 

three qualitative reviews that we have identified, performance was conceived as 

organizational performance. Specifically, organizational performance included two 

indicators i.e., operational outcomes (e.g., quality) and financial outcomes (e.g., 

shareholder return).  

3. Third, we know little about whether it may be also the case of conflicting outcomes 

where HR practices enhance well-being but not performance i.e., conflicting 

outcomes favoring well-being. For instance, given external pressures from 

governments, unions, and other social sectors, organizations may need to put 

emphasis on HR practices that enhance well-being, such as WLB or job security. 

However, they may fail in implementing those practices that enhance performance, 

configuring this new model of the effects of HR practices.  
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4. The effects of HR practices on health-related well-being are rather inconclusive. 

Although the general conclusion is that there is more evidence for mutual gains, the 

authors of the qualitative reviews report that in terms of health-related well-being, 

this is more align with the model of conflicting outcomes. However, these authors 

also acknowledge that they found only few studies within this type of well-being 

and therefore, they recommend that the results concerning conflicting outcomes 

“should be interpreted with caution” (Van de Voorde et al., 2011).    

In summary, for several decades, the interest was focused on the impact of HR practices 

on organizational performance (Peccei et al., 2012). Progressively, researchers also recognized the 

relevance of well-being in understanding the HR practices-performance link (Guest, 2002; Peccei, 

2004). From this more employee-centered perspective (Guest, 2011), Peccei (2004) identified two 

competing perspectives: an optimistic view called mutual gains, where HRM is assumed to benefit 

well-being and performance, and a second pessimistic perspective called conflicting outcomes, 

where HRM is assumed to benefit performance but reduce well-being (Van De Voorde, 2009). 

Recent qualitative reviews found more support for mutual gains when well-being is 

operationalized as satisfaction or commitment and for conflicting outcomes when well-being is 

operationalized as health (as stressors or strain) (Peccei et al., 2012; Van De Voorde et al., 2011). 

As we can see, extraordinary progress has been made in HRM research about the effects 

of HR practices on well-being and performance. However, we still know little about the effects of 

HR practices on eudaimonic well-being and individual performance. Moreover, it is still unclear 

whether HR practices produce conflicting outcomes. 
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Based on our documentation in chapter I, eudaimonic well-being should be a target in well-

being studies. This type of well-being provides information about the positive functioning of 

people. Therefore, the study of HR practices studying the impact on eudaimonic well-being should 

provide information about what practices enact positive functioning at work. In the case of the 

level of analysis, several researchers claim that, in order to better understand the impact of HR 

practices on well-being and performance, the unit of analysis should be the individual and not the 

organization i.e., a micro-HRM approach (Canibano, 2013; Green, Wu, Whitten, & Medlin, 2006). 

The traditional macro-HRM-approach may be naïve and detrimental for the development of the 

field if it does not take into account that organizations implement different HRM with different 

employees (Lepak & Snell, 1999), and that HRM does not homogenously impact all the employees 

(Wright & Boswell, 2002). Within this micro-level approach, scholars also recommend 

accommodating Organizational Behavior (OB) micro theories (e.g., expectancy theory), to move 

beyond the macro theories in HRM research (e.g., AMO model), and to provide a more fine-

grained insight of the effects of HR practice on employees (Boselie et al., 2005; Wright and 

Boswell, 2002). In terms of conflicting outcomes, there is nothing settled in HRM research. Based 

on our documentation in chapter II, we saw that there are cases that contradict the happy-

productive thesis. However, HRM research (as in the happy-productive research) has not included 

these exceptions to study different types of conflicting outcomes. For instance, the unhappy-

productive pattern that we identified, mirrors conflicting outcomes i.e., when HR practices have a 

negative effect on well-being and positive on performance. At the same time, the happy-

unproductive pattern, serves to extend this classical model of conflicting outcomes, to conflicting 

outcomes favoring well-being. This is an unexplored but probably a fertile territory in HRM 

research. 
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We conclude that HRM research show biases studying hedonic but not eudaimonic well-

being, focusing on the organizational level, and converging only two possibilities of conflicting 

outcomes. In this thesis, we attend these problems with previous research by studying the 

predicting role of HR practices of the four well-being-performance patterns. 

 
5. Age as moderator  

As we mentioned in the previous sub-section, it is just recently that HRM research is paying 

attention to moderating effects. Specifically, within the skeptical perspective, Peccei (2004) argues 

that the impact of HR practices on well-being and organizational performance is largely moderated 

by other variables such as age. Beyond this moderating effect, research on age is relevant in itself. 

The increase of life expectancy together with the decrease of the birth rates are increasing 

the mean age of populations across countries. These tendencies together with the decrease of 

participation of older workers (early retirement) in the workforce has encouraged mangers, 

organizations and governments to design policies and practices to extend the contributions of older 

workers to the workforce. At the same time, this situation brings to the surface the relevance to 

consider age and the aging process as an important input in the consideration of different 

phenomena at work (Schalk et al., 2010).   

Considering age as an intervening variable in the well-being-performance relations will 

contribute to identify specific needs for each age group. There is vast array of research considering 

the relationship between age and well-being or between age and performance, but there is lack of 

research integrating and considering age as an intervening variable in well-being-performance 

models.  

 



112   Chapter III 
_____________________________________________________________________________________ 

 

To explain the moderating role of age on the impact of HR practices and well-being and 

performances, scholars (e.g., Kooij et al., 2013) find relevant the lifespan theory called selection, 

optimization, and compensation (SOC) and the regulatory focus theory. 

The SOC theory (Baltes, Staudinger, & Lindenberger, 1999) proposes that there are three 

goals of ontogenetic development: growth, maintenance, and regulation of loss. Growth goals 

refer to behaviors that help people to reach higher levels of functioning or higher levels of 

adaptability. Maintenance goals refer to behaviors that either, help people to maintain levels of 

functioning when they face new challenges, or assist them to return to previous levels after a loss. 

Regulation of loss goals refer to behaviors that assist people to function adequately at lower levels. 

SOC theory also predicts that the allocation of resources for growth decreases with age, whereas 

the allocation of resources for maintenance and regulation of loss, increases with age. In simple 

words, this theory proposes that people pursuit different goals at different ages, and they will 

allocate fewer resources for growth, and more on maintenance and regulation of loss as they get 

older. 

The regulatory focus theory by Higgins (1997), deals with how people manage gains and 

losses over their lifespan, and therefore, scholars find this theory appropriate to explain the 

moderating effect of age in the association between HR practices and well-being and performance 

(e.g., Kooij, De Lange, Jansen, Kanfer, & Dikkers, 2011; Kooij et al., 2013). More specifically, 

the regulatory focus theory identifies that regulatory focus is one of the mechanisms that allows 

people to achieve pleasure and avoid pain. Higgins distinguishes between two types of regulatory 

focus: self-regulation with a promotion focus and self-regulation with a prevention focus. Self-

regulation with a promotion focus, involve aspirations and accomplishments. On the other hand, 

self-regulation with a prevention focus, involve responsibilities and safety.  
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Scholars combine both theories to explain the moderating role of age. For instance, Kooij 

et al. (2013) argue that the three lifespan goals proposed by SOC theory, and based on the 

regulatory focus theory, those three goals often condensate into two goal orientations: promotion 

and prevention. Accordingly, these authors propose two HR practices bundles: maintenance 

(prevention) HR practices and development (promotion) HR practices. Thus, drawing on a SOC 

and regulatory focus arguments, Kooij et al. (2013) underpins the explanation about the 

moderating role of age, proposing that the association between development HR practices (e.g., 

training) and well-being weakens with age, therefore, this association should be stronger among 

younger employees, in comparison with their older counterparts, and that the association between 

maintenance HR practices (e.g. performance appraisal) and well-being strengths with age, 

therefore, this association should be weaker among young employees, in comparison with their 

older counterparts. Additionally, the authors also propose that, although development HR practices 

and well-being weakens with age due to decrements on growth goals, the association between 

maintenance HR practices and performance strengths with age. They argue that this happens 

because older people engage in activities that allow them to improve their abilities and to learn 

new skills.  

There are few studies analyzing the moderating role of age within this type of research. 

Searching on scientific databases such as Web of Science, and using age and HR practices or age 

and HRM as key words in the title, we found only 7 and 4 studies, respectively. So far, the study 

of Kooij et al., (2013) is the only empirical one considering the four variables of interest i.e., age, 

HR practices, well-being and performance.  

With data from employees in the UK (n = 21, 104) from three organizations in the public 

sector, Kooij et al. (2013) found that the association between development HR practices (e.g. 
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training) and well-being (e.g., job satisfaction) was stronger among younger than in older 

employees. On the other hand, the association between maintenance HR practices (e.g., 

performance appraisal) and well-being was stronger among older than in younger employees. 

Similarly, they also found that the association between maintenance HR practices and performance 

(i.e., self-evaluated general performance) was stronger among older than in younger employees. 

With these results, Kooij and his colleagues confirmed their general hypothesis that younger 

employees (in comparison with older ones) will focus more on promotion and allocate more 

resources towards growth, and will focus less on prevention and allocate less resources towards 

maintenance and regulation of loss. In summary, previous research indicates that work-related 

motives change with age and therefore, the utility of HR practices changes with age too, these in 

turn, has implications for well-being and job performance. 

In conclusion, some scholars have argued that the impact of HR practices on well-being 

and performance is null unless we consider some possible moderating variables like age (Peccei, 

2004). This stage is commonly referred as the black box in HRM research, because we know little 

of what happens here (Boselie et al., 2005). Based on our documentation we conclude that to better 

understand the effects of HR practices on well-being and job performance, it is also necessary to 

consider the moderating role of age. Therefore, in this thesis we also study this moderating effect. 

Thus, work-settings are arenas where the quality of the job, the person as an active agent, 

the dyad person-organization relation, organizational factors, impact on employee outcomes, 

including well-being and performance. In the following chapter, we delineate the main and 

specifics research objectives and we depict the general model of this thesis.  
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CHAPTER IV. RESEARCH OBJECTIVES AND CONCEPTUAL MODEL OF THE 

THESIS 

In this chapter, we describe the general and specific objectives of this thesis and we briefly 

describe the empirical studies that we proposed to accomplish them. Based on the principle of 

parsimony, we avoid repeating information contained in each of the empirical studies. Therefore, 

in this chapter we give a glance of each empirical study and show how each of them helps to 

achieve the general and specific objectives. However, we reserved the methodological information 

(i.e., the detailed information about the sample, procedure, instruments, and analyses) for the 

method section of each study. We now describe the objectives and then, we show the integrative 

conceptual model that condensates all the information.  

1. Research objectives 

This thesis is about the study of well-being and job performance. We approach to the study 

of those outcome variables from an integrative, heuristic, and expansive perspective. First, we 

understand well-being as a concept encompassing hedonic and eudaimonic constructs (Ryan & 

Deci, 2001). Second, we study job performance adopting a heuristic framework, and therefore, 

this might include task, contextual, adaptive/creative, or counterproductive performance 

(Koopmans et al., 2011). Third, we expand the boundaries of the classical happy-productive 

worker thesis, to study synergistic (happy-productive and unhappy-unproductive) and antagonistic 

patterns (happy-unproductive and unhappy-productive). Finally, we study well-being and job 

performance not in isolation, but embedded in a context where different elements related with the 

job, the person, the person-organization relation, and the organization, take place.  
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Therefore, the main purpose of this thesis is: to provide empirical evidence of four well-

being-performance patterns i.e., happy-productive, unhappy-unproductive, happy-unproductive, 

and unhappy-productive, by attending some of the most enduring conceptualizations of well-being 

and performance, and to identify some of their antecedents and moderators. The most innovative 

features of this thesis are the study the antagonistic patterns (beyond the synergistic ones), the 

consideration of eudaimonic well-being (beyond hedonic well-being), and grounding of our 

hypotheses on theories from areas of research beyond I/O psychology, such as social psychology 

or cognitive psychology. Specifically, we proposed 2 general research objectives, 7 specific 

research objectives, and 3 empirical studies that respond to them.  

General Research Objective 1: To provide empirical evidence of the four well-being-

performance patterns i.e., happy-productive, unhappy-unproductive, happy-unproductive, 

and unhappy-productive, by attending some of the most enduring conceptualizations of 

well-being and performance. 

 Specific Research Objective 1: To identify the four well-being-performance 

patterns considering well-being as job satisfaction and performance as innovative 

performance self-evaluated. 

 Specific Research Objective 2: To identify the four well-being-performance 

patterns considering well-being as job-related affective well-being and 

performance as task performance self-evaluated. 

 Specific Research Objective 3: To identify the four well-being-performance 

patterns considering well-being as eudaimonic well-being and performance as task 

performance evaluated by supervisors. 
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General Research Objective 2: To identify some of the antecedents of the four well-

being-performance patterns, considering aspects of the job, the person, the person-

organization relation, and the organization, and the moderating role of age. 

 Specific Research Objective 4: To analyze the role of overqualification, self-

efficacy, personal initiative, and the psychological contract fulfillment, to 

differentiate the four well-being-performance patterns, considering well-being as 

job satisfaction and performance as innovative performance. 

 Specific Research Objective 5: To analyze the role of HR practices to differentiate 

the four well-being-performance patterns, considering well-being as job-related 

affective well-being and performance as task performance. 

 Specific Research Objective 6: To test if HR practices at T1 predict the four well-

being-performance patterns at T2, considering well-being as eudaimonic well-

being and performance as task performance evaluated by supervisors. 

o Specific Research Objective 6.1: analyze the moderating role of age in the 

relationship between HR practices and the four well-being-performance 

patterns. 

The two General Research Objectives (GRO) are pursued in Study 1, Study 2, and Study 

3. More specifically, in Study 1, we aimed to achieve the Specific Research Objective (SRO) 1 

and 4. In Study 2, we aimed to achieve the SRO 2 and 5. Finally, in Study 3, we aimed to achieve 

the SRO 3 and 6. Additionally, in Study 3, we also attempted to achieve the SRO 6.1 To make a 

general outline, we draw a conceptual model of this thesis, see Figure 4.1. 
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2. Conceptual model of the thesis  
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3. Empirical studies’ overview  

As we have mentioned, this thesis is composed by three empirical studies. Here, we give 

a glance of each of them. 

3.1. Empirical Study 1 

The sample of the Study 1 were young Spanish employees (30 years old or younger). This 

sample had theoretical and practical relevance. For instance, we still know little about well-being 

and performance in this population (Akkermans, Brenninkmeijer, Blonk, & Koppes, 2009). 

Moreover, these employees were born between 1980 and 2000, and they represent the generation 

called Millennials. They constitute 50% of the total workforce, but in 10 years they will be the 

majority (Sjofors & Tickell, 2015). Thus, organizations need to know how to manage this new 

generation of employees to sustain the economy´s growth (ILO, 2013). 

The first specific research objective of the Study 1 was to identify the four well-being-

performance patterns considering well-being as job satisfaction and performance as innovative 

performance. We decided to start with these two outcome variables for two reasons. First, it was 

important to start with the most common operationalization of well-being to test the happy-

productive worker thesis i.e., job satisfaction. As we saw before, several meta-analyses have 

provided rather inconclusive results (e.g., Iaffaldano and Muchinski, 1985). Therefore, we saw job 

satisfaction as the starting point in terms of well-being. Second, we wanted to combine the most 

enduring conceptualization of well-being with one of the emerging conceptualizations of 

performance i.e., innovative performance. Today creativity and innovation are crucial for the 

survival of any organization (Anderson, Potocnik, & Zhou, 2014). For us, it was also crucial to 

identify literature focused on antagonistic well-being-performance patterns. We saw that some 

studies were reporting these patterns between job dissatisfaction and creativity (e.g., Zhou & 
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George, 2001). Together, job satisfaction and innovative performance offer a fresh way to test the 

happy-productive worker thesis. 

The second specific research objective of the Study 1 was to demonstrate that 

overqualification, self-efficacy, personal initiative, and the psychological contract fulfilment, help 

to differentiate the four well-being-performance patterns (considering job satisfaction and 

innovative performance). We chose these variables, considering our documentation and the 

characteristics of the sample i.e., young Spanish employees. For instance, we identified that 

overqualification and self-efficacy were related with synergistic but also with antagonistic 

patterns. We also identified that overqualification is a malaise characteristic in this population. 

3.2. Empirical Study 2 

The sample of the Study 2 were employees from seven countries (Belgium, Denmark, 

Germany, Israel, Netherlands, Spain, and United Kingdom) working in three different sectors 

(education, food manufacturing, and retail/service). The data from this sample, allowed us to 

expand the generalization of some of our findings. 

The first specific research objective of the Study 2 was to identify the four well-being-

performance patterns considering well-being as job-related affective well-being and performance 

as task performance. We decided to test the four patterns with these two variables, to contribute to 

theory development and to allow generalization of findings. For instance, job-related affective 

well-being and task performance are ecumenical across work settings. Job-related affective well-

being is also the second most common conceptualization and operationalization of well-being at 

work. And there are already well-established measures to evaluate it, such as the one provided by 

Warr (1990). On the other hand, task performance is the most common conceptualization and 

operationalization of performance (Koopmans et al., 2011). Moreover, in our literature review, we 
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identified that most of the studies reporting antagonistic patterns were talking about (job)affective 

well-being and task performance (Baron et al., 2012), and there were already theories from social 

and cognitive psychology explaining them (e.g., affect-as-information, Schwarz and Clore, 2007). 

The second specific research objective of the Study 2 was to demonstrate that HR practices 

help to differentiate the four well-being-performance pattern (considering job-related affective 

well-being and task performance). One of the reasons why we decided to study the effect of HR 

was related with the fact that HRM research has been flourishing during the last three decades, 

but, concerning this Study 2, our literature review indicated that there were at least three areas for 

theoretical development. First, most of this type of research has been focused on the effects on 

organizational performance. Thus, our study contributes informing about the effects on individual 

performance. In this sense, Guest (2011) suggests that, to make a meaningful contribution to HRM 

research, we need less research with a wide sweep, to move away from the big data, and to avoid 

highly statistical sophisticated methods (e.g., multi-level analysis). The reason is that this type of 

design is not necessarily salutary for this type of research, when simple questions (e.g., what HR 

affect individual performance?), remain unanswered. Second, we still know little whether other 

types of conflicting outcomes exist beyond those favoring performance, therefore, our study 

contributes to this literature by exploring a new type of conflicting outcomes that favor well-being. 

Third, our literature review shows that there is scarcity of studies exploring health-related well-

being. Thus, this study contributes with this literature by studying one element of mental health 

i.e., job-related affective well-being (Warr, 2013).  
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3.3. Empirical Study 3 

The sample of the Study 3 is composed by Spanish employees (n = 398) from different 

ages and most of them employed within the finance and chemical sector. Thus study has 

longitudinal design (T1 and T2), and though it will aim to make stronger inferences about the 

predicting role of the HR practices.  

The first specific research objective of the Study 3 is to identify the four well-being-

performance patterns considering eudaimonic wellbeing and task performance evaluated by 

supervisors. Beyond hedonic well-being (job satisfaction and job-related affective well-being), in 

this thesis it is of major interest the study of eudaimonic well-being. We decided to study 

eudaimonic well-being based on the six-facet model proposed by Ryff (1989). However, because 

the length of the questionnaire was a concern (we had more than 200 items), we asked to Dr. Carol 

Ryff advice to select those dimensions that are more enduring (long-lasting). She recommended 

Purpose in life and Personal Growth. In her opinion, “Those are the two most existential, 

humanistic scales, and in my view, represent the newest scientific territory (self-acceptance is 

similar to prior work on self-esteem, positive relations with others is similar to a multitude of social 

relational measures, environmental mastery is similar to sense of control, autonomy is very 

Western and is a kind of nonconformity index)” (Ryff, 2013, personal communication). In terms 

of performance, we acknowledged that self-evaluations may increase measurement errors, such as 

common method biases (Podsakoff et al., 2003). Thus, to reduce some of these errors, we decided 

to gather evaluations of performance from the supervisors. We should notice that, it does not 

necessarily mean that self-evaluations are futile. For instance, our literature review also showed 

that, supervisors´ evaluations can also elicit biases such as the halo performance evaluations, 

where supervisors better evaluate their subordinates not because they necessarily have a better 
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performance, but because they show higher levels of well-being(Wright, 2005). In this sense, 

supervisor´s evaluations are not the panacea of measurement errors in performance ´s evaluations 

and self-evaluations provide also valuable information.  

The second specific research objective of the Study 3 was to analyze HR practices at T1 as 

antecedents of the four well-being-performance patterns at T2. We also operationalized well-being 

as eudaimonic well-being. To the best of our knowledge, there have been not attempts to study 

purpose and meaning within this type of research. However, popular knowledge, spiritual leaders, 

and international organizations, all indicate that work dignifies people´s life and provides a worthy 

life (see for instance, the Universal Declaration of Human Rights, UN, 1948). So, in this study we 

wanted to explore and to pave the way for future research, by exploring the effects of HR practices 

on eudaimonic well-being and performance.  

The third specific research objective of the Study 3 was to show that age moderates the 

impact of HR practices on the four well-being performance patterns.  As we documented, there is 

a stage between HR practices and outcomes variables, called black box. Thus, the effects of HR 

practices may be largely moderated (Peeci, 2004) and age is showing to be one of those black 

boxes (Kooij et al., 2013). Therefore, age should provide some of the missing information 

necessary to understand the relationships involved between predictors and outcomes (Peccei, 

2004). 

In conclusion, to provide empirical evidence of the existence of the four well-being-

performance patterns and to identify some of their antecedents and moderators, we have proposed 

three empirical studies. Each of them provides valuable pieces of information that when combined, 

contribute to achieve our main research goals. In chapter V, VI, and VII, we report on these studies.   
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CHAPTER V. JOB SATISFACTION AND INNOVATIVE PERFORMANCE IN YOUNG 
SPANISH EMPLOYEES. TESTING NEW PATTERNS IN THE HAPPY-PRODUCTIVE 
WORKER THESIS- A DISCRIMINANT STUDY 
 

1. Introduction 

The happy-productive worker thesis proposes that “happy” workers will perform better 

than “unhappy” (Wright, Cropanzano, & Bonett, 2007). However, after several decades of 

research, the relationship between well-being and job performance remains unsolved, with meta-

analytic evidence reporting weak (around .17), moderate (around .30), and spurious associations 

(Bowling, 2007; Iaffaldano & Muchinsky, 1985; Judge et al., 2001). To move forward, scholars 

have revisited the happy-productive worker thesis, shedding light on its operationalization 

(Cropanzano & Wright, 2001), studying possible moderators (Wright et al., 2007), and calibrating 

the time frame of the measures (Zelenski et al., 2008). Nonetheless, this type of literature may be 

somewhat monolithic because it ignores the existence of all but two types of relations between 

happiness and productivity. The happy-productive worker thesis portrays a positive view of the 

relationship between the constructs (Aguinis & Vandenberg, 2014). This thesis considers that 

employees can either be unhappy and unproductive or happy and productive. By contrast, some 

studies identify anomalous patterns where happiness hinders creative performance (George & 

Zhou, 2007) or unhappiness enhances it (Bledow, Rosing, & Frese, 2013). Together, these studies 

and findings suggest that well-being and performance might be related in many ways.  

Surprisingly, there have been no integration attempts in this area of study. To bridge this 

gap in the literature, Peiró et al. (2014) proposed extending the happy-productive worker thesis to 

a taxonomy of four patterns: a) unhappy-unproductive, b) unhappy-productive, c) happy-

unproductive, and d) happy-productive. This taxonomy needs empirical confirmation.  
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The key purpose of this study is to make a theoretical contribution to the happy-productive 

worker thesis by mean of two strategies. The first strategy involves addressing some pitfalls by 

considering research that has questioned the positive well-being-performance relationship. We 

argue that the four patterns can be identified if we equate well-being as job satisfaction and 

performance as innovation. The second strategy involves identifying circumstances that influence 

and differentiate each pattern, providing clues for future interventions. To do so, we pay attention 

to personal and organizational variables (Guest, 2002; Peccei, 2004). 

Based on the social exchange, deprivation, and social cognitive theories, we expect that 

psychological contract fulfillment, personal initiative, and job self-efficacy will strongly 

differentiate the happy-productive from the happy-unproductive pattern. Regarding the 

antagonistic patterns, we expect employees with the happy-unproductive pattern to be 

distinguished by having high self-efficacy. We argue that self-efficacy promotes job satisfaction, 

but under certain conditions undermines performance. Finally, we predict that employees with the 

unhappy-productive pattern will be characterized by having high levels of over-qualification. We 

argue that over-qualification hinders job satisfaction, but not necessarily innovative performance. 

Sometimes these employees innovate, challenging the status quo, to improve their job situation. 

Figure 5.1 summarizes the four patterns and their composition. 

We test our hypotheses in a sample of young employees. We still know little about well-

being, health, and performance in this population (Akkermans et al., 2009). Creativity and 

innovation are crucial for the survival of any organization (Anderson, Potočnik, & Zhou, 2014); 

however, millennials, young employees born between 1980 and 2000 (De Hauw & De Vos, 2010), 

might be viewed as novice and inexperienced, i.e., agents with low seniority and credibility to 

innovate. There are approximately eighty-million millennials around the world, representing fifty-
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percent of the total workforce. Millennials value self-expression eight times more than Baby-

boomers (born 1946-1964) (Sjofors & Tickell, 2015). These employees may use innovation to 

stand out at work, but it may be not well accepted. In 10 years, they will represent the majority of 

the workforce. Therefore, organizations need to know how to manage these employees in order to 

sustain the economy’s growth (ILO, 2013). 

 

Figure. 5.1 Summary of the Four Patterns of 
relations in the extended Happy-Productive 
Worker Thesis. 

 

 

1.1 Job satisfaction and innovative performance to test the extended happy-

productive worker thesis 

For decades, the relationship between well-being and performance was tested as job 

satisfaction (Judge et al., 2001), and more recently as psychological well-being (Wright et al., 

2007) and affect (Hahn et al., 2012). Job satisfaction is a highly-studied conceptualization (e.g., 
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Iaffaldano & Muchinsky, 1985; Judge et al., 2001). Locke (1976) defines job satisfaction as "a 

pleasurable or positive emotional state resulting from the appraisal of one's job or job experiences" 

(p. 1304).  

At the same time, theoretical frameworks and empirical evidence categorize job satisfaction 

as extrinsic (e.g. satisfaction with salary) and intrinsic (e.g. satisfaction with task variety) (Warr, 

Cook, & Wall, 1979). Additionally, social elements of job satisfaction (e.g. satisfaction with 

feedback from the supervisor) are becoming relevant for well-being (Baptiste, 2009), which is 

thought to emerge from a social context (Schulte & Vainio, 2010; Tehrani, Humpage, Willmott, 

& Haslam, 2007). Assessing extrinsic, intrinsic, and social aspects of job satisfaction as indicators 

of well-being forms a “facet-specific” measure encompassing a bottom-up process; their 

aggregation reflects a “domain-specific” job-satisfaction index (Warr et al., 1979). Thus, in this 

study we consider the measurement of job satisfaction as a bottom-up process where different 

facets are treated as manifest variables contributing to the essence of job satisfaction (Judge & 

Kammeyer-Mueller, 2012; Warr, 2013). In sum, job satisfaction occurs when employees positively 

evaluate extrinsic and intrinsic features and social aspects of their jobs.   

Performance embodies the other half of the happy-productive worker thesis. A wide variety 

of approaches have been used, such as work facilitation, emphasis on goals, team building (Wright, 

Cropanzano, Denney, & Moline, 2002), and customer satisfaction, financial productivity, 

personnel costs, or organizational efficiency (Taris & Schreurs, 2009). To address this conceptual 

variety, we adopt a heuristic framework. Koopmans et al. (2011) implemented a systematic review 

and provided broad dimensions of performance. They identified adaptive performance as one 

broad dimension. Griffin, Neal and Parker (2007) define it as “the extent to which an individual 

adapts to changes in a work system or work roles” (p. 329). Adaptive performance includes 
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behaviors like solving problems creatively or learning new tasks, technologies and procedures 

(Koopmans et al., 2011). The study of creative and innovative performance and well-being has 

flourished in the last decade (e.g., George & Zhou, 2002). Today, creativity and innovation are 

considered vital elements of performance (Anderson et al., 2014). For instance, 82% of jobs in 

Europe require creativity (Eurofound, 2012). We focus on one aspect of innovative performance, 

i.e., job content innovation. Job content innovation improves performance because it promotes task 

efficiency when employees develop new procedures and methods (Agut, Peiró, & Grau, 2009). 

This extra-role behavior also empowers employees, influencing their future work roles and career 

development (Feij, Whitely, Peiró, & Taris, 1995).  

In sum, our documentation describes alternative relationships between well-being and 

performance. Thus, we predict that job satisfaction and innovative performance are related in four 

ways. We present some mechanisms that might explain these four types of relationships.   

First, we compare the unhappy-unproductive versus the happy-productive pattern. Wright 

and Cropanzano (2007) identify important differences, between unhappy and happy people, such 

as cognitive bias (tendency to recall more negative than positive aspects at work), social relations 

(unhappy people are more likely to use more argumentative interpersonal tactics, provoking the 

anger of co-workers), or limited access to resources (e.g., support from co-workers and 

supervisors). Second, research also offers a rationale for the existence of unbalanced patterns. In 

the happy-unproductive pattern, happiness (as positive affect) may improve performance only to 

a certain extent (Baron, Hmieleski, & Henry, 2012). These authors argue that high levels of 

happiness sometimes activate processes that might interfere with specific aspects of cognition 

(e.g., reduced attention to negative information), perception (e.g., tendency to overrate ideas and 

opportunities), motivation (e.g., reduced task performance), and self-regulation (e.g., increased 
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impulsivity). Finally, some mechanisms help to explain the unhappy-productive pattern. For 

example, Zhou and George (2001) report that high levels of job dissatisfaction may lead to creative 

performance. For these authors, employees who are unsatisfied with their jobs are unhappy with 

the status quo. Thus, these employees innovate because they want to improve their current job 

conditions. In doing so, they challenge the status quo by generating new and useful ideas, methods, 

and procedures (a behavior called voice). These processes are crucial to innovation at work. To 

innovate, employees need an interplay among cognitive, perceptional, and social processes. To be 

creative at work, it is necessary to reject social schemas and a supportive work context (George & 

Zhou, 2007). These underlying processes help to imagine the four patterns at work. As far as we 

know, there have been no research efforts to merge the study of these four types of relationships. 

We perform this integration by considering salient conceptualizations of well-being and 

performance at work. 

Job satisfaction and innovative performance are salient conceptualizations of well-being 

and performance. At the same time, previous studies identify anomalous patterns when bringing 

these conceptualizations together. Therefore, the first specific objective of this study is to identify 

the four patterns of relationships between job satisfaction and innovative performance. We also 

aim to study personal and organizational conditions where the four patterns emerge.  

 

1.2 Personal and organizational factors affecting job satisfaction and innovative 

performance 

1.2.1 Psychological contract fulfillment  

Robinson and Rousseau (1994) define psychological contract as “the perceived mutual 

obligations that characterize the employee's relationship with his/her employer” (p. 246). Content 
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and delivery are fundamental aspects of the psychological contract (Turnley, Bolino, Lester, & 

Bloodgood, 2003). On the one hand, the content of the psychological contract provides information 

about promises made by employers (e.g., providing job security). We use the HR architecture by 

Lepak and Snell (1999) as a framework to study the content of the psychological contract in young 

employees. The HR architecture is a theoretical framework based on transaction-cost economics, 

human capital theory, and the resource-based view of the firm. The HR architecture predicts that 

when organizations have human capital that is valuable but not unique (i.e., young employees), 

the employment relationship will be based on equitable rewards. Thus, we argue that equitable 

wages and rewards are central to fulfilling the psychological contract in young employees. On the 

other hand, the delivery of the psychological contract provides information about the extent to 

which promises (in general) have been fulfilled. Thus, the general perception of psychological 

contract fulfillment also becomes important. 

Recent studies report a positive relationship between psychological contract fulfillment and 

innovative behaviors (Modaresi & Nourian, 2013), and that psychological contract breaches 

decrease innovative behaviors (Ng, Feldman, & Lam, 2010). Drawing on the discrepancy theory 

(Locke, 1969), we propose that the fulfillment of the psychological contract leads to job 

satisfaction when employees find no discrepancies between the wage and rewards they think they 

should receive and those they actually receive (Judge & Kammeyer-Mueller, 2012). At the same 

time, based on the social exchange theory by Blau (1964), we argue that psychological contracts 

represent social exchanges where employees and organizations interact based on the assumption 

that each part will reciprocate (i.e. by delivering promises). If employees perceive reciprocity, they 

will be satisfied with their jobs and perform extra-role behaviors like innovation. However, a lack 

of reciprocity creates an imbalance in social exchanges, and employees will restore it by lowering 
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job satisfaction (Bal et al., 2008) and innovative performance (Ng et al., 2010). In sum, based on 

the HR architecture, we argue that young employees might have a symbiotic employment relation 

with their employers, and fair rewards and delivery of promises are keys to maintaining this 

symbiosis, which will have an impact on their job satisfaction and innovative performance. 

Therefore, we expect that the highest levels of psychological contract fulfillment will differentiate 

the happy-productive from the unhappy-productive pattern. 

1.2.2 Personal Initiative 

Personal initiative is the essence of a proactive personality, i.e., the tendency to take 

initiative (Wanberg, 2012). Career literature offers rich information about proactive behavior, 

understood as “protean career attitudes”. For instance, we know that proactivity brings benefits to 

well-being and performance. Frese and Fray  (2001) argue that personal initiative may be linked 

to job satisfaction, at least in terms of pro-company behavior. Briscoe, Henagan, Burton, and 

Murphy (2012), in a study with a sample of 362 adult employees in the US, found that self-directed 

protean attitudes were correlated with three employee outcomes: performance, career success, and 

psychological well-being. Proactive behavior also empowers employees showing career-

enhancing strategies (Feij et al., 1995). Employees who display career-enhancing strategies 

increase their knowledge, engage in extra-assignments, invest more discretionary effort, and 

practice networking (Feij et al., 1995). These activities may be precursors of content innovation. 

For instance, employees who practice career-enhancing strategies might be viewed as skilled, 

credible and responsible, and providers of useful innovations (Feij et al., 1995).  

We argue that personal initiative facilitates the creation of new methods and procedures at 

work, and young employees may be especially interested in being proactive to advance in the 
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social hierarchy. This increases their social relations and access to a variety of resources, which in 

turn may positively impact their job satisfaction and innovative performance.      

1.2.3 Job Self-Efficacy 

Bandura  (1997) defines self-efficacy as “beliefs in one’s capacities to organize and execute 

the courses of action required to produce given attainments” (p.3). Based on the social cognitive 

theory, we can explain the job self-efficacy-performance link. Efficacy beliefs might play a key 

role in human functioning, influencing decisions (selective effects), effort and persistence 

(motivational effects) through people’s goals and aspirations, outcome expectations, affective 

proclivities, and the perception of impediments and opportunities in their social environment 

(Bandura, 1997). Thus, people with high levels of self-efficacy in a specific activity feel involved 

and connected with it, and they also feel that they are performing well (Lorente et al., 2014). In a 

longitudinal laboratory study, Salanova, Lorente and Martínez (2012) found that the higher the 

efficacy beliefs, the more innovative the performance. In fact, meta-analytic evidence suggests 

that self-efficacy predicts both job satisfaction and performance (Judge & Bono, 2001). In sum, 

based on social cognitive theory and empirical evidence, we argue that young employees with high 

self-efficacy will excel in making decisions, be more effortful and persistent and involved with 

their jobs, and innovate more at work.  

Considering their simultaneous effects on job satisfaction and innovative performance, we 

hypothesize that: 

H1: Psychological contract fulfillment, personal initiative, and job self-efficacy will 

differentiate between the unhappy-unproductive and happy-productive-patterns. 
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We also identified that job self-efficacy may be a contingent for the happy-unproductive 

pattern. Some studies report that job self-efficacy, counter-intuitively, decreases performance. 

Thus, high levels of job self-efficacy might produce cognitive bias, leading to overconfidence in 

one’s abilities and less attentiveness and effort compared to people with lower-self efficacy, 

hindering performance (Bandura & Jourden, 1991; Salanova et al., 2012; Vancouver et al., 2002). 

So far, these findings are limited to their effects on performance. However, research is still needed 

to investigate whether the negative effect of job self-efficacy on performance also applies to 

innovation. High job satisfaction, as a result of high job self-efficacy, will be negatively related to 

creativity because positive feelings might serve as a barometer of the social environment, 

interpreting the status quo as favorable, with no need to change aspects at work. Thus, we argue 

that, even though they are happy, employees with high job self-efficacy will be overconfident, less 

effortful, and reluctant to challenge the status quo by innovating at work. Therefore, we also 

hypothesize that: 

H2: Employees with the happy-unproductive pattern will be characterized by having high 

self-efficacy.  

1.2.4 Over-qualification 

Organizations are interested in acquiring human capital with high levels of knowledge, 

abilities, and skills because they represent a source of competitive advantage (Wright & McMahan, 

2011), but this might be a double-edged sword. When employees have qualities that exceed those 

required by their job descriptions, they are overqualified, which is a form of underemployment  

(Wu et al., 2015). Based on Maynard, Joshep and Maynard (2006), we define over-qualification 

as employees’ perceptions of having excess education, knowledge, abilities, and skills compared 

to the requirements of the job. Over-qualification is omnipresent across job markets, and even 
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more so among young employees. Workers aged 15-29 are more overqualified than those aged 30 

and above (ILO, 2013). Likewise, in Europe only 55% of the employees think their skills match 

their duties well (Eurofound, 2014). Beyond its omnipresence, over-qualification also raises 

concerns about its negative effects on several job attitudes. For instance, it has been found to be 

harmful for organizational commitment, trust, and job satisfaction (Feldman et al., 2002; Wu et 

al., 2015).  

 However, underemployment is frequently associated with decreases in job satisfaction 

(Feldman et al., 2002). Maynard et al. (2006) found that over-qualification was consistently more 

negatively correlated with six facets of job satisfaction (e.g., with co-workers) than with five other 

types of underemployment (e.g., job-degree mismatch). Based on the relative deprivation theory, 

overqualified employees might perceive themselves as being deprived of utilizing their 

knowledge, abilities and skills, with this perception leading to diminished job satisfaction 

(Feldman et al., 2002; Wu et al., 2015). 

In the case of job performance, over-qualification is also unanimously identified as a 

predictor of poor performance (Fine & Nevo, 2008). Empirical evidence supports this negative 

effect (Bolino & Feldman, 2000), but we may have prematurely accepted a simplistic conclusion 

about the effects of over-qualification on performance (Hu et al., 2015). Fine and Nevo (2008) 

conducted a study with 156 employees of a call center in the US. They found that over-

qualification was negatively and significantly correlated with job satisfaction, at -.44. However, 

contrary to what they hypothesized, over-qualification was positively and significantly correlated 

with performance at .38. Contextual mechanisms have been used to explain why over-qualification 

turns into positive performance. Hu et al. (2015), found that perception of peers’ over-qualification 

acts as a moderator. Overqualified employees perform better when they work with coworkers who 
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also feel overqualified because perceiving peers as overqualified enhances perceptions of the job’s 

significance. Moreover, over-qualification itself might lead to innovative performance. These 

employees have higher knowledge, abilities, and skills, which might help them to “think out of the 

box”.   

In sum, to study job satisfaction and innovative performance in young employees, it is 

relevant to consider their over-qualification. Over-qualification might easily diminish their job 

satisfaction, but not necessarily their attempts to innovate. Thus, we also hypothesize that: 

H3: Employees with the unhappy-productive pattern will be characterized by having high 

levels of over-qualification.  

2. Method 

2.1 Participants, Design, and Procedure 

Data (n = 513) are from the Observatory on the transition of young employees to the labor 

market by the Valencian Institute of Economic Research (IVIE in Spanish), and they correspond 

to the sixth data wave in 2011. The survey is designed to facilitate the socioeconomic and 

psychosocial analysis of the transition of young employees to the labor market. With slightly more 

females (53.6%), the average age was 25 years [standard deviation (SD) = 3.4]. Most of the 

participants worked in the private sector (85.2%). Most worked in organizations with a broad range 

of economic activities, generally in various private services (25.2%), hotels and restaurants 

(14.2%), commerce (12.5%), and education (9.2 %), among others. The sample represents all the 

regions in Spain. 

Participant selection was based on target sampling; participants between 16 and 30 years 

old who have been looking for or found a job in the past 5 years were included. Then, participants 
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were selected to contact by telephone, using the random route method. After two attempted 

contacts, non-respondents were replaced with a randomly chosen substitute of the same age and 

gender. Considering the characteristics of this study, we considered only those participants who 

were currently employed.  

Employees contacted by telephone were told the purpose of the study and assured that all 

the data would be treated confidentially at all times. Those who gave their consent to take part 

were interviewed at their homes through a structured face-to-face procedure administered by 

professional interviewers trained in the content of the survey.  

2.2 Measures 

2.2.1Control variables  

We controlled gender (0 = male, 1 = female), age, type of contract (0 = temporal, 1 = 

permanent), and type of sector of the organization (0 = public, 1 = private). We considered that 

these variables could be significant contributors to the variance in our outcome variables ( Hahn 

et al., 2012; Wright & Cropanzano, 2000). 

2.2.2 Job satisfaction  

Job satisfaction was assessed as the composite of extrinsic, intrinsic, and social job 

satisfaction, based on Warr et al. (1979) and Garcia-Montalvo et al. (2003). This measure can be 

applied to a wide range of jobs. It evaluates job satisfaction, drawing attention to key work facets 

and grouping them in the intrinsic, extrinsic, and social dimensions (García-Montalvo et al., 2003). 

Extrinsic job satisfaction refers to satisfaction with global aspects of the job, such as schedule, 

salary, and job security. This dimension was measured with seven items. A sample item is: 

“Indicate your level of satisfaction with your schedule”. Intrinsic job satisfaction refers to 

satisfaction with inner characteristics of the job, such as opportunities to learn, the variety of tasks 
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to be performed, or the level of autonomy. This dimension was measured with seven items. A 

sample item is: “Indicate your level of satisfaction with the variety of tasks to perform”. Finally, 

social job satisfaction refers to satisfaction with the social meaning of the job and with interactions 

and social relations, for instance, with clients, suppliers, and other stakeholders. This dimension 

was measured with five items. A sample item is: “Indicate your level of satisfaction with your co-

workers”. All items were scored on a 5-point Likert scale (1 = not at all, 5 = very much). The three 

subscales had good reliability, α = .85 (extrinsic job satisfaction), α = .91 (intrinsic job 

satisfaction), α = .80 (social job satisfaction), and α = .94 (for the composite of the three subscales). 

2.2.3 Innovative performance  

Innovative performance was measured as job content innovation, defined as the “increases 

in decision latitude, development and/or communication of new work procedures, and behavioral 

methods used by people to produce their own work role development” (Feij et al., 1995, p. 233). 

The scale consisted of three items from the questionnaire on innovative role orientation (behaviors 

that alter procedures of the role, the role itself, or even both), developed by Jones (1986), adapted 

by Feij et al. (1995), and validated in a Spanish sample (Martín, Cifre, & Salanova, 1999). A 

sample item is: “I looked for better ways of doing things at my work”. Participants responded 

using a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree). This scale had good 

reliability, α = .83. 

2.2.4 Psychological contract fulfillment  

Psychological contract fulfillment was assessed with three items. Items one and two 

measured the content, and the third item evaluated the delivery of the psychological contract 

fulfillment. Thus, item one measured equitable monetary rewards preceded by the instruction: 
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“Indicate which sentence best describes your situation at work”. Participants responded on a 5-

point Likert scale (1 = what I am paid is much less than what I do, 5 = what I am paid is much 

more than what I do). Item two measured equitable monetary and non-monetary rewards preceded 

by the statement: “Considering both monetary and non-monetary compensations (e.g., 

opportunities to learn), what I receive for my work is:” Participants responded using a 5-point 

Likert scale (1 = much better than what I expected when I started working here, 5 = much worse 

than what I expected when I started working here). This item was reverse-scored, so that high 

scores indicate a perception of equitable monetary and non-monetary rewards. Item three measured 

equitable fulfillment of commitments by the organization, preceded by the question: “To what 

extent is the organization fulfilling the commitments made when you were hired”. Participants 

responded on a 5-point Likert scale (1 = very little, 5 = very much). This reliability was α = .67. 

2.2.5 Personal initiative  

Personal initiative was measured with three items. The items came from the self-reported 

initiative questionnaire, developed and validated by Frese, Fay, Hilburger, Leng, and Tag (1997). 

They define personal initiative as “a behaviour syndrome resulting in an individual’s taking an 

active and self-starting approach to work and going beyond what is formally required in a given 

job” (Frese et al., 1997, p. 144). This scale has been used in several studies focusing on young 

employees in Spain (Agut et al., 2009; Peiró, García-Montalvo, & Gracia, 2002). A sample item 

is: “If something needs to be done, I immediately take the initiative, even though others do 

nothing”. Participants responded using a 5-point Likert scale (1= strongly disagree, 5 = strongly 

agree). This scale had good reliability, α = .80. 
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2.2.6 Job self-efficacy  

Job self-efficacy was measured as employees’ beliefs about their own capacity to organize 

and put into practice the actions they need to perform to reach expected outcomes (Bandura, 1997). 

The items have been taken from the professional efficacy subscale of the Maslach Burnout 

Inventory-General Survey (MBI-GS) (Schaufeli, Leiter, Maslach, & Jackson, 1996), which 

especially focuses on efficacy expectations (Bakker, Demerouti, & Schaufeli, 2002). We used the 

Spanish version (Salanova, Schaufeli, Llorens, Peiro, & Grau, 2000) and three items were selected, 

considering those that have higher factor loadings and more reliably represent this construct. This 

scale has shown good psychometric properties (García-Montalvo et al., 2003; García-Montalvo & 

Peiró, 2009). A sample item is: “I am capable of doing my work well”. Participants responded 

using a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree). This scale had good 

reliability, α = .84. 

2.2.7 Over-qualification  

Over-qualification is typically measured by considering the employee’s perception of 

mismatch (Maynard et al., 2006). Subjective perceptions are fruitful in predicting individual 

outcomes (e.g., job satisfaction, and performance, Lauver & Kristof-Brown, 2001; Maynard et al., 

2006), and preferred over objective measures because employees are likely to feel and act based 

on their perceptions (Maynard et al., 2006; Zalesny, 1990). Accordingly, over-qualification 

mismatch was measured with the item: “If an individual had to perform your job, what level of 

education would you recommend them to have?’’ Participants responded using a 12-point scale 

[(1 = without studies (ISED level 1) to Doctorate (ISED level 12)]. We also considered the 

individual level of education (following the same scale). Both indicators were transformed into 

two new variables measuring years of education of the individual and years for education 
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recommended for the job (García-Montalvo, Peiró, & Soro, 2006). To determine whether an 

employee was overqualified, the recommended level of education was subtracted from the level 

of education achieved. Negative and zero scores were considered indicators of education match 

and under-qualification, and positive scores were considered indicators of over-qualification (Agut 

et al., 2009). In our study, 53% of the participants were overqualified (ranging from 1 to 17 years). 

Table 1 shows the means, standard deviations, bivariate correlations, and descriptive 

statistics for all listed variables. 

2.3 Data Analyses 

2.3.1 Preliminary Analyses.  

Missing data are an endemic feature of organizational research, making its treatment 

necessary (Fichman & Cummings, 2003). A crucial decision is whether missing data represent 

more than 5%. In our study, the percentage of missing data was small (2%). As in other studies 

(Taris & Schreurs, 2009), listwise deletion of missing data was performed; thus, this study includes 

65.51% of the initial number of participants (N=783). A follow up analysis indicates that 

participants included in this study were similar to those excluded, in terms of job satisfaction, 

innovative performance, psychological contract fulfillment, personal initiative, job self-efficacy, 

and over-qualification. Finally, before performing the cluster analysis with the dependent variables 

of job satisfaction and innovative performance, scores were standardized to Z-scores (M = 0, SD 

= 1) to balance the contribution of each variable within this analysis (Hair & Black, 2000). 

2.3.2 Cluster Analysis 

To identify the four patterns of relationships, the 513 employees were clustered based on 

their individual levels of job satisfaction and innovative performance, using a two-step procedure 

as recommended by Hair and Black (2000). Euclidean distance measured the distance between job 
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satisfaction and innovative performance in workers. The clustering criterion was Schwarz’s 

Bayesian Criterion (BIC). The two-step procedure (combining hierarchical and non-hierarchical 

methods) efficiently formed four clusters. 

2.3.3 Discriminant Analysis 

To test hypotheses 1 to 3, we employed discriminant analysis to test the unique 

differentiating power of psychological contract fulfillment, personal initiative, job self-efficacy, 

and over-qualification across the four patterns. After a first attempt, for purposes of statistical 

refinement, we conducted a stepwise solution to remove variables that did not make a unique 

contribution to the predictive and discriminatory function at a probability of .01 or lower. The 

stepwise criterion was minimization of the Wilks’ lambda. A second stepwise discriminant 

analysis was performed considering only the unhappy-productive and happy-unproductive 

patterns because the second most significant differences were found between them. Discriminant 

analysis has been shown to be a useful technique to differentiate patterns of relations, for instance, 

among well-being variables (e.g., Keyes et al., 2002). Various authors recommend combining 

discriminant and cluster analysis to refine the cluster solution and add validity to it, which occurs 

when other variables, based on theory, are related to the clusters (Henry, Tolan, & Gorman-Smith, 

2005; McIntyre & Blashfield, 1980). 

3. Results 

3.1 Cluster Analysis 

First, by means of two-step cluster analysis, a 4-cluster solution was identified. Figure 5.2 

depicts the centroids of each cluster, expressed in standardized scores that are easy to interpret, 

and as they eliminate means of raw score of arbitrary units of scaling (Nunnally & Bernstein, 



Empirical Study I   148    
____________________________________________________________________________________ 

 

1994). Cluster names reflect the relations, considering the highest and lowest scores on the 

variables (job satisfaction and innovative performance). 

Table 5.1. Correlations and Descriptive Statistics of the job satisfaction-innovative performance pattern 
indicators. 
 M SD 1 2 3 4 5 6 

1. Over-qualification 2.4 3.6   -.05   .11**    .01   -.23**    -.01* 

2. Psychological contract Fulfilment 3.0 0.6  (.67)   .43    17**    .35**     .12** 

3. Personal initiative 3.8 0.7    (.80)    39**    .31**     .43* 

4. Job self-efficacy 4.2 0.6     (.84)    .37**    .46** 

5. Job satisfaction 3.6 0.7      (.94)    .41** 

6. Innovative performance 3.7 0.8        (.83) 

Note: Internal alpha estimates are in parenthesis * p < .05. ** p < .01. (two-tailed). 

 

Cluster 1, unhappy-unproductive, comprised 17.3% of the sample (89 employees). Cluster 

2, unhappy-productive, comprised 9.4% of the sample (48 employees). Cluster 3, happy-

unproductive, comprised 5.3% of the sample (27 employees). Cluster 4, happy-productive, 

comprised 68% of the sample (349 employees). These results reflect the differential patterns of 

relations between job satisfaction and innovative performance. Therefore, we accomplished our 

first specific research aim, which was to identify these four patterns of relationships, considering 

happiness as job satisfaction and performance as innovation. 
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Figure. 5.2 Four-cluster solution, cluster means. Standardized 

3.2 Discriminant Analysis 

Second, the discriminant analysis generated three functions that significantly explained 

variability between groups. The stepwise solution identified three control variables (age, gender, 

and type of contract) as non-significant and, therefore, dropped them. Thus, these variables did not 

offer unique differentiating power at the .01 probability level or lower. As in Keyes et al. (2002), 

we inspected the mean scores of the groups for each discriminant function (centroids), which 

allowed us to determine that the first function maximally separates the unhappy-unproductive 

pattern from the happy-productive pattern (Clusters 1 and 4). The second function maximally 

separates the unhappy-productive pattern from the happy-unproductive pattern (Clusters 2 and 3). 

Finally, the third function maximally separates the unhappy-unproductive pattern from the happy-

unproductive pattern (Clusters 1 and 3). 

In a more detailed way, the results show that the first function explained 58% of the 

variance, highly loaded by psychological contract fulfillment, followed by personal initiative, and 

to a lesser extent, over-qualification and job self-efficacy. Thus, employees with the unhappy- 
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unproductive pattern (Cluster 1) have systematically lower means on psychological contract 

fulfillment, personal initiative and job self-efficacy, and higher means on over-qualification, 

compared to the happy-productive pattern (Cluster 4). As Table 5.2 shows, the second function 

explained 30% of the variance, highly loaded by personal initiative, followed by psychological 

contract fulfillment, job self-efficacy, and over-qualification. Thus, employees with the unhappy-

productive pattern (Cluster 2) have significantly higher means on over-qualification, and lower 

means on personal initiative, psychological contract fulfillment, and job self-efficacy, compared 

to the happy-unproductive pattern (Cluster 3). The third function explains 10% of the variance and 

was highly loaded by over-qualification and psychological contract fulfillment. In this case, the 

means of these three variables differentiated between the unhappy-unproductive and the happy-

unproductive patterns (Clusters 1 and 3). Thus, employees with the unhappy-unproductive pattern 

(Cluster 1), again, systematically have significantly higher means on over-qualification and lower 

means on psychological contract fulfillment, compared to employees with the happy-unproductive 

pattern (Cluster 3). 

Because the first discriminant function was so powerful, we decided to perform another 

stepwise discriminant analysis, but only with those patterns that were maximally separated in 

function 2. Table 5.3 shows that the results of this analysis are more concise than the previous 

ones, indicating that employees with the unhappy-productive pattern are mostly differentiated 

from employees with the happy-unproductive pattern by having more job self-efficacy and by 

working in the public sector. 

Together, the results of the discriminant analyses corroborate that psychological contract 

fulfillment, personal initiative, job self-efficacy, and over-qualification help to differentiate among 

the four patterns of relations between job satisfaction and innovative performance, as documented 
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in detail above. When comparing these variables, psychological contract fulfillment and personal 

initiative were better at differentiating employees with the unhappy-unproductive from those with 

the happy-productive pattern. Job self-efficacy was better at differentiating employees with the 

unhappy-productive from those with the happy-unproductive pattern. 

Considering each hypothesis, we fully confirmed hypothesis 1 because psychological 

contract fulfillment, personal initiative, and job self-efficacy strongly differentiated the unhappy-

unproductive from the happy-productive pattern. We failed to confirm hypothesis 2 because 

employees with the happy-unproductive pattern were characterized by having low job self-efficacy 

(for instance, in comparison with their unhappy-productive counterparts). Finally, we fully 

confirmed hypothesis 3; thus, employees with the unhappy-productive pattern perceived 

themselves as deprived (overqualified) of using their knowledge, abilities, and skills, a situation 

that encourages them to challenge the status quo by proposing new and useful ideas, methods, and 

procedures. 

4. Discussion 

The main purpose of this study is to make a theoretical contribution by extending the 

happy-productive worker thesis. To do so, we tested an expanded theoretical taxonomy of relations 

between well-being and performance. To accomplish our first specific research aim, we identified 

the four patterns of relationships by considering well-being as job satisfaction and performance as 

job content innovation. We also examined some personal and organizational circumstances that 

help to categorize young employees in each of these patterns. All these efforts attempted to reduce 

some of the previous disdain toward the study of anomalous patterns. Moreover, our study focused 

on the youth population in a context of economic crisis. In this context, Spanish young people 

show one of the highest unemployment rates in the world (52.2 % Eurostat, 2015), almost three 



Empirical Study I   152    
____________________________________________________________________________________ 

 

times higher than their adult counterparts (ILO 2015). At the same time, this research focuses on 

over-qualification, another pervasive organizational phenomenon across job markets, present in 

countries like America, Australia, UK, India or Spain (Maynard et al., 2006; Wu et al., 2015). 

Thus, the results have significant relevance in dealing with youth unemployment and 

underemployment, two important societal problems today (OECD, 2013; Peiró, Hernández, & 

Ramos, 2015). 
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Table 5.2 Discriminant Analysis of the four patterns of relations between Job satisfaction and Innovative performance with Psychological Contract, 
Personal initiative, Job Self-efficacy, and Over-qualification as Discriminant Variables. 

 
Means (standard deviations) of well-being-performance combinations  

Variable/discriminant function 
statistics 

Cluster 1  Cluster 2  Cluster 3  Cluster 4 
Standardized discriminant function  

coefficientsa 
Unhappy/ 

Unproductive  
 

Unhappy/ 
Productive   

Happy/ 
Unproductive  

 
Happy/ 

Productive  

(n = 83)   (n = 42)   (n = 25)   (n = 317) Function 1 Function 2 Function 3 

Covariate  

Age 24.78 (3.19)  24.86 (3.56)  24.64 (4.19)  25.13 (3.45)   .14   -.03    .15  

Genderb c 0.54 (0.50)  0.67 (0.48)  0.36 (0.49)  0.55 (0.50)   .02   .13    .09  
Sectord,c 0.98 (0.15)  0.95 (0.22)  0.52 (0.51)  0.84 (0.37)  -.19 (-.19)  .50 (.53)   .79 (-.81) 

Type of contracte,c 0.41 (0.49)  0.60 (0.50)  0.52 (0.51)  0.62 (0.49)  .23   .15   -.37  

Discriminant Variables                             
Psychological Contract 
Fulfilment 2.82 (0.65)  2.55 (0.72)  3.11 (0.53)  3.19 (0.61)  . 52 (.58)  -.45 (-.39)   .45 (.39) 

    Job self-efficacy 3.86 (0.79)  4.33 (0.68)  3.88 (0.74)  4.37 (0.60)  .29 (.29)   .32 (.36)  -.13 (-.21) 
    Personal initiative 3.42 (0.80)  4.00 (0.78)  3.28 (0.64)  4.04 (0.69)  .52 (.50)   .52 (.50)  -.07 (-.12) 

Over-qualification 3.13 (3.18)  4.74 (5.35)  2.36 (3.52)  1.99 (3.39)  -.28 (-.34)   .35 (.32)  -.37 (-.40) 

Significance of function             .00   .00   .00  

Canonical correlation             .46    .32   .22  
Explained variance (%)              58.2     30.9   10.9  
Centroids of:                     

Cluster 1               -.93     -.10    .26  
Cluster 2               -.55     .89   -.42  
Cluster 3               -.42   -1.16   -.63  
Cluster 4               .35     .00    .03  

Note. N = 467 after listwise deletion of cases with missing data. a In parentheses are the coefficients of a stepwise solution that included only variables entered at the .01 significance 
level (coefficients higher than .30 are in boldface). The stepwise criterion was minimization of the overall Wilks’ lambda.  b Coded 0 = male, 1 = female. c The group mean of the 
dichotomous/dummy variables indicates the proportion of the higher coded category; d Coded 0 = public, 1 = private; e Coded 0 = temporal, 1 = permanent. 
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Table 5.3. Discriminant Analysis of the unhappy-unproductive and happy-unproductive patterns with 
Psychological Contract, Personal initiative, Job Self-efficacy, and Over-qualification as Discriminant 
Variables. 

 

  
Means (standard deviations) of well-being-performance combinations 
  

Variable/discriminant function 
statistics 

Cluster 2  Cluster 3 Standardized 
discriminant 

function coefficientsa 
Unhappy/ 
Productive  

 
Happy/ 

Unproductive  

(n = 42)   (n = 25 ) Function 1 

Age 24.86 (3.56)  24.64 (4.19)   -.03  

Genderb c 0.67 (0.48)  0.36 (0.49)   .25  

Sectord,c 0.95 (0.22)  0.52 (0.51)   .69 (1.0) 

Type of contracte,c 0.60 (0.50)  0.52 (0.51)  .31  

Independent Variables            

    Psychological Contract F. 2.55 (0.72)  3.11 (0.53)  -.41  

    Job self-efficacy 4.33 (0.68)  3.88 (0.74)   .39 (.75) 

    Initiative 4.00 (0.78)  3.28 (0.64)   .41  

Over-qualification 4.74 (5.35)  2.36 (3.52)   .36  

Significance of function        .000  

Canonical correlation        .74  

Centroids of:        

Cluster 2          .84  

Cluster 3         -1.41  

Note. N = 467 after listwise deletion of cases with missing data. a In parentheses are the coefficients of a stepwise 
solution that included only variables entered at the .01 significance level (coefficients higher than .30 are in boldface). 
The stepwise criterion was minimization of the overall Wilks’ lambda.  b Coded 0 = male, 1 = female. c The group 
mean of the dichotomous/dummy variables indicates the proportion of the higher coded category;  d Coded 0 = public, 
1 = private; e Coded 0 = temporal, 1 = permanent. 
 

4.1 Summary of Results 

Results showed that hypothesis 1 is fully confirmed. Psychological contract fulfillment, 

personal initiative, and job self-efficacy strongly differentiate between the unhappy-unproductive 

and happy-productive-patterns. These results corroborate the relevance of equitable wages and 

rewards in young employees’ outcomes. A recent study found that millennials have not lowered 

their financial reward expectations due to the economic recession that began in 2008 (De Hauw & 

De Vos, 2010). These results also corroborate the importance of personal initiative in innovative-
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performance. They suggest that employees with personal initiative change their job conditions 

without changing jobs (Frese, Garst, & Fay, 2007). In our case, employees with high personal 

initiative also perceived more psychological contract fulfillment and were less significantly 

overqualified. Thus, employees propose new and useful ideas in a problematic situation, but also 

when there is a favorable status quo. These results extend the studies by George and Zhou (2007; 

2002). 

We failed to confirm hypothesis 2. Employees with the happy-unproductive pattern were 

not differentiated by having higher self-efficacy. Instead, they were characterized by having low 

levels of job self-efficacy. These results might be more accurately explained considering the type 

of sector and personal initiative, the most significant variables characterizing this pattern. Happy 

and unproductive employees worked overall in the public sector and reported the lowest significant 

level of personal initiative. Pressure to innovate in organizations in the public sector may be lower 

and more lenient due to its configuration and context, as this sector is not as dependent on 

competitiveness across markets as the private sector is. This relaxed attitude toward innovating 

might be transferred to employees and, in turn, inhibit their personal initiative. Our results also 

suggest that public organizations are good at fulfilling their promises to employees. This is 

translated into improved job satisfaction. All these factors resulted in a happy-unproductive pattern 

mostly populated by employees in the public sector.  

We based our hypothesis 3 on the argument that over-qualification characterizes the 

unhappy-productive pattern. Thus, these employees perceive themselves as unable to put their 

knowledge, abilities, and skills into practice, which hinders their job satisfaction. This situation 

might motivate them to challenge the status quo by being innovative at work. Our results support 

this hypothesis. These results are aligned with previous studies (e.g., Fine & Nevo, 2008; Hu et 
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al., 2015). Thus, over-qualification hinders job satisfaction, but not necessarily performance, 

especially in an economic crisis context. These results also shed light on the circumstances where 

unsatisfied employees innovate at work. Considering the antecedents of this pattern together (high 

levels of over-qualification, job self-efficacy and personal initiative, along with an unfulfilled 

psychological contract), they show that job dissatisfaction coexists with innovation. These results 

coincide with and extend previous research suggesting that personal and organizational factors 

take place at the same time (Zhou & George, 2001). The interplay among these factors is beyond 

the limits of this paper. However, some researchers have already started to investigate the link, for 

instance, between person-job fit, job self-efficacy, and job satisfaction (Peng & Mao, 2015). 

In summary, we have confirmed the existence of four patterns of relations between 

happiness and performance. We also identified some personal and contextual characteristics that 

significantly discriminate between those patterns. Optimum esse (i.e., all aspects being optimal), 

the probability of being in the happy-productive pattern increases with high psychological contract 

fulfillment, high personal initiative, high job self-efficacy, and low over-qualification. Our results 

are in line with various theories that inspired our hypotheses, such as relative deprivation, 

discrepancy, social exchange, and social cognitive theory.  

4.2. Some relevant questions for theory development 

The results of our study help to advance the understanding of the relationship between 

well-being and performance at work in young employees. However, the complexity of the 

conceptualization of well-being creates a rich avenue for theory development. Traditionally, the 

happy-productive model has been tested using a subjective judgmental evaluation of well-being 

operationalized as job satisfaction. This strategy has been useful and productive in our study in 

understanding new relevant phenomena based on an extension of the model. However, several 



157   Chapter V 
_____________________________________________________________________________________ 

aspects require further attention. During the past two decades, profound developments have taken 

place in the conceptualization and measurement of well-being, with important theoretical 

significance. In psychology, well-being is considered as a polyhedral concept (Ryan & Deci, 

2001), encompassing hedonic (e.g. life satisfaction and affect, referred to as subjective well-being, 

Diener, 1984), and eudaimonic components (e.g., purpose and personal growth, referred to as 

psychological well-being, Ryff, 1989). Recently, researchers (e.g., Dolan & Metcalfe, 2012) and 

public organizations recommended measuring well-being by considering both components 

(National Research Council, 2013; see the OECD, 2013). This proposal raises new concerns 

because it is possible that several pleasurable activities (hedonic well-being) may not be very 

useful in increasing purposeful activities required at work (eudaimonic well-being). Within this 

line of reasoning, when we identify a group of young employees in the unhappy-productive pattern 

in our study, it does not necessarily mean that they lack well-being. It just means that they have 

low levels of hedonic well-being (job satisfaction), but they may find purpose in their work, which, 

along with high performance, may set up the eudaimonic (happy)-productive pattern. Thus, new 

studies should take into consideration a more encompassing approach to well-being at work that 

identifies the complex relationships between both the hedonic (Schulte & Vainio, 2010) and 

eudaimonic (Culbertson et al., 2010) components. The four-patterned-taxonomy should be tested 

by considering both components to better understand the relationships between well-being and 

performance. We would expect this encompassing approach to provide more conclusive results to 

further disentangle and understand the four quadrants of the happy-productive model, and 

especially the differences between the unhappy-productive and happy-unproductive patterns. 

Another advance in the conceptualization of well-being, related to its time frame features, 

also has important implications for future research. Whereas judgmental measures of well-being 
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focus on long-term experiences, other approaches have paid attention to more specific and short-

term experiences (e.g., the daily reconstruction method—DRM—or the experiential and diary 

studies, see National Research Council, 2013; OECD, 2013; White & Dolan, 2009). With this 

approach, some limitations of the knowledge obtained from the judgmental conceptualization of 

well-being may be prevented. A person may or may not be satisfied with his/her job, depending 

on the specific circumstance or episode that is recalled in making this appraisal. Kahneman et al. 

(2004) addressed these and other limitations by proposing the DRM. They asked people to think 

about specific episodes and details about them from the previous day. Moreover, questions about 

satisfaction and affect were differentiated. Regarding work-related well-being, Kahneman et al. 

(2004) found that long-term circumstances at work (e.g., excellent benefits) affected job 

satisfaction more than affect, but short-term circumstances (e.g., time pressure) influenced affect 

more than job satisfaction, which is supported by the results of our study. Long-term job 

circumstances (e.g., psychological contract-fulfillment) and personal characteristics (e.g., personal 

initiative) showed a strong impact on job satisfaction. It is important to note that, when comparing 

general measures of well-being (e.g., life satisfaction) versus the DRM, some authors have found 

both to be reliable (Krueger & Schkade, 2008). Thus, both approaches are worthwhile and produce 

relevant knowledge. 

4.3 Limitations 

One potential limitation may come from the focus on a domain-specific measure like job 

satisfaction. According to Kahneman and colleagues (2004), this approach could produce the 

focusing illusion, which occurs when researchers make employees think about their jobs, 

activating errors and cognitive biases. For instance, vox populi positive ideas (such as “work 

dignifies a person’s life”) or errors in recall may be induced. Nevertheless, given that our measure 
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of job satisfaction used a well validated questionnaire with a large number of items that draw 

attention to a large number of job facets, this focusing illusion may be at least partly neutralized. 

Additionally, the study of Sjofors and Tickell (2015) shows that Millennials, in comparison with 

Baby-boomers, view their work different. Thus, it is reasonable to expect that positive cognitive 

bias like those coming from vox populi ideas are different in young employees and also partially 

neutralized. For instance, at work Millennials value more making work fun, on the other hand, 

Babby-boomers are 67% more interested in making more money (e.g., bonus) than doing 

something good (e.g., purpose or mission-driven work) (Sjofors & Tickell, 2015) . 

Another limitation may come from the fact that all the measures, including performance 

were self-assessed. To reduce some of the same-source method bias (Podsakoff et al., 2003), future 

research should include other sources, such as supervisor evaluations of performance. Along these 

lines, repeated evaluations separated in time could also reduce common method bias, and so future 

research should also include longitudinal designs when using self-assessments. Our self-evaluated 

measure of performance could partly explain why only 15% of our sample was identified as having 

an anomalous pattern. There are probably more employees within these patterns, and performance 

evaluations by supervisors could provide us with a more accurate estimation.  

Despite the limitations, this paper paves the way for future research, offering a more 

realistic view of how well-being and performance might interact at work, and valuable information 

differentiating four patterns. 

4.4 Practical implication  

Since its foundation, organizational psychology has tried to improve well-being and 

performance. In this regard, our taxonomical approach provides relevant empirical evidence, 
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facilitating the achievement of this endeavor, and we also identify implications for other 

stakeholders. First, the results suggest that job satisfaction and innovative performance together 

form four profiles. This indicates the need for theoretical precision; thus, scholars should integrate 

this complexity into the happy-productive worker thesis to study a broader taxonomy of relations 

and the conditions in which these patterns are elicited. 

Second, our results show that it would be worthwhile for organizations to find mechanisms 

to track and ensure the fulfillment of their commitments to young employees. At the same time, 

organizations might carefully consider HR policies such as staffing to establish mechanisms to 

avoid organizational phenomena such as over-qualification. In our study, young employees with 

more years of over-qualification belong to a pattern where job satisfaction is low (unhappy). 

Although some of them also innovate at work (productive), in the long run, over-qualification 

might have toxic effects on job satisfaction, for example, when co-workers are promoted, or when 

efforts to change do not lead to improvements in job conditions. 

Third, the results also suggest that personal initiative represents an important mechanism 

in having a sustainable young workforce. In our study, young employees with higher levels of 

personal initiative were differentiated by being happy and productive. Hosie and Sevastos (2010) 

argue that stakeholders need to rethink the way they approach training programs, especially those 

designed to develop soft skills in the workplace.  

5. Conclusion  

At the beginning of this study, we noted that the relationship between well-being and job 

performance remains unresolved, partly because the happy-productive worker thesis literature has 

ignored all but two patterns of relationships. Our main objective in this study was to extend this 

thesis by identifying the patterns: happy-productive, happy-unproductive, unhappy-productive and 
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unhappy-unproductive. This is a valid, interesting, and useful taxonomy with which to study well-

being and performance at work. It is our hope that addressing these limitations will lead to a 

possible resolution of the happy-productive conundrum. Thus, the unhappy but productive or 

happy and unproductive profiles should be targets of future research. Moreover, this research has 

contributed to identifying some personal and contextual variables that influence and differentiate 

among the four patterns. Future research will need to study how stable or dynamic these patterns 

are over time, and what their consequences are in the long-run. This knowledge will help us to 

create more effective interventions for organizations, assist people in moving toward a more 

positive and balanced pattern of well-being, and assess its contribution to performance and vice-

versa.
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CHAPTER VI. HR PRACTICES DIFFERENTIATING FOUR PATTERNS OF JOB-
RELATED AFFECTIVE WELL-BEING AND TASK PERFORMANCE 
 

1. Introduction 

A happy worker performs better than an unhappy one (Wright & Cropanzano, 2007), is the 

main claim of the happy-productive worker thesis. Although this has been the most influential 

model to study well-being and performance, it is in crisis after that several meta-analyses reported 

weak (around .17), modest (around .30), and spurious associations (Bowling, 2007; Iaffaldano & 

Muchinsky, 1985; Judge et al., 2001), encouraging its revisit (Cropanzano & Wright, 2001; Wright 

& Cropanzano, 2007; Zelenski et al., 2008). In addition, these revisits are monolithic because they 

ignore empirical evidence suggesting the existence conflicting patterns i.e., unhappy-productive 

and happy-unproductive (e.g., Bledow et al., 2013; George & Zhou, 2002; Zhou & George, 2001). 

Together, these studies and findings reveal the limitations of the happy-productive worker thesis. 

Therefore, the expansion to conflicting patterns and their integration in a comprehensive 

framework are priorities in this field.   

Four patterns may co-exist when combining well-being and performance: happy-

productive, unhappy-unproductive, unhappy-productive, and happy-unproductive (Peiró et al., 

2014). In the previous study, we found empirical evidence for those patterns in terms of job 

satisfaction and innovative performance. Going beyond, in this study we test the four-taxonomy 

equating well-being as job related affective well-being, together with the most enduring 

conceptualization of performance i.e., task performance.  

Furthermore, the study of individual HR practices and their influence on well-being and 

performance might help to differentiate the four patterns. Scholars identify two models: mutual 

gains and conflicting outcomes. The former proposes that HR practices benefit both types of 
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outcomes. Conflicting outcomes proposes that HR practices benefit performance but reduce well-

being (Van de Voorde, 2009). Scholars interested in well-being and performance need to consider 

both models in HRM research (Peccei, 2004). In this regard, Peccei (2004) highlighted the 

relevance of studying the unhappy-productive pattern in HRM research. Extending this conflicting 

outcome model and drawing on the four-patterned taxonomy, we propose the conflicting outcomes 

model that favors well-being. This model refers to the case where HR practices benefit well-being, 

but not performance. Thus, we put the spotlight of HRM research on the study of the happy-

unproductive pattern. The second aim of this study is to identify specific HR practices that 

differentiate among employees in the four patterns.  

 A third contribution is that it provides information about an understudied aspect of well-

being. Research on the relationships between HR practices and health-related well-being and 

performance is scarce. We pay attention to job-related affective well-being, one of the components 

of mental health at work (Warr, 1990). Health, including health-related well-being is largely 

affected by work settings. Beyond policies, it has been suggested that we need to identify concrete 

HR practices that promote mental health in the workplace (ILO, 2000). In this sense, this study 

attempts to inform policy makers about what HR practices promote health-related well-being and 

performance.  

In summary, we contribute to this area of research in the following ways: we extend the 

happy-productive worker thesis by addressing the study of synergistic and antagonistic 

relationship between well-being and performance; we consider simultaneously the two approaches 

in HRM about the relationship between HR practices, well-being and performance, and extend the 

conflicting outcomes model. Moreover, we broad the study of HRM and well-being by focusing 

on health-related well-being. Figure 6.1 summarizes the four patterns tested in this study. To 



167   Chapter VI 
_____________________________________________________________________________________ 

ground their theoretical fundaments, we first delve attention to the conceptualization of well-being 

and performance, then we elaborate on the four ways that they might coexists and provide initial 

support. Finally, we ground on the mutual gains and conflicting outcomes models and explain how 

HR practices might differentiate employees populating each pattern. 

 

Figure 6.1 Summary of the four patterns where 
different levels of well-being and performance 
coexist, and the effects of HR practices. 

 

1.1 Job-related affective well-being & task performance 

Well-being is a polyhedral concept (see Ryan & Deci, 2001) encompassing hedonic and 

eudaimonic components (Ryff, 1989). However, research on the happy-productive worker thesis 

revolves around judgmental evaluations such as job satisfaction, although job satisfaction 

encompasses both cognitive and affective components (Judge & Kammeyer-Mueller, 2012), 

instruments measuring job satisfaction (e.g., Job Descriptive Index) lack job-related affective 

items (Wright & Cropanzano, 2000), thus, “a continued emphasis on the job satisfaction-
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performance relationship does not constitute an adequate test of the happy-productive worker 

hypothesis” (Wright & Cropanzano, 2000, p. 85). This myopia in management research limits our 

understanding because we are unable to make any strong inferences about the effects of HRM on 

health-related well-being and performance (Van De Voorde et al., 2011). 

Health-related well-being comprises psychological and physiological indicators such as 

affective well-being and blood pressure (Danna & Griffin, 1999). Job-related affective well-being 

has been identified as a component of mental health at work (Warr, 1990). Warr (1990) developed 

a well-recognized framework to study job-related AWB in which he maps the structure of this 

construct by using the orthogonal dimensions of pleasure and arousal. Thus, job-related affective 

well-being occurs when employees feel anxious or content and depressed or enthusiastic.  

In terms of performance, we define it as “the total expected value to the organization of the 

discrete behavioral episodes that an individual carries out over a standard period of time” 

(Motowidlo & Kell, 2012, p. 82). To study performance, we refer to a systematic review conducted 

by Koopmans et al. (2001). They selected studies from medical, psychological, and management 

databases. Three dimensions emerged: task performance, contextual-performance, and 

counterproductive behavior. Meta-analytic evidence shows that task and contextual performance 

are related to various aspects of affective well-being (Kaplan et al., 2009). In contrast to contextual 

performance, task performance contributes to and/or maintains the organization’s technical core 

(Motowidlo, Borman, & Schmit, 1997), and it is the most theorized dimension in several 

frameworks (Koopmans et al., 2011). Task performance refers to the capacity to fulfill job 

demands while making the correct decisions and performing without making mistakes (Abramis, 

1994). 
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Together, job-related affective well-being and task performance had advanced areas such 

as entrepreneurship or social and cognitive psychology (e.g., Clore & Huntsinger, 2007), and they 

might also improve our knowledge in happy-productive and management studies.  

1.2 Toward an integrative taxonomy of job-related affective well-being and 

task performance: four quadrants  

As Figure 6.1 shows, quadrants I and III reveal the area of research on the traditional happy-

productive worker thesis. They illustrate the traditional focus of I-O psychology, where we find a 

greater accumulation of empirical research. For instance, the meta-analysis by Kaplan et al. (2009) 

examines the role of affective well-being on performance. They found that happy employees 

showed higher levels of task performance than unhappy employees. Warr et al. (2013) also 

analyzed the effects of job-related affective well-being on performance. They found that happy 

employees reported higher levels of proactivity and task performance, whereas unhappy 

employees showed more counterproductive behaviors (e.g., sabotage). 

Quadrants II and IV show the area of research out from the spotlight of happy-productive 

worker thesis and I-O psychology. Quadrant II examines the happy-unproductive conflicting 

pattern. The review by Baron et al. (2012) support this quadrant. These authors identify studies 

that suggest that affective well-being associates with detrimental outcomes (e.g., impulsivity). 

They explain these inconsistencies arguing that discrete limits exist from the benefits of affective 

well-being. After reaching a peak point, some processes are activated, interfering with key 

cognitive, perceptional, motivational, and self-regulatory aspects. Quadrant IV examines the 

unhappy-productive conflicting pattern. Here, there are fewer studies in I-O psychology, and most 

investigate creativity or innovation (e.g., George & Zhou, 2007; Zhou & George, 2001). For 

example, George and Zhou (2002) claim that bad moods foster creativity when there is recognition 
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and rewards for creative performance, and employees understand how they feel. In cognitive and 

social psychology, the study of conflicting patterns attracts more attention. An example is the 

Feelings-as-information theory, which proposes that feelings serve as an internal barometer 

indicating whether we are in a benign or problematic environment. This information, in turn, 

affects cognition and motivation (Schwarz & Clore, 2007). For instance, unpleasant moods may 

signal that we are in a problematic environment. In such an environment, we avoid heuristics and 

tend to adopt a more systematic processing of information, which in turn reduces false memory 

(Storbeck & Clore, 2005). Additionally, the affect infusion model (AIM) (Forgas, 1995) and the 

mood-as-input model (Martin, Ward, Achee, & Wyer, 1993) are frameworks that also provide a 

basis to explain the unhappy-productive pattern (Wright & Cropanzano, 2007). 

Testing the four-patterned taxonomy in terms of job satisfaction and innovative 

performance, Ayala et al. (2016) identified that 15% of the employees were clustered in a 

conflicting pattern (e.g., happy-unproductive). 

1.3 Emergent perspectives of the effects of HR practices on well-being and 

performance 

Scholars have made extraordinary progress in 25 years of research on the effects of HR 

practices on well-being and performance. However, only during the past decade has well-being 

attracted considerable interest (Guest, 2002; Peccei, 2004). Within this emergent research, scholars 

distinguish two competing perspectives, an optimistic one called mutual gains and a pessimistic 

perspective labeled as conflicting outcomes.  

The mutual gains model proposes that HR practices improve both well-being and 

organizational performance (Peccei et al., 2012). Thus, this model suggests the existence of the 
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happy-productive pattern. Qualitative reviews find strong empirical support for this model (Peccei 

et al., 2012). Several authors aligned this optimistic perspective with the AMO model (Boxall & 

Macky, 2009). This model states that, when organizations develop the abilities of employees, 

increasing their motivation, and improving their opportunities to perform, well-being is optimized 

too (Van de Voorde et al., 2011). All these result in a trustworthy climate that improves 

performance.  

The conflicting outcomes model proposes that HR practices improve organizational 

performance, but they do not improve well-being, and may even deteriorate it. We call this model 

conflicting outcomes favoring performance. Thus, this model suggests that HR practices may 

promote the emergence of the unhappy-productive pattern. Based on labor process theory, HR 

practices maximize financial performance. This maximization increases job intensification and job 

strain (Godard, 2001; Ramsay, Scholarios, & Harley, 2000). The most critical argument asserts 

that HR practices pursue the exploitation of employees (Legge, 1995). Some evidence suggests 

that HR practices increase workload and strain, at the same time they have a positive impact on 

performance (e.g., Truss, 2001).  

Extending this conflicting outcome model, and studies about a four-patterned taxonomy 

(Ayala et al., 2016; Peiró et al., 2014), we also study conflicting outcomes favoring well-being. 

The conflicting outcomes favoring well-being model extends of the pessimistic perspective of the 

effects of HR practices on well-being and performance. This model proposes that HR practices 

improve job-related affective well-being but not task performance. Thus, the model suggests that 

HR practices may promote the emergence of the happy-unproductive pattern. Some reasons that 

HR practices promotes well-being but not performance revolve around the idea that organizations 
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may implement HR practices in response to external pressures, such as legislation (Van de Voorde 

et al., 2011) or unions. This might create such counterintuitive well-being-performance trade-off. 

1.4 HR practices discriminate among the four patterns  

HR practices that maximize well-being might not be identical to those that maximize 

performance (Peccei, 2004; Toh, Morgeson, & Campion, 2008; Van De Voorde et al., 2011). 

Accordingly, we adopt a dual model of HR systems (Gong, Law, Chang, & Xin, 2009). This dual 

model is based on the open system theory by Katz and Kahn (1978), which proposes that all open 

systems have maintenance and production subsystems. Gong et al. (2009) define the maintenance-

oriented HR subsystem as a set of HR practices that primarily ensures employee well-being. 

Performance-oriented HR subsystem is a set of HR practices that primarily enhances the 

development of employees and their opportunities to be productive. The underlying assumption is 

that practices like WLB may also promote performance, although their main target is well-being 

enhancement. By contrast, practices such as contingent pay may also promote well-being, although 

their primary aim is performance enhancement. With these two HR practices subsystems, we 

expect to distinguish among employees in the four patterns.  In a more specific way, we formulate 

three additional hypotheses.  

Synergistic pattern discrimination: Considering mutual gains and the AMO framework as 

a universalistic model (Guest, 2011), maintenance-performance HR subsystems should yield well-

being and performance, and their absence should lower them. Therefore, we hypothesize that: 

H2: Employees with the happy-productive pattern, and in contrast with the unhappy-

unproductive, will be distinguished from the rest of the patterns because they are exposed 

to high levels of maintenance and performance-oriented HR practices. 
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Conflicting pattern discrimination. Drawing on the model of conflicting outcomes favoring 

performance and the labor process theory, organizations implement the performance-oriented HR 

subsystem to maximize performance (e.g., performance appraisal), but not the maintenance-

oriented HR subsystem (e.g., equity). Therefore, we hypothesize that: 

H3: Employees with the unhappy-productive pattern will be distinguished from the rest of 

the patterns because they are exposed to low levels of maintenance-oriented HR practices 

and high levels of performance-oriented HR practices. 

Lastly, based on the model of conflicting outcomes favoring well-being (because of 

pressure sources such as unions or legislations), organizations may adopt the maintenance-oriented 

HR subsystem, but fail to promote the performance-oriented HR subsystem. Hence, we also 

hypothesize that:  

H4: Employees with the happy-unproductive pattern will be distinguished from the rest of 

the patterns because they are exposed to high levels of maintenance-oriented HR practices 

and low levels of performance-oriented HR practices. 

2. Method 

2.1 Participants 

Data were obtained from the European research project about psychological contracts 

across employments situations (PSYCONES) (see http://www.uv.es/~psycon/). To collect data, 

the researchers went directly to the organizations and distributed the questionnaires, or they sent 

them to the organizations to manage this process. The data collection design (n = 5324) aimed to 

enhance the possibility of generalizing the findings, as data were gathered from Sweden (13%), 

Germany (11%), The Netherlands (15%), Belgium (12%), UK (11%), Spain (17%), and Israel 
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(17%), with employees from 217 organizations in three sectors: food manufacturing (38%), 

retail/services (27%), and education (33%). The selected sample had slightly more females (54%), 

with an average age between 36 and 37 years and an average organization tenure of 8 years 

[standard deviation (SD) = 2.5]. Most of the employees occupied an intermediate position (28%) 

[ranging from unskilled workers (21%) to a manager or director position (2.7%)]. The average 

number of years of full-time education was 16 [ranging from 0 to 31 (SD = 4.54). Our measures 

were validated in a previous pilot study (see Isaksson et al., 2003). 

2.2 Measures 

2.2.1 HR practices 

Employees answered whether the practice was offered to them by their organizations. To 

improve our understanding of the impact of HR practices on well-being and performance, the unit 

of analysis should be the individual, and not the organization, and the respondents should be the 

employees, and not the managers, i.e., a micro-HRM approach (Canibano, 2013; Green et al., 

2006). The traditional macro-HRM-approach may be naïve and detrimental for the development 

of the field if it does not consider that organizations implement different HR practices with 

different employees (Lepak & Snell, 1999), and that HR practices does not homogenously impact 

all employees (Wright & Boswell, 2002). We also studied single HR practices because this allows 

to analyze the effect of each of them, independently to the HR system that they belong (Paauwe, 

Guest, & Wright, 2013). Considering individual effects, might allow us to move beyond statistical 

significance toward effect size estimations (Guest, 2011).  

After a thorough review of the literature and the pilot study, eight HR practices were 

identified and measured with mono-items. Drawing on the classification by Gong et al. (2009), we 

considered maintenance-oriented HR practices in terms of equality, WLB, participation in 
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decision-making, and anti-harassment. Performance-oriented HR practices were training, job 

enrichment (providing interesting jobs), performance appraisal, and contingent pay. An example 

item is “Does this organization provide you with sufficient opportunities to express your views on 

issues and concerns at work?”  Response options were (1) yes, (2) no, and (3) I don’t know. HR 

practices were transformed into dummy variables, considering the following values (1 = 1; 2 = 0; 

3 = 0). 

2.2.2 Job-related affective well-being 

We measured job-related affective well-being with the six-item anxiety-contentment 

subscale and the six-item depression-enthusiasm subscale designed by Warr (1990) . Items were 

preceded by the question “Thinking of the past few weeks, how much of the time has your job 

made you feel each of the following?” e.g. ´Tense´ (anxiety-contentment), ´Optimistic´ 

(depression-enthusiasm). We reverse-scored three items on each subscale, so that high scores 

indicate contentment and enthusiasm, respectively. Response options ranged from never (1) to 

always (5). The two subscales showed good reliability, α = .79 (anxiety-contentment), and α = .80 

(depression-enthusiasm), as did the general scale, α = .89.  

2.2.3 Task Performance  

We applied the six-item global measure of task performance designed by Abramis (1994). 

Items were preceded by the question “In the last (seven days/week you worked), how well were 

you . . .?” e.g. ‘Performing without mistakes’. Response options ranged from very poorly (1) to 

exceptionally well (5). The scale showed good reliability, α = .78. 
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2.2.4 Control Variables 

We controlled for gender, age, hierarchical position, years of full-time education, and 

sector. Gender is a common control variable in happy-productive worker studies  (e.g., Hahn et 

al., 2012). Kooij et al. (2013) found that work-related motives and the utility of HR practices 

change with age, and that the hierarchical level was correlated with the presence of HR practices, 

well-being, and performance. Keyes Shmotkin, and Ryff (2002) reported that higher levels of 

education corresponded to people with higher well-being. Finally, the effect of HR practices on 

performance varies across sectors; for instance, researchers find stronger effects in manufacturing 

organizations (Combs et al., 2006). 

We also controlled for Psychological contract fulfillment. Meta-analytic evidence shows 

that psychological contract breach (the opposite of fulfillment) is strongly and positively correlated 

with employees’ affective reactions and negatively correlated with task performance (Zhao et al., 

2007). This scale was developed by Isaksson et al.  and had good reliability, α = .90. 

2.3 Statistical analyses 

2.3.1 Preliminary Analyses 

We conducted missing value analysis in SPSS. These data represented 2.82%, and were 

not missed completely at random (MCAR), accordingly to the Little test (1988). We did not 

perform imputations (e.g., mean imputation), they are inadequate when data are not MCAR and 

unnecessary with minimal missing data (< 5%) (Fichman & Cummings, 2003). We deleted (21) 

cases with more than 50% of missing values (Simon, Friedman, Hastie, & Tibshirani, 2013). 

2.3.2 Latent Profile Analysis 

To identify our four-patterned taxonomy, we performed a series of exploratory and one 

confirmatory latent profile analysis (LPA) with Mplus software Version 7.0. We estimated model 
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parameters by considering the robust maximum likelihood estimation. Latent profile analysis is a 

suitable statistical modeling technique to classify individuals into latent homogenous subgroups 

(classes) (Geiser, 2013). 

To decide on the best number of latent profiles, we followed five recommendations by 

Nylund, Asparouhov, and Muthén (2007). First, we compared the Bayesian Information Criterion 

(BIC), fit indexes of Lo-Mendell-Rubin (LMR), and the bootstrap likelihood ratio test (BLRT) 

across different model specifications (i.e. from 1 to 6 classes). Second, although BLRT can 

outperform any other information criterion, its p value may not be trustworthy for model 

misspecifications or non-normal distributions. Therefore, we chose LMR because of its robustness 

across models and distributional assumptions. Third, to decide on the appropriate number of 

profiles, we considered the lowest BIC and whether LMR was nonsignificant (p ≤ .05). Fourth, we 

stopped increasing the number of profiles once LMR was nonsignificant. Fifth, in the confirmatory 

LPA, we increased the start value specifications (from 1000 100 to 1500 150) to help the model 

converge in a global, rather than local, solution. Additionally, we performed an analysis of 

variance (ANOVA) to verify significant differences among the latent profiles in the levels of job-

related affective well-being and task performance.  

2.3.4 Discriminant Analysis 

To identify HR practices that distinguish among employees into the four patterns, and to 

test our hypotheses, we carried out two discriminant analyses. After a first attempt, we conducted 

a stepwise solution to drop variables that did not make a unique contribution to the discriminatory 

function at a probability of .01 or lower. The stepwise criterion was minimization of Wilks’ 

lambda. Taxonomical studies (e.g., Keyes et al., 2002) show that discriminant analysis constitutes 

a useful statistical technique to differentiate, for instance, between patterns of well-being.  
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3. Results 

We report means, standard deviations, bivariate correlations, and descriptive statistics for 

all the listed variables in Table 6.1. Job-related affective well-being is significantly correlated with 

task performance (.29, p < .01), and with all the HR practices (from .05 to .31, p < .01). Task 

performance is significantly correlated with all the HR practices (from .03 to .15, p < .01).  

Our first specific aim was to test the four patterns of job-related affective well-being and 

task performance. Table 6.2 summarizes the criteria we employed to decide on the best model 

solution within the exploratory LPA (BIC and LMR). First, BIC values decreased when adding 

profiles (more than two and up to six classes), see Figure 6.2. Second, the p values of LMR 

indicated that from the one-class to five-class models, the null-hypothesis (k -1 profile model) 

should be rejected in favor of the k profile model. However, the null-hypothesis was accepted for 

the six-profile model because LMR showed a nonsignificant p value (.71); this indicated a better 

model fit for two, three, four, and five profiles. Therefore, we stopped increasing the number of 

profiles beyond the six-profile model (Nylund et al., 2007), see Figure 6.3. Third, the log-

likelihood values show a substantial increase in the log-likelihood from two to five profiles. 

Furthermore, the Bootstrapped Likelihood Difference shows a substantial decrement from two to 

three profiles, indicating a better model fit for three, four, and five classes, see Figure 6.4.  
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Figure 6.2 Bootstrap loglikelihood difference.   

 

Figure 6.3 Lo-Mendell-Rubin (LMR). 

 

Figure 6.4 Bootstrap loglikelihood difference.   
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TABLE 6.1 Means (M), Standards Deviations (SD), and correlations. 

 M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

                  

1. Gender (F = 0, M = 1)   0.45   0.49                
2. Age 37.09 11.46 0.02               
3. Hierarchical position 3.12 1.48  -0.09**  0.19**              
4. Years of education 13.32  4.57 -0.03*  0.06** 0.27**             
5. Manufacturing sector   0.39  0.48   0.23** -0.04** -0.51** -0.22**            

6. Psychological contract   3.69  0.83  -0.03**  0.01  0.12**  0.06 -0.11**           

7. Training    0.61  0.48  -0.02  0.01  0.18**  0.07** -0.09** 0.11**          

8. Participation in decision-making   0.67  0.47   0.03*  0.06**  0.15**  0.01 -0.06** 0.31** 0.16**         

9. Job enrichment   0.41  0.49  -0.03*  0.01  0.09** -0.01 -0.06** 0.27** 0.23** 0.30**        

10. Performance app.   0.47  0.49  -0.03** -0.03*  0.12** -0.01 -0.09** 0.08** 0.18** 0.17** 0.21**       

11. Contingent pay   0.24  0.42   0.07**  0.02  0.03* -0.01  0.23 0.05** 0.06** 0.09** 0.06** 0.13**      

12. WLB   0.33  0.47  -0.01 -0.02*  0.12** -0.01 -0.03* 0.14** 0.11** 0.15** 0.18** 0.15** 0.08**     

13. Anti-harassment   0.46  0.49   0.01  0.10** -0.01 -0.04** 0.03** 0.14** 0.08** 0.18** 0.22** 0.18** 0.04** 0.16**    

14. Equality   0.47  0.49   0.03*  0.05**  0.10**  0.01 -0.04** 0.22** 0.12** 0.21** 0.24** 0.18** 0.08** 0.22** 0.35**   

15. Job-related affective well-being   3.72  0.67  -0.01  0.03*  0.07**  0.01 -0.08** 0.38** 0.09** 0.31** 0.24** 0.10** 0.05** 0.10** 0.12** 0.13**  

16. Task performance   4.03 0.52  -0.01  0.12**  0.05** -0.01 -0.02 0.19** 0.04** 0.15** 0.15** 0.08* 0.03* 0.03* 0.13** 0.08** 0.29** 
 Note: n = 5324. * p < .05, ** p < .01 (two-tailed). 
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The overall result of the statistical model comparison of different information criteria (e.g., BIC, LMR, 

or the log-likelihood), suggested three possible latent profile models with 3, 4, or 5 profiles. Additionally, the 

confirmatory LPA with four profiles and with two different sets of start values showed that LMR log-

likelihood was the same, and its p value was significant in all cases (p < .05). Taking these results together, 

considering our four-patterned taxonomy, and previous empirical evidence suggesting four patterns between 

well-being and performance (e.g., Ayala et al., 2016), we chose the four-profile solution.  

To name the four profiles and to facilitate their interpretation, we standardized job-related affective 

well-being and task performance scores (Nunnally & Bernstein, 1994). We show these standardized results 

in Figure 6.5. One profile showed high levels of job-related affective well-being and task performance 

(happy-productive pattern). We found the opposite in a second profile (unhappy-productive pattern). We 

identified a third profile with semi-high levels of job-related affective well-being and low performance (semi-

happy-unproductive pattern). The last profile showed semi-low levels of job-related affective well-being, but 

high levels of task performance (semi-unhappy-productive pattern). ANOVA results showed that there were 

significant differences in job-related affective well-being (F(3, 5383) = 5279.92, p < .00,  ƞ2 = 0.74) and task 

performance (F(3, 5384) = 1236.12, p < .00, ƞ2 = 0.41) among the four patterns. Taken together, these results 

provided some evidence for the four-patterned taxonomy. 

Table 6.2. Bayesian Information Criterion (BIC); Lo–Mendell–Rubin 
(LMR) of the Latent Profile Analyses across models. 

 

 
Information Criterion & Fit Indexes 

Model BIC   
  

LMR 

Exploratory LPA     

2 Classes 231303.41   0.001 

3 Classes 226400.47   0.001 

4 Classes 223839.99   0.033 

5 Classes 221874.90   0.043 

6 Classes 220561.51   0.710 

Note: for the LMR, when we specified a two-profile model, we were comparing one-
profile versus two-profile models. 
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Our second specific aim was to identify the HR practices that distinguish among employees in the 

four patterns. Results of the discriminant analysis (see Table 6.3) show that two functions significantly 

explained variability between groups. The stepwise solution identified two control variables (gender and type 

of sector) and five HR practices (training, WLB, anti-harassment, equality, and contingent pay) as 

nonsignificant and dropped them. These variables did not offer unique differentiating power at the .01 

probability level or lower. 

 

Figure 6.5 Four-Latent Profile solution, Latent Profile means. Standardized. 

For the rest of the results, the groups’ mean scores for each discriminant function (centroids) 

determined that the first function maximally separates the happy-productive pattern from the unhappy-

unproductive pattern. The second function maximally separates the semi-unhappy-productive pattern from 

the semi-happy-unproductive pattern. Zooming-in, the first function explained 93% of the variance and was 

highly loaded by the HR practice of participation in decision-making, followed by job enrichment. Thus, 

employees with the happy-productive pattern reported higher means on those HR practices. The second 

function explained more than 5% of the variance. Participation in decision-making and performance appraisal 

loaded highly and similarly in this second function, followed by job enrichment. Thus, employees with the 

semi-unhappy-productive pattern reported lower means on participation in decision-making but higher means 

on performance appraisal and job enrichment. The opposite was true for the semi-happy-unproductive pattern. 

-2.00

-1.50

-1.00

-0.50

0.00

0.50

1.00

J O B  A F F E C T I V E  W E L L -
B E I N G

T A S K  P E R F O R M A N C E

Latent Profile 4
High WB-High Performance

Latent Profile 3
High WB-Low Performance

Latent Profile 2
Low WB-High Performance

Latent Profile 1
Low WB-Low Performance



183   Chapter  
______________________________________________________________________________________________ 

 

TABLE 6.3 Discriminant Analysis of the four patterns between Job-related affective well-being and Task Performance with Eight Human Resource Practices as 
Discriminant Variables. 

 

Means (standard deviations) of four patterns between job-related affective well-
being and task performance 

 

Variable/discriminant function 
statistics 

       
Standardized discriminant function 

 coefficientsa 
Unhappy-

unproductive  
 

Semi-unhappy- 
productive  

Semi-happy-
unproductive 

 Happy-productive 

(n = 454)   (n = 883)   (n = 907)   (n = 1751) Function 1 Function 2 

Covariate              

Age 35.51 (10.79)  37.63 (10.82)  36.11 (11.19)  38.32 (11.49)   .17 (.17)  -.23 (.38) 

Genderb,c   0.47 (0.50)    0.44 (0.49)    0.49 (0.50)    0.44 (0.49)   -.03    .35  

Hierarchical leveld,c   2.84 (1.44)   3.25 (1.49)    2.95 (1.50)    3.28 (1.46)   .02 (.04)   .63 (.64) 

Manufacturing Sectore, c   0.48 (0.50)    0.37 (0.48)    0.42 (0.49)    0.37 (0.48)  -.05    .09  

Years of full-time education 13.16 (4.60)  13.49 (4.34)  13.66 (4.74)  13.22 (4.58)  -.06 (-.06)  -.37 (-.41) 

Psychological contract Fulfillment   3.04 (0.90)   3.55 (0.80)   3.60 (0.77)    3.96 (0.69)   .64 (.65)  -.23 (-.22) 

Performance-oriented HRP                  

Trainingf,c  0.53 (0.49)    0.60 (0.48)    0.58 (0.49)    0.65 (0.47)   -.01       .04  

Job enrichmentg,c  0.20 (0.40)    0.37 (0.48)    0.34 (0.47)    0.53 (0.49)    .20 (.21)   .22 (.28) 
Performance appraisalh,c  0.37 (0.48)    0.47 (0.49)    0.41 (0.49)    0.53 (0.49)    .08   (.09)    .31 (.36) 
Contingent payi,c  0.20 (0.40)    0.23 (0.42)    0.24 (0.42)    0.25 (0.43)   -.01   -.07  

Maintenance-oriented HRP                  
Participation in decision- makingj,c   0.37 (0.48)    0.60 (0.48)    0.64 (0.47)    0.81 (0.38)    .44 (.45)  -.35 (-.36) 
WLBk,c   0.23 (0.42)    0.33 (0.47)    0.30 (0.46)    0.38 (0.48)    .04     .08  
Anti-harassmentl,c   0.35 (0.47)    0.46 (0.49)    0.43 (0.49)    0.54 (0.49)    .07     .21  
Equalitym,c  0.35 (0.47)    0.44 (0.49)    0.44 (0.49)    0.53 (0.49)   -.04   -.09  

Significance of function                 .001      .001  

Canonical correlation                .43     .11  

Explained variance (%)              93.5     5.2  

Centroids of:                   

Unhappy-Unproductive                 -1.02     0.06  

Semi-Unhappy-Productive                -0.19     0.19  

Semi-Happy –Unproductive               -0.18    -0.20  

Happy-Productive                            0.45     0.02  

Note. N = 3995 after listwise deletion of cases with missing data. a In parentheses are the coefficients of a stepwise solution that included only variables entered at the .01 significance 
level (coefficients higher than .30 are in boldface). The stepwise criterion was minimization of the overall Wilks’ lambda.  b Coded 0 = female, 1 = male. c The group mean of the 
dichotomous/dummy variables indicates the proportion of the higher coded category;  d Coded 1 = unskilled blue collar worker, 2 = skilled blue collar worker, 3 = lower level white collar 
worker, 4 = intermediate white collar worker, 5 = upper white collar worker, 6 = management or direction; ;  e Coded 0 = all other sectors, 1 = manufacturing sector; f  – m Coded 0 = no 
perception of the presence of the human resources practice, 1 = perception of the presence of the human resources practice. 
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 In summary, participation in decision-making, job enrichment, and performance appraisal 

distinguished among employees in the four patterns. Thus, we partially confirmed our three 

hypotheses because only one maintenance-oriented HR practice (i.e., participation in decision-

making) and two performance-oriented HR practices (i.e., job enrichment, and performance 

appraisal) were statistically significant. Participation in decision-making was the most powerful 

discriminating variable. Finally, HR practices explained more variance and, therefore, 

distinguished between the happy-productive pattern and the unhappy-unproductive pattern more 

clearly than between the conflicting patterns.   

4. Discussion 

This study pursued to empirically test a four-patterned taxonomy: happy-productive, 

unhappy-unproductive, unhappy-productive, and happy-unproductive, and to identify the HR 

practices that distinguish among employees in these four patterns. In the rest of this study, we 

highlight key findings, theoretical implications, strength and limitations, guidelines for future 

research, and practical implications.  

4.1 Key findings 

We identify four main findings. First, 36% of the employees had a pattern not identified by 

previous research (e.g. semi-happy-unproductive). These results align with previous studies 

suggesting the existence of conflicting patterns (Baron et al., 2012; Bledow et al., 2013; George & 

Zhou, 2007; George & Zhou, 2002; Schwarz & Clore, 2007; Zhou & George, 2001). 

Second, the study of task performance contributes with novel knowledge to research 

investigating conflicting patterns. In comparison with previous studies focused on adaptive 

performance, such as creativity or innovation (e.g., Bledow et al., 2013; George & Zhou, 2002), 

our results suggest that, in the case of task performance, it is possible to identify patterns with high 
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or low levels of performance but middle levels of well-being. Creative performance often entails 

high doses of effort and persistence (George & Zhou, 2002). However, task performance may 

demand lower doses of effort, perhaps because task performance involves prescribed and central 

job tasks (Koopmans et al., 2011). People may perform such tasks daily, facilitating the adoption 

of routines and heuristics, this in turn, should reduce the costs on job-related affective well-being. 

However, even moderated high levels of well-being can be related to low levels of task 

performance, this suggest that the use of heuristics and less attention processing information may 

be triggered by high, but also by middle high levels of well-being. On the other hand, a bottom-up 

process of information, paying close attention into details may be foster by high, but also by middle 

low levels of well-being. 

Third, some maintenance-oriented and performance-oriented HR practices distinguished 

among employees in the four patterns. Employees with the happy-productive pattern were 

differentiated by perceiving the highest levels of participation in decision-making and job 

enrichment. However, employees with the semi-unhappy-productive pattern were differentiated 

by perceiving lower participation in decision-making and higher performance appraisal (in 

comparison with the semi-happy-productive counterpart). Previous empirical research found that 

performance appraisal and contingent pay (commonly associated with HPWS-) were not 

associated with well-being (Guest, 2002). Empirical studies have also found that performance 

appraisal and merit-pay systems may be toxic for health-related well-being at work. These 

practices seem to increase anxiety and burnout (Gabris & Ihrke, 2001). Self-determination theory 

explains the possible toxicity of performance appraisal and merit-pay systems for job-related 

affective well-being. This thesis predicts that “all expected tangible rewards made contingent on 

task performance do reliably undermine intrinsic motivation”, which may result in distress and 
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psychopathology (Ryan & Deci, p.70). However, our results showed that most of the maintenance-

oriented HR practices were not statistically significant. We explain these disappointing results by 

arguing that “these types of practices can be considered ‘hygiene’ factors: they will not add to 

performance or well-being, but as soon as they are absent, there will be possible reductions in 

both” (Van de Voorde et al., 2011, p. 13). 

Fourth, other part of the results of this second study, somehow also align with the idea that 

different HR practices have different effects on well-being and performance. Peccei (2004) argues 

that HR that maximize well-being may be not the same than those that maximize performance. 

However, we found that the HR practices that maximized well-being and performance, were the 

same that produced trade-offs between those outcome variables. The only difference that we found 

it was that those HR practices were combined at different levels. For instance, while employees 

with the happy-productive pattern showed higher levels on the three key HR practices (those that 

were significant), in contrast, employees with the semi-unhappy-productive pattern, were high in 

job enrichment and performance appraisal, but low in participation in decision-making. We found 

the contrary for the semi-happy-unproductive pattern. These results are aligned with the 

configurational perspective of HRM. This perspective predicts that there are four main 

relationships among practices: additive, interactive, synergistic, and deadly combinations (see, 

Delery, 1998). In our case, our results suggest synergistic and deadly combinations. Synergistic 

combinations of HR practices refer to the case when the effects of different practices, together 

result in a substantially different effect than the sum of the effects of individual practices. Deadly 

combinations refer to the case where some practices work against each other, for instance, when 

organizations promote team performance but rewards are only based on individual performance. 

We argue that our three key HR practices created synergistic relations because the outputs of the 
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discriminant analyses are based on those practices whose individual effects form a significant 

logistic lineal function. At the same time, we argue that our key three HR practices created deadly 

combinations, because their unbalanced combinations created tensions where some practices 

seemed to promote more well-being (participation in decision making) and other performance (job 

enrichment and performance appraisal).  

4.2 Theoretical implications  

In this study, we have connected theoretical frameworks from different areas of research 

such as cognitive psychology, social psychology, and management. Bringing together those 

different frameworks and their critical revision, allows to make a significant contribution about 

our understanding of the well-being-performance link and the role of the organizational context. 

As we have mentioned, the traditional happy-productive worker thesis limits our understanding 

because it ignores the existence of conflicting patterns. To advance our knowledge in this regard 

and to improve this thesis, we need to pay attention to cases where the happy-productive worker 

thesis does not fit. Our results suggest the existence of four patterns of job-related affective well-

being and task performance. Thus, we need to move from the traditional happy-productive worker 

thesis to more expansive frameworks.  

On the other hand, the classic HRM model of conflicting outcomes (Van de Voorde et al., 

2011) might also limit our understanding. This model ignores the fact that conflicting outcomes 

favoring well-being might exist. Thus, we proposed an extension, including in the model of 

conflicting outcomes the option of favoring well-being. We found evidence for conflicting 

outcomes favoring well-being among employees exposed to higher levels of participation in 

decision-making and lower performance appraisal and job enrichment. This new model of 

conflicting outcomes that favors well-being, can be explained by the concept of deadly 
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combinations from the configurational view of HRM (Delery, 1998). However, our results showed 

that several maintenance-oriented HRP were not statistically significant to predict the quadrants 

(e.g., WLB, anti-harassment, and equality). We explain these unexpected results by arguing that 

“these types of practices can be considered hygiene factors: they will not add to performance or 

well-being, but as soon as they are absent, there will be possible reductions in both” (Van de 

Voorde et al., 2011, p. 13). Taken together, our study paves the way for future research to explore 

the effects of HR practices by considering mutual gains, conflicting outcomes favoring 

performance, and conflicting outcomes favoring well-being.  

4.3 Strength, limitations, and future research  

A paper contributes to scientific knowledge when confirmations are the result of risky 

predictions (Popper, 1963). Our risky prediction was the empirical identification of the four-

patterned taxonomy that would falsify the happy-productive worker thesis.   

However, despite all the effort made, this study has some limitations. We could not 

investigate mediating effects. Well-being may mediate the relationship between HR practices and 

performance (Peccei et al., 2012; Van De Voorde et al., 2011). Therefore, future research should 

investigate whether job-related affective well-being mediates the HR practices-task performance 

link. The cross-sectional nature of this study also limits our findings. Scholars argue that affective 

well-being has a dynamic nature in its relationship with performance. Bledow et al. (2013) showed 

that creative performance results from an interplay where high negative affect decreases and then 

positive affect increases, referred to as affective shift. Future research should investigate whether 

our four-pattern taxonomy shows also affective shift. 

Other limitations are single-source and common-method variance. Given social 

desirability, people might evaluate themselves as better performers than they are. To face these 
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limitations, evaluations from managers may be more accurate. However, some cognitive biases, 

such as “the halo in performance evaluations”, can occur. Co-workers and supervisors view happy 

people as more likable and socially skilled. Thus, we can expect that managers would evaluate 

happy subordinates differently from unhappy ones (Wright, 2005).  

4.4 Practical implications 

At any given time, around 20% of the population suffer from a mental health problem, and 

the workplace greatly contributes to it (ILO, 2000). We need to move beyond policy to specific 

practices for promoting mental health in the workplace (ILO, 2000). Our results contribute to this 

aim, indicating that participation in decision-making and job enrichment promote mental health at 

work (i.e., high job-related affective well-being). Our results also suggest that these employees are 

also more productive. However, when practitioners introduce actions toward either participation 

in decision-making or performance appraisal, these characterize less healthy and less productive 

patterns. Thus policy-makers interested in promoting a healthy and productive workforce need to 

pay special attention to participation in decision-making, job enrichment, and performance 

appraisal.  

5. Conclusion 

Our four patterns make up a valid and innovative taxonomy to study the relationship of HR 

practices to well-being and performance at work. We conclude that at least four patterns exist 

between job-related affective well-being and task performance: happy-productive, unhappy-

unproductive, semi-unhappy-productive, and semi-happy-unproductive. Participation in decision-

making, job enrichment, and performance appraisal are the HR practices that distinguish among 

employees in these patterns. These results go beyond previous happy-productive and HRM studies 
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because they help to advance our understanding of the role of specific HR practices in identifying 

employees’ patterns of well-being and performance. 
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CHAPTER VII. HR PRACTICES PREDICTING FOUR EUDAIMONIC WELL-BEING 
AND TASK PERFORMANCE PROFILES: AGE AS MODERATOR 
 

1. Introduction 

A fertile, but surprisingly unexplored area of research in HRM, is the study of the impact 

of HR practices on eudaimonic well-being and performance simultaneously. Scholars have well 

documented the effects of HR practices on performance (Huselid, 1995; Jiang, Lepak, Hu, & Baer, 

2012; Subramony, 2009), and on the relationship between well-being (e.g., job satisfaction) and 

performance (Van de Voorde et al., 2011). More expansive research also shows that age is an 

important moderator of that second relationship (Kooij et al., 2013). However, whether HR 

practices impact eudaimonic well-being, reminds obscured.  

The impact of HR practices on eudaimonic well-being may raise some skepticism, 

however, popular knowledge (e.g., the adagio that “work dignifies a person´s life”), spiritual 

leaders (e.g., “where there is not work there is not dignity”, Pope Francis, 2013), and international 

organizations (e.g., “everyone who works ensures for himself and his family an existence worthy 

of human dignity”, United Nations, 1948) all indicate that work becomes a source that provides 

meaning and growth to people’s life. So, it may be likely to expect that some aspects of work 

impact on eudaimonic well-being.  

 We propose this longitudinal study (T1 and T2) to analyze the impact of HR practices 

considering synergistic (happy-productive or unhappy-unproductive) and antagonistic patterns 

(happy-unproductive or unhappy-productive) between eudaimonic well-being and task 

performance. First, we ground the conservation of resource theory (Hobfoll, 1989) we propose that 

organizations provide, protect, share, foster, and pool resources to employees, using passageways 

(Hobfoll, 2011) such as HR practices. This in turn improves eudaimonic well-being and 
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performance. Second, there is a heated debate whether HR practices benefit employees and 

organizations or tax employee well-being to maximize performance (Guest, 2002; Peccei, 2004). 

Thus, we contribute to elucidate the impact of HR practices by examining four patterns between 

well-being and task performance. These two outcome variables have been typically studied under 

the umbrella of the happy-productive worker thesis. However, meta-analytic results have been 

inconclusive (e.g., Iaffaldano & Muchinsky, 1985). More recent research proposes to expand that 

model to study four patterns (Ayala et al., 2016). Therefore, our first specific research aim is to 

empirically identify the four patterns: happy-productive, unhappy-productive, happy-productive, 

and unhappy-productive.  

Finally, we also examine the moderating effect of age in the HR practices-well-being-

performance link. The skeptical view in HRM research predicts null effects on well-being unless 

researchers include key moderators, such as age (Peccei, 2004). Indeed, recent studies shows that 

the associations between HR practices and well-being and performance change with age (see Kooi 

et al., 2013). Therefore, to contribute to this emerging literature, our second specific research aim 

is to study the moderating role of age on the impact of HR practices on eudaimonic well-being and 

performance. 

Taken together, the main purpose of this study is to show that HR practices at Time 1, 

predict eudaimonic well-being (purpose in life and personal growth) and task performance 

(evaluated by supervisors) at Time 2 (a year after) and that age moderates that effect. More 

specifically, in this study we examine whether and when the probability to have a specific pattern 

(e.g., happy-productive) predicted by specific HR practices, increases or decreases as age varies. 

Grounding on previous studies (e.g., Kooij et al., 2013), we draw on life-span theories, such as the 

selection, optimization and compensation (SOC) theory (Baltes, Staudinger, & Lindenberger, 
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1999), to argue that employees pursuit either growth or maintenance goals, therefore the utility of 

HR may change with age. Thus, we would expect that the probability of having a specific pattern 

predicted by HR practices, is moderated by age, see Figure 7.1. 

 

 

 

 

 

 

 

 

 

 

Figure 7.1 HR practices as predictors of four eudaimonic well-being-performance 
patterns and the moderating role of age. 

 

With this study, we provide two main contributions. First, we test a theoretical taxonomy 

of four well-being-performance patterns, considering eudaimonic well-being. This taxonomy 

echoes previous findings from social and cognitive psychology about the existence of unbalanced 

combinations between well-being and performance (e.g., Baron et al., 2012; Clore & Huntsinger, 

2007; George & Zhou, 2002; Storbeck & Clore, 2005; Zhou & George, 2001). Second, we extend 

previous findings about the moderating effect of age on the impact of HR practices (e.g., Kooij et 

al., 2013) by studying eudaimonic well-being and performance as outcome variables. 
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1.1 Eudaimonic well-being and performance 

Eudaimonic well-being is defined by Ryff (1989) as “the ideal in the sense of an excellence, 

a perfection toward which one strives, and it gives meaning and direction to one's life” (p. 1070). 

Similarly, Ryan and Deci (2001) describe eudaimonic well-being as an approach that especially 

focuses on meaning and self-realization, and define it as “the degree to which a person is fully 

functioning” (p. 141). Although there are several indicators of eudaimonic well-being (e.g., self-

acceptance), Ryff and Singer (2008) consider that purpose in life and personal growth are “the two 

pillars of eudaimonia” and therefore, the “two most eudaimonic aspects of well-being” (p. 27, 29). 

Accordingly, in this study we focused on these two aspects of eudaimonic well-being.  

Purpose in life refers to “the believe that one’s life is purposeful and meaningful”, while 

personal growth is “a sense of continued growth and development as a person” (Ryff, 1989, p. 

720). People who have purpose in life believe that their existence is not futile, vain or nihilistic, 

on the contrary, they have goals, intentions, and sense of direction, all these being translated in an 

overall sense that life is meaningful. People with sense of personal growth are continuously 

growing and confronting different challenges or tasks through their lives, so rather that achieving 

a situation where all the problems are solved and neglecting new experiences, people with high 

levels of personal growth expands as a person and they are open to new experiences (Ryff, 1989).  

Together, purpose in life and personal growth are synonyms of mental health, maturity, 

and optimal psychological functioning and they also keep people endocranially and neurologically 

healthy (Lewis, Kanai, Rees, & Bates, 2014; Ryff & Singer, 2008). Purpose in life has also found 

to be negatively correlated with depression (r = -.82), anxiety (r = -.72), or stress (r = -.71) (Ola, 

2016). In this sense, the 2016 American Psychological Association Work and Well-being Survey, 

shows that lack of opportunity for growth or advancement has become the second source of work 
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stress (APA, 2016). Therefore, today psychologists, neuroscientists, economists, and international 

organizations acknowledge the relevance of the study and promotion of eudaimonic well-being 

(e.g., Lewis et al., 2014; National Research Council, 2013; OECD, 2013; Ryan & Huta, 2009; 

Vitterso, 2016).   

Performance is the other outcome variable of interest in this research. We study individual 

performance. Most of the HRM research is focused on the macro level of analysis when studying 

the impact of HRM practices on performance (e.g., Huselid, 1995), which assumes uniformity of 

variance across individuals, groups, and jobs, however, the micro level of analysis acknowledges 

that exist variability cross individuals (Wright & Boswell, 2002). Moreover, part of the impact of 

HR practices on organizational performance may go first trough the discretionary effort of 

individuals (van Veldhoven, 2012). We define individual performance as “employee behaviors 

that are consistent with role expectations and that contribute to organizational effectiveness; 

composed of task performance, citizenship behavior, withdrawal/counterproductivity, and creative 

performance” (Judge et al., 2012, p. 348). 

There has been a heated debated about what constitutes individual performance, to provide 

clarification, Koopmans et al. (2011) performed a systematic review of 58 studies from medical, 

psychological, and management databases. They found that across those disciplines, four general 

dimensions emerged: task performance, contextual performance, adaptive/creative performance, 

and counterproductive behavior. In a more recent study, Koopmans et al. (2013), asked to 

researchers, managers, and HR managers to divide 100 points between the four dimensions. They 

discovered that task performance was the most important dimension determining performance 

ratings (36 points). They also found that for managers and HR managers, quality and being result-

oriented are the two most important indicators of task performance. In our study, performance is 



199   Chapter VII 
_____________________________________________________________________________________ 

evaluated by supervisors, therefore, we focus on task performance having as main indicators 

quality and goal achievement. Task performance refers to “the total expected value of an 

individual’s behaviours over a standard period of time for the production of organizational goods 

and services” (Motowidlo & Kell, 2012, p. 46). 

1.2 Four patterns between eudaimonic well-being and performance 

Recent applied research suggests that employee well-being is significantly related to 

several key work outcomes, such as individual and unit performance, customer satisfaction, and 

employee retention (Fisher, 2010). However, most work-based studies have measured the hedonic 

as aspect of well-being and just recently empirical studies are also considering the eudaimonic part 

(Turban & Yan, 2016). This study contributes with this emergent literature by studying two 

synergistic and two antagonistic patterns.   

As we have suggested in previous chapters of this doctoral thesis, scholars describe that 

well-being and performance can also create antagonistic patterns i.e., happy-productive and 

unhappy-unproductive (e.g., Baron et al., 2012b; Bledow et al., 2013; George & Zhou, 2002; 

Storbeck & Clore, 2005; Zhou & George, 2001). In response, we have proposed that it is necessary 

to study two synergistic (happy-productive, and unhappy-productive) and two antagonistic 

patterns (happy-unproductive, and unhappy-productive). As we showed in the two previous 

empirical studies, it is possible to identify the four patterns in terms of hedonic well-being (e.g., 

job satisfaction or job-related affective well-being). The question now is whether it is possible 

identify those four patterns with eudaimonic well-being Thus, accordingly with our first specific 

research aim in this study, we propose to empirically identify the four patterns: happy-productive, 

unhappy-productive, happy-productive, and unhappy-productive, in terms of eudaimonic well-

being and task performance.  



Empirical Study III   200    
_____________________________________________________________________________________ 

 

First, we compare the happy-productive versus the unhappy-unproductive profile. In a 

recent study, Turban and Yan (2016), with data (n = 528) from administrative support employees 

in a large University in the US, found a positive and significant correlation between eudaimonic 

well-being (at work) and contextual performance. They also found that eudaimonic well-being 

explained unique variance on performance. These authors explain that when people experience 

eudaimonia, they experience their activities at work as providing personal growth, and that their 

activities have a purpose and bring benefits to their community. In turn, these employees exert 

extra discretionary effort and engage in extra-role behaviors, all this improving performance.  

Thus, we argue that employees with higher eudaimonic well-being, perceive that their activities at 

work are purposeful and meaningful, therefore, they will feel more motivated to exert extra 

discretionary effort and extra role behaviors, this in turn, enhances their performance.  

Considering the happy-unproductive pattern, as Turban and Yan (2016) shows, people with 

high levels of eudaimonic well-being are more willing to help others, and therefore they show 

more contextual performance, such as prosocial behaviors (i.e., behaviors that protect the welfare 

of other individuals, groups, or organizations, Brief & Motowidlo, 1986). However, in a recent 

review, Bolino and Grant (2016) show that prosocial behaviors have a dark side, increasing 

overload and stress and reducing task performance (Bergeron, 2007; Bolino & Turnley, 2005), 

undermining career success when organizations primarily reward individual accomplishments 

(Bergeron, Shipp, Rosen, & Furst, 2013), increasing nepotism (Levy & Williams, 2004), making 

employees more prone to break rules (Vardaman, Gondo, & Allen, 2014), and also making them 

more susceptible to the white knight syndrome i.e., when people rush to the rescue, or offer help 

that others may not want or need (Oakley, Knafo, Madhavan, & Wilson, 2011). In conclusion, our 
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documentation also suggests that, greater eudaimonic well-being can also be associated with lower 

task performance (Vanhove, Herian, Harms, Luthans, & DeSimone, 2014).  

We also find some arguments in the research field suggesting the existence of the unhappy-

productive pattern. First, employees are not passive recipients of norms, working conditions or 

managerial practices (van Veldhoven & Peccei, 2015), by the contrary, they are active agents that 

can transform their jobs (Wrzesniewski & Dutton, 2001) and employment conditions (Rousseau 

et al., 2006). Second, employees with low eudaimonic well-being may perceive that they are in a 

problematic situation, and so they may be motivated to do something about it (Schwarz & Clore, 

2007 p. 395). For instance, there are examples that dissatisfied employees are creative (Zhou & 

George, 2001) or that overqualified employees show high levels of contextual performance (Lin 

et al., 2017). Sometimes, in these occasions, it is not external conditions that count, but what we 

make of them (Csikszentmihalyi, 1997). In this sense, employees may find different ways to 

improve their working conditions through their performance. Thus, in the case of employees with 

low levels of eudaimonic well-being, they may attempt to fix their low levels of eudaimonic well-

being by enhancing their performance, this in turn, may eventually help them to escalate the 

organizational hierarchy to job positions with more meaningful activities. 

In summary, literature review points out to different underlying mechanisms that suggests 

four patterns between eudaimonic well-being and task performance. While the existence of 

synergistic patterns has been tested (e.g., Turban and Yan, 2016), antagonistic patterns between 

eudaimonic well-being and performance are still pending of empirical confirmation. For instance, 

considering the happy-unproductive pattern, we only know that eudaimonic behaviors, such as 

prosocial behaviors, can hinder performance, but it is still unclear whether experiencing 

eudaimonia (subjective appraisal, Huta & Waterman, 2014) can lead to lower performance. When 
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considering the unhappy-productive pattern our knowledge is more limited and theoretical. 

Therefore, the first specific aim of this study is to empirically identify empirically the four patterns.  

We also study whether HR practices predict the probability of presenting any of the four 

patterns. With this, we aim to contribute to elucidate the effect of HR practices on well-being and 

performance (Guest, 2011; Peccei, 2004).  

1.3 HR practices, eudaimonic well-being and performance 

Numerous theoretical frameworks such as signaling theories (Bowen & Ostroff, 2004), 

social exchange theory (Blau, 1964) and AMO theory (Appelbaum et al., 2000) have been use by 

scholars to explain the impact of HR practices on well-being and performance. However very little 

attention has been given to eudaimonic theories as framework for understanding the impact of HR 

practices on employee outcomes. To advance our understanding in this regard, we draw on the 

conservation of resources theory. 

Based on the COR theory we argue that organizations are pool of resources (Hobfoll, 

2011), and they are major providers of eudaimonic well-being. This is aligned with the idea that 

opportunities for self-realization occur via allocation of resources (Ryff and Singer, 2008). 

Organizations allocate such resources to employees via passageways of resources (Hobfoll, 2011). 

Passageways of resources are the way in which organizations provide, protect, share, foster, and 

pool resources to employees. We argue that some of those passageways are HR practices. COR 

theory also acknowledges that one of the universal resources that people value is well-being, and 

that people are likely to experience it when they have surplus of resources. At the same time, COR 

theory also tells us that when organizations fail to provide resources, employees tend to become 
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less productive or even counterproductive (Hobfoll, 2011). Thus, COR theory is useful to 

understand how and why HR practices might impact eudaimonic well-being and performance.      

In conclusion, drawing on COR theory, we can argue that well-being is a universal resource 

and organizations may benefit from providing this type of resources to avoid employees breaking 

down or exiting (Hobfoll, 2011), this in turn, assures job performance and organizational survival. 

Although organizations allocate resources via HR practices, however, the impact of HR practices 

may be different to different employees.  

1.4 HR practices, eudaimonic well-being and performance: age as moderator  

We propose that age moderates the impact of HR practices on eudaimonic well-being and 

performance. The basic idea is that HR practices do not homogenously impact all employees 

(Wright & Boswell, 2002), and some may have a stronger impact on eudaimonic WB and 

performance, depending on the age of employees. This idea aligns with the skeptical view of HRM 

research, which proposes that the impact of HR practices on well-being and performance, is largely 

moderated by variables, such as age (see Peccei, 2004). Grounding on previous studies examining 

the moderating effect of age in the HR practices-well-being-performance link (e.g., Kooij, 2013), 

we explain this moderating effect drawing the SOC and regulatory focus theories.  

The SOC theory (Baltes et al., 1999) proposes that there are three goals of ontogenetic 

development: growth (i.e., behaviors that help people to reach higher levels of functioning or 

higher levels of adaptability), maintenance (i.e., behaviors that either, help people to maintain 

levels of functioning when they face new challenges, or assist them to return to previous levels 

after a loss), and regulation of loss (i.e., behaviors that assist people to function adequately at lower 

levels). Moreover, scholars argue that these three lifespan goals are often translated into two goal 
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orientations focused on either promotion or prevention (Higgins, 1997; Kooij et al., 2013). Thus, 

accordingly with the regulatory focus theory (Higgins, 1997), goal orientations related with 

promotion, focus on aspirations and accomplishments, whereas goal orientations related with 

prevention, focus on responsibilities and safety. Based on these theories and arguments Kooij et 

al. (2013) proposes two types of HR practices: development (i.e., promotion) and maintenance 

(i.e., prevention) HR practices. Development HR practices are defined as “those related to 

advancement, growth and accomplishment that help individual workers achieve higher levels of 

functioning (e.g. training)”, whereas, maintenance HR practices are defined as “those related to 

protection, safety and responsibility that help individual workers maintain their current levels of 

functioning in the face of new challenges, or return to previous levels after a loss (e.g., performance 

appraisal)” (Kooij et al., 2013, p. 20).  

Moreover, SOC theory also predicts that the allocation of resources for growth, decreases 

with age, whereas the allocation of resources for maintenance and regulation of loss, increases 

with age (Baltes et al., 1999). In simple words, this theory proposes that people pursuit different 

goals at different ages, and they will allocate fewer resources for growth, and more on maintenance 

and regulation of loss as they get older. As we can see, SOC theory and COR theory are also 

aligned, if we consider that people “strive to retain, protect, and build resources and that what is 

threatening to them is the potential or actual loss of these valued resources” (Hobfoll, 1989, p. 

514). 

Taken together, the skeptical view of HRM states that age is an important moderator of the 

impact of HR practices on well-being and performance. This may happen because goal focus 

changes with age, and therefore, the utility of HR practices. To contribute to this emerging 
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literature, our second specific research aim is to study the moderating role of age on the impact of 

HR practices on eudaimonic well-being and performance. 

 1.5 Hypotheses development 

1.5.1 The relationship of HR practices and the synergistic patterns: Age as moderator 

According to the COR theory, resources are not only objects but also conditions (e.g. 

marriage, tenure, or seniority) and energies (e.g., time money and knowledge). Organizations are 

pools of resources ant they to provide them to employees via HR practices, this in turn should 

improve eudaimonic well-being and performance. However, when organizations fail to provide 

resources via HR practices, this compromises employee’s well-being and performance, and their 

permanence in their organizations (Hobfoll, 2011). At the same time and based on SOC theory, 

we argue that the impact of HR practices may not be ecumenical across employees. Goal focus of 

employees changes with age, from a focus on promotion in youth adulthood to a focus on 

prevention as one ages (Baltes, et al., 1999). Overall, we expect that as age decreases, higher levels 

of development HR practices will increase the probabilities of presenting the happy-productive 

pattern. On the other hand, as age increases, the combination of practices that maximize 

maintenance, will increase the probabilities of presenting the happy-productive pattern. Therefore, 

we hypothesize that: 

Hypothesis 1: High levels of development HR practices at T1, will increase more the 

probability of presenting a happy-productive pattern at T2, as age decreases. 

Hypothesis 2: High levels of maintenance HR practices at T1, will increase more 

probability of presenting a happy- productive pattern at T2, as age increases. 
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1.5.2 The relationship of HR practices and the antagonistic patterns: Age as moderator 

In case of the antagonistic patterns, counterintuitively, we may expect that not all the 

employees with high eudaimonic well-being will have high task performance and vice versa. 

However, COR theory or HRM theory does not help to elucidate the mechanisms explaining why 

HR practices may lead to antagonistic patterns. Therefore, we will explore whether development 

and maintenance HR practices can explain significantly the probability of presenting an 

antagonistic pattern among younger versus older employees. 

2. Method 

2.1 Participants and procedure  

The samples were composed by employees in different production and service 

organizations in Spain (18). From the initial sample (N = 593) we selected only those employees 

that had an individual hetero-evaluation of their performance provided by their supervisors (n = 

398). This data corresponds to employees from 18 organizations in Spain. The selected sample 

had slightly more females (51%). The average age was 40 years old. The majority had a major 

degree (63%). Most of the employees had an organization tenure of more than five years (74%) 

and occupied an intermediate position (38%) [ranging from unskilled workers (5%) to director 

position (10%)]. Most the employees worked within the finance (42%) and chemical sector (26%). 

To collect the data, we first arranged a meeting with Directors and/or head HR managers 

to explain the main objectives of the research and the procedure of data collection. Then they 

invited employees to participate in the study and they were assured that all the data would be 

always treated confidentially. Participation was voluntary and those who gave their consent 

answered the questionnaire. We collected the data in three ways: on paper, via on-line or by tablets. 

Data in T1 was collected during the spring of 2013 and data in T2 was collected a year after.  
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2.2 Variables and measures 

 2.2.1 HR practices 

In Time 1, we measured eight HR practices with a twenty-four-item scale. Based on factors 

loadings, we selected twenty-one items from the scale of Boon et al. (2011) to measure 

recruitment-selection-promotion, competitive pay system, training and development, performance 

appraisal, contingent pay and rewards, job security, and WLB. Additionally, we created three items 

to measure exit (e.g., when organizations help the employee in his/her retirement process) as 

another type of human resource practice. HR practices focused on exit are crucial for employees, 

but surprisingly largely neglected in previous HR practices studies (Boselie et al., 2005), with few 

exceptions (e.g., Peiró, Tordera, & Potocnik, 2013). Villajos, Tordera, and Peiró (working paper) 

have provided evidence of the validity of this scale (i.e., construct, convergent, and discriminant) 

studied in a Spanish sample.  

As noted before, development HR practices are those related to advancement, growth, and 

accomplishment and they help employees to achieve higher levels of functioning or higher levels 

of adaptability. The HR practices included within this category are recruitment-selection-

promotion, training and development, performance appraisal, contingent pay and rewards, and 

competitive salary. Maintenance HR practices are those related to protection, safety and 

responsibilities that help employees to maintain their current levels of functioning in the face of 

new challenges, or return to previous levels after a loss. The HR included within this category are 

job security, WLB, and exit. 

Although HR practices can reinforce each other, generating positive synergistic 

relationships (see Delery, 1998), we study effects of individual HR practices. It is still unknown 

whether the HRM system (i.e. gestalt), bundles, or individual practices influence well-being and 
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performance (Paauwe et al., 2013). Moreover, different HR practices may have different impacts 

on well-being and performance, all this indicates that there is need to study differential effects of 

various practices (Van De Voorde et al., 2011), which might allow us to move beyond statistical 

significance toward effect size estimations (Guest, 2011). 

Following the common praxis of studies about HR practices (e.g., Kooij et al., 2013), we 

measured the use each of the eight HR practices in the organization, in terms of their intensity as 

evaluated by employees. To improve our understanding of the impact of HR practices on well-

being and performance, the unit of analysis is the individual, and not the organization, and the 

respondents were the employees, and not the managers, i.e., a micro-HRM approach (Canibano, 

2013; Green et al., 2006). The traditional macro-HRM-approach may be naïve and detrimental for 

the development of the field if it does not consider the possible fact that organizations may 

implement different HR practices with different employees (Lepak & Snell, 1999). Also, employee 

outcomes such as well-being, performance or motivation greatly depend on the perceptions that 

employees have about HR practices (Guest, 1999). A sample item is the one of training: “My 

organization offers me… the opportunity to follow training, courses and workshops”. All items 

were scored on a 5-point Likert scale (1 = not at all, 5 = to a very great extent). We report reliability 

coefficients (bold) in Table 1. 

2.2.2 Eudaimonic well-being 

In Time 2, we assessed eudaimonic well-being with eleven items from the psychological 

well-being scale proposed by Ryff (1989). The original scale is composed by six dimensions (self-

acceptance, environmental mastery, positive relations with others, personal growth, purpose in 

life, and autonomy), however, we focused on purpose in life and personal growth because these 

are the most enduring dimensions. Accordingly with the author of the scale, “Those are the most 
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existential, humanistic scales, and […] represent the newest scientific territory (self-acceptance is 

similar to prior work on self-esteem, positive relations with others is similar to a multitude of social 

relational measures, environmental mastery is similar to sense of control, autonomy is very 

Western and is a kind of nonconformity index)” (Ryff, 2013, personal communication). We 

selected eleven items (six for purpose in life and five for personal growth) considering those with 

higher factor loadings. Three items were reverse-scored, so that high scores represented high 

eudaimonic well-being. A sample item is: “For me, life has been a continuous process of learning, 

changing, and growth”. All items were scored on a 7-point Likert scale (1 = strongly disagree, 7 = 

strongly agree).  

2.2.3 Task Performance  

In Time 2, we also measured employee performance with a three-item scale. The items 

were adapted from the work-team performance scale (Hernández, González-Roma, Bashshur, & 

Peiró, working paper). Thus, we asked managers to evaluate the individual performance of each 

subordinate. A sample item is: “What is the quality of his/her work?”. All items were score on a 

5-point Likert scale (1= very good, 5= very bad).  

2.2.4 Control Variables 

To eliminate alternative explanations, we controlled for gender, salary, occupational 

category, organizational tenure, and firm size. We describe in detail the choices and procedures 

regarding the control variables to ensure transparency and to allow reproducibility of results 

(Bernerth & Aguinis, 2016). 

Gender is a common control variable in happy-productive worker studies (e.g., Hahn et al., 

2012). For the rest of the variables, we draw on concepts of the strength of HRM i.e., consistency, 
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distinctiveness, and consensus (see Bowen & Ostroff, 2004). Considering their consistency, HR 

practices may vary across modalities of personnel. For instance, Kooij et al., (2013) found a 

significant positive correlation between the occupational category, HR practices, well-being, and 

performance. Considering their distinctiveness, HR practices may be more visible and 

interpretable for employees with more years of tenure and they may be more visible in smaller 

firms. In terms of their consensus, HR practices may or may not adhere to principles of fairness 

and therefore, those with higher salaries may receive more HR practices. 

Additionally, we also controlled for job self-efficacy and orientation to eudaimonic 

happiness. Meta-analytic evidence shows that self-efficacy predicts well-being (e.g., job 

satisfaction) and performance (Judge & Bono, 2001). We applied the three-items subscale of job 

self-efficacy from the psychological capital scale (Luthans et al., 2007). A sample item is: “I feel 

confident presenting information to a group of colleagues”. All items were scored on a 7-point 

Likert scale (1 = completely disagree, 6 = completely agree).  Orientation to eudaimonic happiness 

is strongly correlated with a eudaimonic life (e.g., inspiration) and eudaimonic behavior (e.g., the 

pursuit of excellence) (Henderson, Knight, & Richardson, 2014; Huta & Waterman, 2014). We 

measured orientation to eudaimonic happiness with an adaptation of the scale of orientation to 

happiness (Peterson, Park, & Seligman, 2005), which has been validated in a Spanish sample 

(Lorente, Tordera, & Peiró, working paper). A sample item is: “What I do is important for the 

society”. All items were scored on a 5-point Likert scale (1 = not at all, 5 = a lot). 

2.3 Statistical analyses 

2.3.1 Cluster Analyses  

To test the four-profile taxonomy, we performed a two-step procedure i.e., combining 

hierarchal and non-hierarchical, as recommended by Hair and Black (2000). Blashfield and 
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Aldenderfer (1988) with this procedure we reduce the risk of cluster mis-assignment, which is a 

common problem in hierarchical cluster methods. We apply the two-step cluster analysis for the 

398 employees considering the Log-likelihood distance to measure the distance between 

eudaimonic WB and performance among workers. The Bayesian Information Criterion (BIC) 

suggested that a three-cluster solution had enough levels of cohesion and separation. 

In this analysis, we followed four steps. First, we standardized the scores of our dependent 

variables to facilitate the interpretation of the cluster solution. By doing this, we also eliminate 

means of raw scores of arbitrary units of scaling (Nunnally & Bernstein, 1994). Second, we named 

the clusters, considering the highest and lowest levels of eudaimonic WB and performance. Third, 

we graphically represented the standardized centroids (means of eudaimonic well-being and 

performance) of each cluster. Additionally, we performed an analysis of variance (ANOVA) to 

verify significant differences among the latent profiles in the levels of eudaimonic well-being and 

performance.  

2.3.2 Outlier definition, detection, and handling 

Researchers commonly view outliers as problems to be fixed and the common praxis 

suggests removing them from the analyses (Aguinis, Gottfredson, & Joo, 2013). However, we are 

interested in the advancement of the happy-productive thesis and the conflicting outcomes model, 

precisely by identifying cases where those models do not fit. Following the recommendations from 

Aguinis et al. (2013) we defined, identified, and handled outliers (Aguinis et al., 2013). We defined 

outliers as cluster analysis outliers i.e., outliers that exist as result of conducting cluster analysis. 

Accordingly, we identified outliers by asking to the two-step cluster procedure to detect possible 

outliers at the 25%. We handle the outliers by studying them in detail i.e., performing further 

analysis with and without them, to decide if they affect substantive the conclusions.  
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2.3.4 Multinomial Analysis 

To test our hypotheses about the moderating effects of age, we employed multinomial 

logistic regression analyses to compare the membership having the happy-productive profile 

(reference profile) versus the odds of membership of having any of the other three profiles. Thus, 

we tested three models to check whether the interaction effects provide statistically significant 

improvement in the model-fit. In the first model, we considered the control variables. In the second 

model, we also introduce the HR practices and age. In the third model, we also introduce the 

interaction of each of the HR practices × Age. Multinomial regressions are the most appropriated 

statistical technique to investigate the effects of predictors on dependent variables that are nominal 

and with several categories (Miles & Shelvin, 2001).  

3. Results 

We report means, standard deviations, bivariate correlations, and reliability coefficients for all 

listed variables in Table 7.1. Table 7.1 shows that eudaimonic well-being is not significantly 

correlated with task performance (.05), however, is positively correlated with seven HR practices 

(from .10 to .23, p < .01) except for exit. It is remarkable that task performance is not correlated 

with any of the HR practices. Further, age is not significantly related with eudaimonic well-being 

or task performance. These last results resemble previous studies showing that age is related to 

several employee outcomes (e.g., greater OCB), however it is unrelated to supervisor-tated task 

performance (Ng & Feldman, 2008). Moreover, in contrast with previous research (Kooij et al., 

2013), although age is negatively correlated with development HR practices, we found null 

relationships with maintenance HR practices. 
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3.1 Profiles of eudaimonic well-being and task performance 

By applying the two-step cluster analysis, we identified a 3-cluster solution where different 

levels of eudaimonic well-being and task performance coexist (see Figure 7.2). Cluster 1, happy-

productive, comprised 26% of the sample (106 employees) and showed the highest means 

(standardized) of eudaimonic well-being (.67) and task performance (1.05). Cluster 2, happy-

unproductive, comprised 48% of the sample (191 employees) and showed high eudaimonic well-

being (.34) and the lowest task performance (-.56). Cluster 3, unhappy-productive, comprised 

around 24% of the sample (97 employees) and showed the lowest eudaimonic well-being (-1.38) 

versus the second highest task performance (0.10). ANOVA results showed that there were 

significant differences in the levels of eudaimonic well-being (F(2, 391) = 349.65, p < .05,  ƞ2 = 

0.64) and task performance (F(2, 207) = 374.73, p < .05, ƞ2 = 0.50) among the three profiles.  

 

Figure 7.2 Four cluster solution. Cluster means standardized. 
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However, we failed in identifying the unhappy-unproductive profile. Although the two-

step cluster analysis grouped four cases with low levels of eudaimonic well-being (-.25) and task 

performance (-3.39), these were identified as outliers. A follow up, performing further analyses 

with and without them, revealed that they did not affect the rest of the results i.e., they were not 

influential outliers (Aguinis et al., 2013). Taken together, these results provided robust evidence 

for three profiles. Surprisingly, the most populated one was the happy-unproductive. 

3.2 HR practices as predictors of the four eudaimonic WB-performance profiles: age 

as moderator 

In the third multinomial model, we consider the direct effects of control variables, HR 

practices and the interactions of each of the HR practices × Age. In terms of direct effects, we 

found that four control variables were statistically significant i.e., organizational tenure, salary, job 

self-efficacy, and orientation to eudaimonic happiness. We found that employees with lower tenure 

(i.e., 1-5 years) had less probabilities of presenting the happy-unproductive pattern (and therefore 

they have higher probabilities of presenting the happy-productive), in comparison with employees 

with more tenure (i.e., > 5 years). On the other hand, employees with lower salaries (i.e., < 1500€, 

and > 1500-1999€) had more probabilities of presenting the happy-unproductive pattern (than the 

happy-productive), in comparison with employees with higher salaries (i.e., > 1500-1999€). In 

simple words, employees had more probabilities of having the happy-productive than the happy-

unproductive profile, when they had less tenure years and a higher salary (see Table 7.2). On the 

other hand, we also found that self-efficacy and orientation to eudaimonic happiness decreased the 

probabilities of presenting the unhappy-productive profile (see Table 7.3).
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Note: n = 398. * p < .05, ** p < .01 (two-tailed).

TABLE 7.1 Means (M), Standards Deviations (SD), correlations, and reliability coefficients (bold).  

 M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 

                     

1. Gender (F = 0, M = 1) 0.47 0.50                   
2. Age 40.2 8.19 -0.01                  
3. Self-efficacy 4.74 0.79  0.06  0.02  0.76                
4. Orientation to EW 3.46 0.71 -0.06  0.10  0.36**  0.70               
5. Occupational category 3.43 1.11 0.14**  0.11*  0.08  0.10               
6. Organizational tenure 2.90 1.15 -0.09  0.31**  0.19**  0.01 0.10              
7. Salary 3.59 0.95 0.28**  0.25**  0.24**  0.04 0.46**  0.22**             
8. Firm size 263 89.4 -0.01 -0.26**  0.01 -0.10 0.02 -0.20** 0.07            
9. Recruitment and selection 3.28 1.04 -0.07 -0.18**  0.11*  0.04 0.03 -0.06 0.12* 0.32** 0.78          
10. Competitive pay system 2.84 1.00  0.08 -0.15**  0.08  0.01 0.08 -0.03 0.26** 0.32** 0.56** 0.84         
11. Training and development 3.74 1.05 -0.01 -0.10*  0.18**  0.06 0.17**  0.01 0.24** 0.24** 0.67** 0.51** 0.87        
12. Performance appraisal  3.37 1.15  0.01 -0.12*  0.18**  0.02 0.10*  0.06 0.17** 0.37** 0.62** 0.55** 0.66** 0.90       
13. Contingent pay and rewards 2.91 1.13  0.03 -0.14**  0.21**  0.05 0.19**  0.07 0.34** 0.17** 0.52** 0.68** 0.58** 0.61** 0.80      
14. Job security 4.05 1.07 -0.01  0.01  0.21**  0.08 0.10*  0.38** 0.32** -0.07 0.39** 0.40** 0.47** 0.33** 0.47** 0.87     
15. WLB 3.36 1.15 -0.13**  0.05  0.15**  0.14** 0.05  0.05 0.03 -0.05 0.30** 0.26** 0.32** 0.26** 0.25** 0.33** 0.77    
16. Exit 1.91 0.92 0.13** -0.03  0.00  0.07 0.01  0.02 -0.03 -0.01 0.25** 0.33** 0.20** 0.22** 0.18** 0.22** 0.24** 0.65   
17. Eudaimonic well-being 5.77 0.74 -0.08 -0.09  0.36**  0.27** 0.14**  0.01 0.11* 0.02 0.10* 0.14** 0.23** 0.17** 0.21** 0.16** 0.21** 0.02   0.81  
18. Task Performance 4.17 0.55 -0.04  0.02  0.04 -0.01 0.08 -0.03 0.12* -0.05 -0.05 -0.05 -0.03 0.01 -0.03 -0.02 0.02 -0.03 0.05 0.83 
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The results also showed that only two HR practices had direct significant impact on the 

patterns i.e., job security and recruitment-selection-promotion. On one hand, when employees 

experience job security, they have less probabilities of presenting the happy-unproductive pattern. 

On the other hand, when employees experience the HR practice of recruitment-selection-

promotion, they had less probabilities of presenting the unhappy-productive pattern. This means 

that those practices decreased the probabilities of having an antagonistic pattern and increased the 

probabilities of having the happy-productive pattern.   

Moving forward, the interaction effects of HR practices and age was of interest in this 

study. Multinomial analyses (i.e., the tree models previously describe) revealed that the 

interactions of HR practices × Age provide a statistically significant improvement in the chi 

squared (X2 = 114.70 df = 60, p < .001, pseudo rsquare = .41), and therefore were statistically 

significant. Table 7.4 shows the coefficients and log odds of membership in a profile cell by HR 

practices × Age (controlling for gender, salary, occupational category, organizational tenure, firm 

size, job self-efficacy, and orientation to eudaimonic happiness) when compared against 

membership in the reference profile (i.e., the happy-productive).  

We found six significant HR practices × Age interactions, four in the happy-unproductive 

profile and two in the unhappy-productive, compared to the happy-productive pattern. However, 

in all the cases, when age increased, the interaction with the HR practices was rather innocuous 

i.e., neither, increased or decreased their probabilities of having any of the two unbalanced profiles. 

Based on these results, we failed to confirm hypothesis 2, because the moderating effects on the 

relationships between HR practices and eudaimonic well-being and task performance, as age 

increased, was rather innocuous.  
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TABLE 7.2 Multinomial Logistic Regression Coefficients of the Eudaimonic Well-being-
Task Performance Patterns Onto Covariates. Direct effects. 

  TASK PERFORMANCE 

  UNPRODUCTIVE PRODUCTIVE 

EUDAIMONIC WELL-BEING Coefficient Log-odd Coefficient Log-odd 

HAPPY   

Reference  
Profile 

  COVARIATES   
   Organizational tenure 1          -.62        .51 
   Organizational tenure 2        -1.1      .31* 

   Organizational tenure 3        1.0 

    Salary 1           1.7  5.6* 
    Salary 2    1.3  4.0* 
    Salary 3        1.0 
    Job self-efficacy        -.10   .90 
    Orientation to EH   -.29   .74 

UNHAPPY 

Profile no 
Identified 

  
  COVARIATES         
    Tenure 1     -2.2      .10 
    Tenure 2         -.77      .45 
    Tenure 3             1.0 
    Salary 1           .77     2.1 
    Salary 2    1.4    4.3 
    Salary 3          1.0 
    Self-efficacy  -1.0      .33*** 
    Orientation to EW  -1.0      .35*** 

Note. N= 258 after listwise deletion of cases with missing data Empty cells were the reference profile 
which was the happy-productive pattern and the odds ratio for the reference category is always 1. The 
pattern no identified was the unhappy-unproductive. Tenure 1 = < 1 year, Tenure 2 = 1-5 years, Tenure 
3 = > 5 years. Salary 1 = < 1500€, Salary 2 = > 1500-1999€, Salary 3 = >1999€.  
  
Empty cells were the reference profile, and the reference number for the odds ratio for the reference 
category is always 1.0. Coefficients above 1 = have higher odds to be classified in that specific profile 
(than in the reference profile). Coefficients below 1 = have lower odds to be classified to that specific 
profile (than in the reference profile). In bold all the significant coefficients.* p < .05. ** p < .01. *** 
p < .001 (two-tailed).  
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Considering the happy-unproductive profile, recruitment-selection-promotion and 

contingent pay and rewards had similar interactions with age. Compared with the happy-

productive pattern (i.e., the reference profile), the odds of presenting the happy-unproductive 

pattern increased as recruitment-selection-promotion, and contingent pay increased and age 

decreased (see Figure 7.3 and 7.5). On the other hand, competitive salary and job security had also 

similar interactions with age, in this case, by decreasing odds ratio. Compared with employees 

TABLE 7.3 Multinomial Logistic Regression Coefficients of the Eudaimonic Well-being-
Task Performance Patterns Onto HR Practices. Direct effects. 
  TASK PERFORMANCE 

  UNPRODUCTIVE PRODUCTIVE 

EUDAIMONIC WELL-BEING Coefficient Log-odd Coefficient Log-odd 

HAPPY   

Reference  
Profile 

  HR PRACTICES    
    Recruitment and selection   .62     1.0 
    Competitive Salary  .15     1.1 
    Training and development -.51  .59 

    Performance appraisal .29     1.3 
    Contingent pay -.08   .91 
    Job security .66 1.9* 
    WLB -.31   .73 
    Exit -.12   .82 

UNHAPPY 

Profile no 
Identified 

  
  HR PRACTICES          
    Recruitment and selection     .84      2.32* 
    Competitive Salary    -.64        .53 
    Training and development    -.45         .63 
    Performance appraisal     .20       1.2 
    Contingent pay -.43        .64 
    Job security -.30         .73 
    WLB -.48        .61 
    Exit  .25      1.2 

Note. N= 258 after listwise deletion of cases with missing data Empty cells were the reference profile 
which was the happy-productive pattern and the odds ratio for the reference category is always 1. The 
pattern no identified was the unhappy-unproductive. Coefficients above 1 = have higher odds to be 
classified in that specific profile (than in the reference profile). Coefficients below 1 = have lower odds 
to be classified to that specific profile (than in the reference category). In bold all the significant 
coefficients. * p < .05. ** p < .01. *** p < .001 (two-tailed).  
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with the happy-productive profile, the odds of having the happy-unproductive profile decreased as 

competitive salary and job security increased and age decreased (see Figures 7.4 and 7.6).  

Considering the unhappy-productive profile, competitive salary and training and 

development had opposite interaction effects with age. Compared with the happy-productive 

TABLE 7.4 Multinomial Logistic Regression Coefficients of the Eudaimonic Well-being-
Task Performance Patterns Onto HR Practices × Age. Interaction terms. 

  TASK PERFORMANCE 

  UNPRODUCTIVE PRODUCTIVE 

EUDAIMONIC WELL-BEING Coefficient Log-odd Coefficient Log-odd 

HAPPY   

Reference  
Profile 

  HR practices × Age   
    Recruitment and selection     -.61       .54 Ɨ 
    Competitive Salary     .91      2.49** 

    Training and development   -.59     .54 

    Performance appraisal     .09   1.09 
    Contingent pay    -.56       .56 Ɨ 
    Job security 1.0      2.93** 
    WLB    -.22    .80 
    Exit     .30 1.3 

UNHAPPY 

Profile no 
Identified 

  
  HR practices × Age         
    Recruitment and selection      .15      1.1 
    Competitive Salary       .81      2.2 Ɨ 
    Training and development  -1.0         .35 Ɨ 
    Performance appraisal      -.11         .89 
    Contingent pay   -.35        .70 
    Job security   -.02         .95 
    WLB     .31      1.3 
    Exit     .01      1.0 

Note: N = 258 after listwise deletion of cases with missing data. Empty cells were the reference profile 
which was the happy-productive pattern and the odds ratio for the reference category is always 1. The 
pattern no identified was the unhappy-unproductive. Interaction coefficients above 1 = have higher 
odds to be classified in that specific profile (than in the reference profile). Interaction coefficients 
below 1 = have lower odds to be classified to that specific profile (than in the reference category). In 
bold all the significant interaction coefficients. Ɨ: p < 0.1. * p < .05. ** p <  .01 (two-tailed). 
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pattern, the odds of having the unhappy-productive pattern decreased as competitive salary 

increased and age decreased. On the other hand, compared with the happy-productive profile, the 

odds of having the unhappy-productive profile increased as training and development increased 

and age decreased (see Figures 7.7 and 7.8). 

In simple words, and considering our hypotheses, as age decreased there were less 

probabilities of presenting an antagonistic pattern when employees experienced more the HR 

practices of competitive salary and job security. Therefore, these two practices provided some 

support for our hypothesis 1: younger employees that experience high levels of development HR 

practices at T1, will have more probabilities of having the happy- productive at T2, than their 

older counterparts. Surprisingly, job security showed a counterintuitive effect, contrary to what 

we had expected, this was significant among younger employees, increasing their probabilities of 

having the happy-productive pattern, On the other hand, as age increased there were more 

probabilities of presenting and antagonistic pattern when employees experienced more the HR 

practices of recruitment-selection-promotion and contingent pay (i.e., the happy-unproductive) 

and training and development (i.e., the unhappy-productive). Therefore, these three HR practices 

might be those that produce antagonistic patterns between eudaimonic well-being and task 

performance among younger employees.  

In summary, five out of eight HR practices show interaction effects with age and these 

were recruitment-selection-promotion, competitive salary, training and development, contingent 

pay, and job security. Recruitment-selection-promotion, contingent pay, and training and 

development, increased their probability of having an antagonistic pattern at T2, as age decreased. 

The most significant interactions were Competitive salary and Job security × Age, respectively, 

which exponentially decreased the probability of having the happy-unproductive, and therefore 



Empirical Study III   221 
_____________________________________________________________________________________ 

increased the probability of presenting the happy-productive patterns as age decreased. Finally, 

any of the interactions altered the odds ratio of having an unbalanced profile when aged increased. 

 

 

 FIGURE 7.3 Interaction between recruitment, selection & 
promotion and age. Log odds to be in the HAPPY-
UNPRODUCTIVE profile. The category of reference is the 
happy-productive.  

FIGURE 7.4 Interaction between competitive salary and 
age. Log odds to be in the HAPPY-UNPRODUCTIVE 
profile. The category of reference is the happy-productive. 

FIGURE 7.5 Interaction between contingent pay & rewards 
and age. Log odds to be in the HAPPY-UNPRODUCTIVE 
profile. The category of reference is the happy-productive. 

FIGURE 7.6 Interaction between job security and age. Log 
odds to be in the HAPPY-UNPRODUCTIVE profile. The 
category of reference is the happy-productive. 

FIGURE 7.7 Interaction between training & development 
and age. Log odds to be in the UNHAPPY-PRODUCTIVE 
profile. The category of reference is the happy-productive. 

FIGURE 7.8 Interaction between competitive salary and 
age. Log odds to be in the UNHAPPY-PRODUCTIVE profile. 
The category of reference is the happy-productive. 
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4. Discussion 

Eudaimonic well-being is a cornerstone of well-being in psychology (Huta & Waterman, 

2014; Ryan & Huta, 2009; Ryff & Singer, 2008; Vitterso, 2016; Waterman, 2008). However, in 

HRM research, few efforts have been made to explore the impact of HR practices on eudaimonic 

well-being. Today, most of the HR practices literature is focusing on the question whether HR 

practices provide benefits for both, employees (e.g., job satisfaction) and organizations (e.g., 

financial) i.e., mutual gains, or whether they tax well-being to improve organizational performance 

i.e., conflicting outcomes (see Van de Voorde et al., 2011). This tendency has resulted in increasing 

statistical sophistication (e.g., multilevel analysis). However, we are not addressing basic 

questions, such as which practices or combinations of them have most impact on well-being and 

individual performance (Guest, 2011) or in what situations do they have it. As Guest et al. (2011, 

p. 11) noted, “there is a danger that we will let the weeds grow under our feet as we try to raise our 

sights to new challenges”. As we showed, HR practices can predict different patterns of 

eudaimonic well-being and performance, and so neglecting the study of this type of well-being 

obscures the bigger picture. Therefore, we have questioned whether, why, and when HR practices 

predict different patterns of eudaimonic well-being and performance. By answering these 

questions, we attempted to illuminate this blind side on HRM research. 

Accordingly, our main research aim in this study was to show that HR practices at Time 1, 

predict different combinations of eudaimonic well-being and task performance at Time 2 and that 

age moderates that relationship. In so doing, we also attempted to extend previous findings about 

the moderating effects of age on the impact of HR practices on well-being and performance (e.g., 

Kooij et al., 2013). Considering our first specific research aim we showed that the combination of 

eudaimonic well-being and task performance produces different patterns. We then extended 



Empirical Study III   223 
_____________________________________________________________________________________ 

previous research in several ways. First, despite recent reviews suggesting antagonistic patterns 

between eudaimonic well-being behaviors (e.g., prosocial behaviors) and performance (Bolino et 

al., 2013), there had been not attempts to test this possibility with subjective appraisals of 

eudaimonic well-being (see Huta & Waterman, 2014). Thus, we incorporated cases where 

eudaimonic well-being is positively related to performance (Turban & Yan, 2016) or where 

eudaimonic well-being is negatively related to performance (Vanhove et al., 2014). Second, we 

found that three patterns between eudaimonic well-being and task performance exist. Together, 

they encompassed more than 70% of the total sample. Although results showed that eudaimonic 

well-being and task performance had null correlation, we found that combined, three patterns 

emerge. This indicates the relevance of studying both outcome variables combined to identify 

different patterns (e.g., with clustering techniques) and by not doing it, we might not capture a 

bigger well-being-performance picture. Surprisingly, the most populated pattern was the unhappy-

productive with 48% of the total simple. This indicates that our way to measure performance may 

not cover the most fulfilling aspects, such as OCB, creative performance, or innovative 

performance. Another possibility is that these employees decide to engage on prosocial behaviors 

and other fulfilling activities in other scenarios beyond work settings. Thus, as too much precocial 

behaviors at work can decrease performance, the same may happen with prosocial behaviors out 

of work.  

We partially confirmed our hypothesis 1a. We found that higher levels of competitive 

salary decreased the probability of having an antagonistic pattern, and therefore, increased the 

probability of having the happy-productive pattern as age decreased. On the other hand, although, 

we hypothesized that job security as especially relevant for older employees to achieve their 

maintenance goals, contrary to what we expected, having higher levels of job security also 
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increased the probability of having the happy-productive pattern as age decreased. This last result 

is aligned with the COR theory (Hobfoll, 1989) that a major threat for people is the loss of valued 

resources (e.g. job), thus, having a competitive salary and job security help employees to achieve 

their development goals the younger they are, increasing their eudaimonic well-being and task 

performance. These results are also aligned with the optimistic view of HRM and the mutual gains 

model (Peccei, 2004; Van de Voorde et al., 2011), that in general describe a win-win scenario for 

well-being and performance.  

In terms with our exploratory study of the effects of HR practices on antagonistic patterns, 

we found that higher levels of recruitment-selection-promotion and contingent pay and rewards, 

increased the probabilities of having the happy-unproductive pattern as age decreased. In the 

broader spectrum, these results are aligned with emerging research in O/B and I/O psychology, 

showing that sometimes attitudes (e.g., job satisfaction, Zhou & George, 2001), behaviors (e.g., 

OCB, Koopman, Lanaj, & Scott, 2016) or cognitions (e.g., self-efficacy, Salanova et al., 2012) 

have a dark side, producing negative consequences on employee outcomes. In terms of contingent 

pay and rewards, our results contradict previous research showing that at work, in comparison with 

older people, younger employees are 40% less interested in making more money (e.g., raise or 

bonus) and more interested in doing something good (e.g., purpose or mission driven work) 

(Sjofors & Tickell, 2015). We have mentioned that one of the mechanisms that may explain the 

happy-unproductive pattern is that people with high eudaimonic well-being shows also higher 

prosocial behaviors, and this sometimes have negative consequences (Bolino et al., 2016). For 

instance, people with high levels of eudaimonic well-being at work show more prosocial behaviors 

at work such as OCB (Turban & Yan, 2016). However, prosocial behaviors can increase overload 

and stress and reduce task performance (Bergeron, 2007; Bolino & Turnley, 2005). An alternative 
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explanation is that, although organizations provide resources to employees via HR practices, they 

decide to protect and retain but not build more resources such as performance. It is important to 

notice that HRM research does not theorized about the scenario where HR practices improve well-

being by taxing performance i.e., a win-lose scenario. Thus, our results show a bigger picture and 

propose a new model of conflicting outcomes favoring well-being. 

Surprisingly, we found that high levels of training-development-promotion, increased the 

probabilities of presenting the unhappy-productive pattern as age decreased. This result aligns with 

the pessimistic perspective of HRM (Peccei, 2004) and the conflicting outcomes model (Van de 

Voorde et al., 2011), where based on the labor process theory, HR practices maximize financial 

performance by increasing job intensification and job strain (Godard, 2001; Ramsay et al., 2000). 

The most critical argument asserts that HR practices pursue the exploitation of employees (Legge, 

1995). Indeed, previous evidence suggests that HR practices increase workload and strain, at the 

same time they have a positive impact on performance (e.g., Truss, 2001). Furthermore, these 

results somehow are also aligned with the meta-analysis of Ng and Feldman (2008), showing that 

younger employees show higher performance in training programs than older employees. The link 

between training-development-promotion and the unhappy-productive pattern among younger 

employees might be partially explained by the content of training programs. Considering that most 

of the employees in our study worked for the finance and chemical sector, they may receive more 

technology training. Younger employees (in comparison to their older counterparts) are more 

confident about their abilities to learn and retain new skills (Touron & Hertzog, 2004) and more 

inclined to sustain usage of technology in the workplace, than older employees (Morris & 

Venkatesh, 2000). While this may explain the positive impact on performance, however the use of 

information communication technology (ICT) may have negative effects on mental health, been 
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associated with depression, anxiety, and stress among young adults (Panova & Lleras, 2016; 

Thomee, Eklof, Gustafsson, Nilsson, & Hagberg, 2007), and this may also exacerbated their 

eudaimonic well-being.  

Finally, we failed to confirm hypotheses 2. This hypothesis suggested that high levels of 

maintenance HR practices at T1, will increase more probability of presenting a happy- productive 

pattern at T2, as age increases. Our results showed null correlations between the three 

maintenance HR practices and age (job security, WLB, and age) and minimal moderating effects. 

This contradicts previous studies (e.g., Kooij et al., 2013) by showing that, in terms of eudaimonic 

well-being, age might minimally moderate the impact of HR practices on well-being and 

performance, as age increases. A potential explanation for these disappointing results is that 

organizations implement a depreciation model of HRM for ageing employees. For instance, 

organizations may implement training programs more oriented toward younger than older 

employees (e.g., software usage) and performance appraisal programs focused on competitiveness 

and acquisition of new skills. In this way, organizations tailor HR practices to younger, 

depreciating older employees. In this line, Singer and Ryff (2008) show that with age, eudaimonic 

well-being decreases, and the reason is that organizations allocate less resources to older people, 

thus these people have less opportunities to reach their full potential, this is called structural lag. 

Hence, an alternative hypothesis is that as age decreases, people will report higher levels of HR 

practices, in comparison when age increases. We explored this possibility with a post hoc ANOVA 

analysis and we saw that younger employees reported higher levels of HR practices, except for the 

HR practice of exit, which was higher among older employees.  

Overall, our research paves the way for future research investigating the effects of HR 

practices on eudaimonic well-being and task performance. At the same time, our research provides 
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a useful and innovative taxonomy of four patterns to elucidate the impact of different HR practices 

on well-being and performance. Combined, eudaimonic well-being and task performance 

produced three patterns. Moreover, there are nuances that we need to recognize. In terms of effect 

sizes, our results suggest that HR practices predict more the happy-productive pattern [e.g., higher 

odds ratio in competitive salary and job security, (2.49) and (2.93) respectively, both p < .01]. 

Antagonistic patterns showed rather medium levels of performance and we failed in identifying 

the unhappy-productive pattern. 

4.1 Theoretical and practical implications 

Several meta-analyses disseminated skepticism about the happy-productive worker thesis, 

especially the meta-analysis of Iaffaldano and Muchinsky “had a chilling effect on subsequent 

research” (Judge et al., 2001). Some scholars even called to lower our expectations (Staw, 1985), 

but more recent reviews concluded that “the happy-productive worker thesis may be more true 

than we thought” (Fisher, 2010, p. 404). We believe our study opens new avenues of research on 

this important topic. First, by examining eudaimonic well-being, our study provides new insights 

into the happy-productive worker thesis (Turban & Yan, 2016). Moreover, by integrating 

contradictory patterns, we further contribute to this thesis. The resulting framework of this 

integration, connects disparate literatures about synergistic and antagonistic patterns between well-

being and performance. Moreover, by identifying three eudaimonic-performance patterns as 

outcome variables, we extended the conceptual domain of HRM research, linking it with larger 

literature reporting antagonistic patterns, such as entrepreneurship (Baron, et al., 2012) cognitive 

and social psychology (Clore & Huntsinger, 2007; Schwarz & Clore, 2007), or organizational 

behavior (Koopman et al., 2016). 
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Furthermore, it is important to notice that HRM research has not theorized the case where 

high levels of HR practices produce high levels of well-being and low performance. So far, HRM 

identifies only the mutual gains and the conflicting outcomes as the two possible scenarios of the 

effects of HR practices (Peccei et al., 2012; Van De Voorde et al., 2011). Our results suggest, that 

a bigger picture should include the model of conflicting outcomes favoring well-being. Grounding 

on COR theory, it can be the case that, although organizations allocate well-being resources via 

HR practices, employees decide to retain and protect these resources and they do not build other 

resources such as performance. In this way, people might also conserve and prevent losses of 

valued resources such as eudaimonic well-being. 

Beyond the enrichment of the happy-productive worker thesis, the emergence of the new 

model of conflicting outcomes favoring well-being, and the new test of COR theory in terms of 

eudaimonic well-being, we also enrich the skeptical perspective in HRM literature. This research 

has paid little attention to the study of eudaimonic well-being; however, our results suggest that 

the impact of HR practices on eudaimonic well-being and performance is moderated by age, 

showing their effects on well-being-performance patterns decrease as age increases. Also, the 

skeptical perspective describes that HR practices does not necessarily impact (either positive or 

negative on well-being) while assumes a positive impact on organizational performance. Our 

results suggest an alternative scenario where HR practices impact well-being (eudaimonic) but no 

performance (task). These is illustrated by significant correlation between HR and eudaimonic 

well-being but not with task performance. Thus, at the individual level, we cannot assume a 

positive direct effect between HR and performance and well-being may mediate this relationship.  

On the other hand, our study has several practical implications as well. Although 

eudaimonic well-being is linked to several positive outcomes (e.g., a better physical and mental 
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health; Lewis et al., 2014; Ola, 2016), managers need to know that sometimes employees with 

high levels of eudaimonic well-being show also low levels of task performance. This is particularly 

for younger employees who perceive high levels of contingent pay and rewards, although this 

effect decreases with age. This practice increased their probabilities of presenting the happy-

unproductive pattern. At the same time, the younger employees are, they have more probabilities 

that competitive salary, decreases their probabilities of having an antagonistic pattern (i.e., happy-

unproductive or unhappy-productive). Therefore, organizations and practitioners may do well in 

avoiding economical remunerations based on contingent pay and rewards and using these 

resources to provide a more competitive salary to young employees. 

Moreover, the younger employees are, the most probably higher levels of recruitment-

selection-promotion will improve their eudaimonic well-being, but this will not necessarily make 

them more productive. This may be logical if we consider that tenure was also a significant variable 

explaining the happy-unproductive pattern. Young employees who have been hired after a 

thorough selection process, which culminate in a new job position, may receive a boost to their 

sense of personal growth. However, because they are novice, they have also lower levels of 

performance. Paradoxically, organizations implementing the HR practice of training and 

development may produce a trade-off, where only performance is maximized. We believe, this 

information might be relevant for organizations and practitioners dealing with new hired 

employees, especially those that are younger. 

Probably one of the most important messages to practitioners is that organizations may be 

implementing a depreciation model of HRM, where HR practices are tailored toward younger but 

not older employees. This may indicate the need to adapt HR to different age groups such as 

younger, middle-age, and older-adults. Finally, organizations need to be aware that HR practices 
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does not homogenously impact all employees (Wright & Boswell, 2002). The impact of HR 

practices is marginally moderated by age. However, our results show that job security has a direct 

impact on eudaimonic well-being and performance across age stages, and in general, this increases 

the probabilities of having the happy-productive pattern.   

4.2 Strength, limitations and directions for future research 

One potential limitation may come from the fact that our sample is rather small and comes 

from a specific context (organizations in Spain). Therefore, some cautions need to be taken when 

interpreting the results because these may not apply to other contexts. Related to this point, our 

sample was in general by older employees, for instance, the average age was 40 years. A second 

limitation of our study is that, although we explored the impact of HR practices on eudaimonic 

well-being and task performance, there are characteristics related to the job that may also be 

relevant. Turban and Yan (2016) call that future research examining antecedents of eudaimonic 

well-being, should pay special attention to the fact the when employees are involved in activities 

that require more effort and are challenge-skill balanced, these lead to experience eudaimonic well-

being. In this sense, Ola (2016) with data (n = 60) from physicians in India, found that eudaimonic 

well-being was positively and significantly correlated with having a meaningful work (r = .52). 

Therefore, we recommend future research to examine the impact of task significance on the four 

patterns.  

A third limitation and somehow related with the previous one, is that, we could not test 

whether employees with the unhappy-productive pattern are indeed more actively transforming 

their jobs and working conditions. We theorized that the unhappy-productive pattern is 

characterized by employees that respond actively to their low levels of HR practices and 

eudaimonic well-being. We based this argument on emerging literature that portrays employees as 
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active agents that can transform their jobs (Wrzesniewski & Dutton, 2001). We propose that a 

more direct way to test this pattern (and to compare with the other patterns) is the study of personal 

characteristics, and specially job crafting. Job crafting happens when employees shape the task 

boundaries of the job, or the relational boundaries of the job, or even both (Wrzesniewski & 

Dutton, 2001). Thus, employees with lower levels of eudaimonic well-being may perceive their 

activities as not significant, in response, they might shape those activities, and the boundaries of 

their jobs, increasing performance.  

A fourth limitation is that, although we studied performance as evaluated by supervisors, 

to reduce common method variance issues (Podsakoff et al., 2003), we could not investigate other 

relevant aspects of performance. Our literature review suggests that employees with high levels 

eudaimonic well-being also show high levels of contextual performance (e.g., prosocial 

behaviors). Within this line of reasoning, when we identify a group of employees with the happy-

unproductive pattern, it does not necessarily mean that they lack of performance. it just means that 

they have low levels of task performance, but they may have high levels of contextual 

performance, which along with high eudaimonic well-being, may set up the happy-productive 

pattern. Thus, future studies should consider a more encompassing testing the four-patterned-

taxonomy considering task and contextual performance.  

5. Conclusion 

At the beginning of this study, we noted that a fertile but surprisingly field of research in 

HRM is the study of the impact of HR practices on eudaimonic well-being and performance. 

Eudaimonic is a key construct of well-being and HR practices predict this and performance. To 

the extent that this well-being construct reminds neglected in HRM research, our attempts to 

improve our knowledge in this filed will be limited. This type of research can be also enriched by 
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studying different patters between well-being and performance, beyond those studied in the happy-

productive worker thesis.  
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CHAPTER VIII. GENERAL DISCUSSION AND CONCLUSIONS 

If it is folly to seek to understand what makes for happiness at work and 
how this may or may not be related to the effectiveness of organisations, 
then by all means I am all in favour of such folly -in Erasmian 
moderation, of course (Peccei, 2004, p.14). 

 

In the previous chapters (V, VI, and VII) we described in detail each of the three empirical 

studies that compose this thesis. In this chapter, we integrate, analyze, and discuss the main results 

of those studies having as a framework, the two general research objectives that we proposed. 

Thus, we organize this chapter with a general discussion, identifying theoretical and practical 

implications, acknowledging some limitations of our research, providing some recommendations 

for future inquiry, and providing some general conclusions. 

1. General discussion 

The main aim of this thesis, was: to provide empirical evidence of four well-being-

performance patterns i.e., happy-productive, unhappy-unproductive, happy-unproductive, and 

unhappy-productive, by attending some of the most enduring conceptualizations of well-being and 

performance, and to identify some of their antecedents and moderators. We crystalized this main 

research aim into two general research objectives. First, we attempted to provide empirical 

evidence of the four well-being performance patterns i.e., happy-productive, unhappy-

unproductive, happy-unproductive, and unhappy-productive, by attending some of the most 

enduring conceptualizations of well-being and performance. Second, we also attempted to identify 

some of the antecedents of the four well-being-performance patterns, considering aspects of the 

job, the person, the person-organization relation, and the organization. Additionally, we also aimed 

to study the moderating role of age. We now integrate and analyze the main results of these two 

general research objectives. 
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1.1 Empirical evidence of the four well-being-performance patterns  

The first general research objective of this thesis was focused on the identification of the 

four well-being-performance patterns, attending some of the most enduring conceptualizations of 

well-being and performance. This general research objective was part of the three empirical 

studies. In the Study 1, and attending the specific research objective 1, we conceptualize well-

being as job satisfaction and performance as innovative performance. In the Study 2, and attending 

the specific research objective 2, we conceptualized well-being as job-related affective well-being 

and performance as task performance. In the Study 3, and attending the specific research objective 

3, we conceptualized well-being as eudaimonic well-being and performance as task performance 

evaluated by supervisors.  

The results of the Study 1 confirmed the existence of the four well-being-performance 

patterns in terms of job satisfaction (an indicator of hedonic well-being) and innovative 

performance (an indicator of adaptive performance). In general, these results align with previous 

research reporting synergistic (e.g., Judge et al., 2001) but also with research reporting antagonistic 

patterns between hedonic well-being and adaptive/creative performance (Zhou & George, 2001). 

It is interesting to notice that almost 15% of the employees had an antagonistic pattern. Zhou and 

George (2001) with data (n = 149) from office employees, they found that employees with high 

levels of job-dissatisfaction were more creative at work (as reported by their supervisors). Thus, 

our Study 1 and previous research suggest that indeed, the link between job satisfaction and 

adaptive performance (e.g., creative or innovative) can create also antagonistic patterns.  

Our Study 1 contributes to the emerging literature about antagonistic patterns between job 

satisfaction and adaptive/creative performance, and in general, to the happy-productive worker 

thesis in three ways. First, in comparison with previous studies, we explicitly tested four patterns 
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between job satisfaction and adaptive performance (innovative performance). Second, our results 

also suggest that job satisfaction has implications for adaptive/creative performance, beyond 

creativity. This suggest that, job satisfaction may affect several aspects of adaptive/creative 

performance. In other words, job (dis)satisfaction may produce antagonistic patterns not just in 

terms of creativity or innovation, but also with other aspects of adaptive/creative performance (e.g., 

dealing with uncertainty). Third, our study informs about antagonistic patterns among young 

employees. Studies focused on young employees are necessary because we still know little about 

well-being and performance with this population (Akkermans et al., 2009), and because in 10 

years, and around the world, they will represent most of the workforce.  

The results of the Study 2 partially confirmed the existence of the four well-being-

performance patterns in terms of job-related affective well-being (an indicator of hedonic well-

being) and task performance. It is interesting to notice that around 36% of the employees had one 

of the antagonistic patterns. However, although the synergistic patterns were clearly identified, 

antagonistic patterns were less clear. Specifically, we found a semi-happy-unproductive pattern, 

and a semi-unhappy-productive pattern. Although, results from ANOVA analysis suggested that 

there were indeed four well-being performance patterns, the antagonistic ones did not fully fit with 

those that we theoretically predicted. These results suggest a richer variety of shades in the 

spectrum of job-related affective well-being continuum. In other words, people might have low, 

medium, or high levels of job-related affective well-being. The middle level might resemble 

apathy, where people at work, do not feel anxious or depressed, but neither content nor 

enthusiastic.   
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In terms of antagonistic patterns, the results our Study 2 align but also contradict the results 

reported by Zelenski et al. (2008). Our results align with the finding that middle levels of negative 

affect did not interfered with performance. In their research, these authors argued that some 

employees can experience middle levels of, for instance, anxiety, without having an impact in their 

ability to perform. Our results align with this idea, if we consider the semi-unhappy-productive 

pattern. However, our results also deviate from the results presented by Zelenski et al. (2008) by 

showing that sometimes, middle or low levels of job-related affective well-being interfere with the 

ability to perform, as illustrated in the semi-happy-unproductive pattern. On the other hand, our 

results align with previous research reporting anomalous patterns between job-related affective 

well-being (e.g., moods or affect) and several types of performance. For instance, George and 

Zhou (2007), in their study with data (n = 161) from employees in the oil sector, found that 

negative affect elicited creativity (as reported by the supervisors). Similarly, George and Zhou 

(2002), in their study with data (n = 67) from employees in an organization that manufactures 

helicopters, found that negative affect fostered creativity (as evaluated by supervisors). However, 

these two studies are rather oddities in OB or I/O psychology. In contrast, there are more 

developments and more cumulative research in other areas such as entrepreneurship (Baron et al. 

2012), cognitive psychology (Clore & Huntsinger, 2007) or social psychology (Schwarz & Clore, 

2007).  

Taken together, the results of the Study 2 align with previous studies reporting synergistic 

patterns between affect and performance (e.g., Kaplan et al., 2009), but probably most important, 

these results extend the findings of previous research reporting antagonistic patterns. Our results 

suggest that job-related affective well-being not only produces antagonistic patterns when is 

combined with adaptive performance (e.g., creativity), but also when is combined with task 
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performance. Additionally, our study also informs that beyond trait affectivity (e.g., Baron et al., 

2012), the more ephemeral and domain specific side of affect i.e., job-related affective well-being, 

also produces antagonistic patterns. Finally, this study also provides valuable information for 

theoretical precision involving medium levels of job-related affective well-being and antagonistic 

patterns. We further develop this idea later in this chapter. 

The results of the Study 3 partially confirmed the existence of three well-being-

performance patterns in terms of eudaimonic well-being and task performance (as evaluated by 

supervisors). It is also important to highlight that 72% of the employees had an antagonistic 

pattern, the highest among the three studies. However, this was also the study where we could not 

identify the synergistic pattern unhappy-unproductive and where well-being was not correlated 

with performance. Despite the null correlations, we found that even when people lack purpose and 

personal growth, this does not necessarily hinder their performance. Thus, simple correlations may 

mask antagonistic patterns and therefore it may be necessary to perform cluster statistical 

techniques to identify them. Like in the Study 2, antagonistic patterns also showed rather middle 

levels, in this case, in terms of performance. These results suggest that we also need to calibrate 

better our theories (i.e., the happy-productive worker thesis) to also include cases where employees 

show not high neither low, but middle levels of performance.  

In general, our results of the Study 3 align with previous studies analyzing eudaimonic 

well-being and performance.  In the case of the synergistic patterns, Hahn et al. (2011) found that 

employees with high levels of eudaimonic well-being showed also high levels of task performance. 

The argument is that people with high levels of eudaimonic well-being (and in comparison, with 

those with lower levels) show more self-regulation, personal initiative, and persistence, and in 

these turn, improves performance (Hahn et al., 2011). In the case of the happy-unproductive 
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pattern, our results align with the idea that, although people with higher eudaimonic well-being 

show more prosocial behaviors (Turban & Yan, 2016), such as OCB, paradoxically, these type of   

can hinder task performance (Bergeron, 2007; Bergeron, Shipp, Rosen, & Furst, 2013). For 

instance, Bergeron et al. (2013) found that OCB may come at the expense of task performance 

because most reward systems in organizations are task performance based. Moreover, they also 

found that when employees spent more time on task performance, this was more important than 

the time spent on OCB in determining four career outcomes (i.e., performance evaluation, salary 

increment, advancement speed, and promotion). About the happy-unproductive pattern our study 

echoes recent revision of studies provided by Vanhove et al. (2014) who found that, in general, 

greater eudaimonic well-being was associated with lower performance.    

Taken together, our results contribute to previous research, showing that it is possible to 

find antagonistic patterns between eudaimonic well-being and task performance. Previous studies 

were narrow in scope, if we consider that they were focusing on employees in specific activities 

(e.g., entrepreneurs, Hahn et al., 2011) or situations such as employees working in isolated, 

confined, and extreme environments (e.g., in space missions, Vanhove et al., 2014). In contrast, 

our sample was composed for employees working in various types of common activities (e.g., 

technical employees, managers, directors). Our study also contributes with previous literature 

showing that antagonistic patterns between eudaimonic well-being and task performance, can be 

found not just at the group level (e.g., Langred, 2004), but also at the individual level of analysis.  

Moreover, although eudaimonic well-being and task performance showed null correlation, 

clustering analyses detected a pattern where both variables are optimized and two trade-offs 

patterns. This suggest that the test of the existence of well-being-performance patterns should not 

be limited to the study of direct effects or correlations, being necessary to study the combination 
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of both variables with cluster techniques. However, probably the most important contribution is 

that we have studied eudaimonic well-being, which is an aspect of well-being largely neglected in 

I/O psychology.  

In conclusion, and about our first general research objective, the three studies of this thesis 

provided empirical evidence of the four well-being-performance patterns, considering important 

conceptualizations of well-being and performance. Antagonistic patterns represented 15%, 36%, 

and 72% of the samples (Study 1, Study2, and Study 3, respectively). The patterns were more 

aligned with those theoretically proposed depending on how we conceptualize well-being and 

performance. Thus, some nuances must be considered. First, some of the patterns that we identified 

had either medium levels of well-being (Study 2) or medium levels of performance (Study 3). 

Second, we did not identify the four patterns in the Study 3. Third, we did not explore all the 

possible combinations between well-being and performance (e.g., job satisfaction and task 

performance or job-related affective well-being and innovation). Taken together, this thesis 

provides a meaningful theoretical contribution to the happy-productive worker thesis by theorizing 

and showing empirical evidence that confirms the existence of synergistic and antagonistic 

patterns between well-being and performance. Thus, we conclude that ceteris paribus, happier 

workers are more productive, however, some exceptions apply and this is a fertile terrain for future 

research.  

1.2 Antecedents of the four well-being-performance patterns 

The second general research objective of this thesis was focused on the identification of 

some of the antecedents of the four well-being-performance patterns, considering aspects of the 

job, the person, the person-organization relation, and the organization. This second general 

research objective was part of the three empirical studies. In the Study 1, and attending the specific 
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research objective 4, we studied whether overqualification, personal initiative, self-efficacy, and 

the psychological contract fulfillment, helped to differentiate the four well-being-performance 

patterns, considering job satisfaction and innovative performance. In the Study 2, and attending 

the specific research objective 5, we studied whether HR practices helped to differentiate the four 

well-being performance patterns, considering job-related affective well-being and task 

performance. In the Study 3, and attending the specific research objective 6, we wanted to test if 

that HR practices in T1, predicted the four well-being-performance patterns in T2, considering 

eudaimonic well-being and task performance (as evaluated by the supervisor). Additionally, and 

attending the specific research objective 6.1, we also studied the moderating role of age. 

The results of the Study 1 confirmed that, as we hypothesized, to promote job satisfaction 

and innovative performance among young employees, it was necessary to fulfill the psychological 

contract, encourage initiative, and promote job self-efficacy. We also confirmed that over-

qualification characterizes the unhappy-productive pattern, but we failed to confirm that high job 

self-efficacy characterizes the happy-productive pattern. In terms of the synergistic patterns, our 

results are in concordance with previous research showing that the psychological contract 

fulfillment, personal initiative and job self-efficacy, all promote high levels job satisfaction and 

performance (including innovation) (Crant, 2000; Judge et al., 2001; Modaresi & Nourian, 2013; 

Salanova et al., 2012; Stajkovic & Luthans, 1998). Considering the antagonistic patterns, although 

previous research found that self-efficacy can be detrimental for performance, this may apply just 

for cases when people must perform safety procedures within risky activities. For instance, 

Salanova et al. (2012) found that employees working in construction companies reported lower 

safety performance (e.g., to fulfill the security rules and instructions) when they had high levels of 

self-efficacy. The reason is that with high levels of self-efficacy, people feel overconfidence about 
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their own abilities (e.g., Whyte et al., 1997), increasing risky behaviors (Llewellyn et al., 2008). 

However, recent studies show that self-efficacy can also lead to high levels of positive affect and 

low levels of creativity (e.g., Thundiyil, et al., 2016). The idea is that high self-efficacy, produces 

positive affect, but this in turn, and biases cognition and perception. For instance, people tend to 

pay less attention into details and to process information in a more heuristic way. Altogether, these 

studies indicate that self-efficacy predicts the happy-unproductive pattern, but only when, 

performance is related with the fulfillment of security rules or for the case of well-being in terms 

of affect, but not for job satisfaction. Finally, in terms of the antagonistic pattern unhappy-

productive, our results align with previous research showing that overqualification, although 

hinders well-being, can enhance performance (Fine & Nevo, 2008; Lin et al., 2017). 

Underemployed people, especially young people, may have knowledge, skills, and abilities that 

might help them to think out of the box. So, they respond to their underemployment by innovating 

at work, which may help them to move to better working conditions.  

Probably, among all the antecedents in this first study, overqualification has been the one 

that has provided the most interesting insights. Literature about the counterintuitive effects of 

overqualification on well-being and performance is an emergent research. Our study contributes 

to this new research by showing that overqualified employees, with low levels of job satisfaction, 

innovate at work, and we offer some ideas about why this may happen. This result also reflects the 

idea that employees are not passive or reactive agents at work, but they actively craft their jobs 

(e.g., Wrzesniewski & Dutton, 2001) and respond to their underemployment being creative (Lin 

et al., 2017).  

The results of the Study 2 show that high levels of participation in the decision-making, 

job enrichment, and performance appraisal, characterized the happy-productive pattern. However, 
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we found that most of the HR practices showed null effects on affective well-being and task 

performance. This was the case for training, contingent pay, WLB, anti-harassment, and equality. 

Peccei (2004) argues that the reason why HR practices do not have a significant effect on well-

being (and we also add performance) is because the impact is contingent on other factors (e.g., 

age). In this sense, the contingency perspective of HRM predicts that the effect of HR practices 

will vary depending of different levels of a critical contingency variable (Delery & Doty, 1996). 

In comparison with our third empirical study of this thesis, where we considered the moderating 

effect of age, in this second study we did not studied any contingent variable. This may be part of 

the reason why several HR practices showed null effects on the four well-being performance 

patterns.  

Taken together, the results of the second study about the antecedents of the four well-being 

performance patterns, align more with the mutual gains than with the conflicting outcomes models. 

For instance, indicators of effect sizes such as, the canonical correlations or the explained variance 

showed stronger effects on synergistic patterns that on the antagonistic ones (.43 vs .11 and 93% 

vs 5%). Therefore, this study contributes with previous literature (e.g., Van de Voorde et al., 2011; 

Peceei et al., 2012) by showing that beyond more judgmental forms of well-being (e.g., job 

satisfaction) and organizational performance, mutual gains are also found with health-related well-

being (i.e., job-related affective well-being, Warr, 2013) and individual performance. Our results 

also contribute with previous studies, showing that probably necessary theoretical precision 

considering the skeptical and configurational perspectives of HRM is needed. The same HR 

practices optimizing well-being and performance, when combined at unbalanced levels, maximize 

only some of the outcome variables, and produce deadly combinations. 
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The results of the Study 3 showed that five HR practices in T1 predicted three eudaimonic-

well-being-performance patterns in T2. This impact was moderated by age. Surprisingly, this 

moderating effect of age was only found when age decreased, while when age decreased this was 

almost inexistent. These results are somehow aligned, but also contradict previous research 

showing that age moderates the impact of HR on well-being and performance. Kooij et al. (2013) 

showed that aged moderated the impact of HR practices on hedonic well-being (e.g., job 

satisfaction) and task performance (self-evaluated). However, our results suggest that, although 

this might be the case for hedonic well-being, this moderating effect is not totally ecumenical to 

eudaimonic well-being, because age only moderates the effects when age decreased (i.e., among 

younger employees).  

We explain the moderating effect of age on the impact of HR practices on eudaimonic well-

being and task performance, based on previous psychological studies focused on adult 

development and aging, and the SOC theory. We notice that there may be a depreciation HRM 

model. These results align with the fact that purpose in life and personal growth decline with age 

(Ong & Patterson, 2016). Thus, while performance does not change with age (Maurer et al., 2003) 

purpose in life and personal growth, does. Specifically, Ryff and Singer (2008), have performed 

several studies with national representative samples from the Midlife in the U.S. (MIDUS) survey. 

They show that, in comparison with the other four indicators of eudaimonic well-being (i.e., 

autonomy, environmental mastery, positive relations, and self-acceptance), purpose in life and 

personal growth sharply decrease from young adulthood to old age. One potential explanation of 

this decrement of eudaimonic well-being on age is based on the concept that sociologists called 

structural lag. Structural lag refers to the case where, social institutions lag behind older people, 

allocating less resources to them that are necessary to make the most of their talents and capacities. 



General discussion and conclusions   246 
_____________________________________________________________________________________ 

 

This implies that the surrounding context nurtures eudaimonic well-being, but institutions and 

organizations do not equally distribute resources, thus, eudaimonia “is the exclusive terrain of 

privileged segments of society” (Ryff & Singer, 2008, p. 30). The results of our studies align with 

this previous research, showing that older employees, in general reported receiving lower levels 

human resources practices, had lower levels of eudaimonic well-being, and in general they had 

also lower levels of performance.  

In general, this third study provides three relevant contributions to previous research. First, 

it provides evidence of conflicting outcomes favoring well-being. Thus, our study extends previous 

research (Peccei et al., 2012; Van De Voorde et al., 2011), by showing that HR practices can 

produce, mutual gains (high well-being and performance), conflicting outcomes favoring 

performance (low well-being and high performance) and conflicting outcomes favoring well-being 

(high well-being and low performance). It is interesting to notice that the most populated model 

was precisely the conflicting outcomes favoring well-being, with more than 48% of the employees 

having the happy-unproductive pattern. Probably because our measure of well-being is context-

free and therefore is not strongly linked to performance, for instance, as is illustrated in the null 

correlation between both outcome variables (r = .05). Second, our study contributes with previous 

research (e.g., Kooij et al., 2013), by showing that age also moderates the impact of HR practices 

on eudaimonic well-being and performance. Third, our study also contributes with previous 

literature by showing that beyond lifespan theories, the moderating role of age can be also 

explained based on inequalities of the allocation of resources i.e., the structural lag. Additionally, 

in comparison with previous research, we performed a longitudinal study and considered the 

performance as evaluated by supervisors. This helps to make stronger inferences about the 

predicting role of HR practices on outcomes variables, and reduces common method variance 



247   Chapter VIII    
_____________________________________________________________________________________ 

 

problems (Podsakoff et al., 2003). However, probably the most important contribution from this 

study is that provides insights about eudaimonic well-being, an aspect of well-being practically 

unexplored in HRM research.   

In conclusion, and about our second general research objective, together, the three studies 

of this thesis identified some of the antecedents of the four well-being-performance patterns, 

considering aspects of the job (e.g., overqualification), the person (e.g., personal initiative or self-

efficacy), the person-organization relation (e.g., the psychological contract fulfilment) and the 

organization (e.g., HR practices). This highlights the relevance of approaching to the study of well-

being and performance from an ecological perspective, because different elements of the context 

have a significant impact (positive and negative) on those outcome variables. If we consider effect 

size indicators, such as canonical correlations, explained variance (in the discriminant analyses) or 

log-odds (in the multinomial analyses), the results of the three studies indicate, that in general, the 

antecedents have a positive impact on well-being and performance. Moreover, considering those 

antecedents that were present in various studies such as psychological contract fulfillment (Study 

1 and 2) and self-efficacy (Study 1 and 3), results indicate that these may be antecedents of the 

four well-being-performance patterns across different types of well-being and performance. Thus, 

we conclude that optimum esse, the antecedents have a positive effect on well-being and 

performance, however, some exceptions apply and this is also fruitful terrain for future research.  

In the case of organizational antecedents, it is important to notice that, while we found 

higher correlations between HR practices and well-being (either job related affective well-being 

or eudaimonic), in the case of performance we found low and null correlations (in the first Study 

and the second Study, respectively). These results contradict the skeptical which states that the 

impact of HR practices on well-being is largely moderated (Peccei, 2004), since we found that HR 
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practices are correlated to different types of well-being but not with performance. At the same 

time, these results suggest that impact of HR practices on performance might go through well-

being. So far, the mutual gains proposes this mediating model for the case of employee well-being 

and organizational performance (Van de Voorde, 2009). However, our results suggest that the 

model of mutual gains may also apply for individual performance. Another possible explanation 

is that, the effect of individual HR practices is low or even null in comparison when we study 

bundles of systems of HR practices and the idea of synergistic combinations of HR practices. For 

instance, the meta-analysis of Subramony (2009) shows that bundles of HR practices have 

significantly larger magnitudes of effects than individual practices on firm performance. It is also 

important to highlight that, while the impact of HR practices (bundles or systems) and firm 

performance is, somehow well-stablished, those results do not extend to the case of single practices 

and individual performance. Therefore, we still need to investigate at the individual level of 

analysis.    

2. Theoretical and practical implications 

2.1 Theoretical Implications 

The results of this research have important implications to several theories. We selected 

those that we have considered are the most relevant and where we found the most relevant 

implications. Specifically, we have identified implications for the happy-productive worker thesis, 

the HRM model of conflicting outcomes, the concept of deadly combinations of HR practices, and 

for the affect-as-information theory.   

2.1.1 Extensions of the happy-productive worker thesis 

One of the main arguments from this doctoral thesis was that previous revisits of the happy-

productive worker thesis were somewhat monolithic and towering rather than expanding and 
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building bridges of the happy-productive worker thesis. Four main points supported this important 

claim. First, previous revisits were overly focused on hedonic well-being (e.g., job satisfaction or 

job-related affective well-being) but were silent about eudaimonic well-being (e.g., purpose in life 

and personal growth). Second, those revisits were most interested in how well-being should be 

conceptualized but not performance. Third, those revisits proposed the study of synergistic but 

neglected the existence of antagonistic patterns between well-being and performance. Four, 

previous revisits had a limited scope when considering the study of antecedents. 

In response to those limitations from previous research, we tested four patterns 

conceptualizing well-being and performance in different ways and with different samples. In 

general, our results support the four-patterned taxonomy. Each pattern provides valuable 

information about underling mechanisms, improving our understanding about the study of well-

being and performance.  

The four extensions that we have proposed in the happy-productive worker thesis represent 

meaningful theoretical improvements. We based this argument, reflecting on three aspects that 

Popper (1963) stated regarding how to evaluate meaningful theoretical contributions:  

 “Confirmations should count only if they are the result of risky predictions; that 

is to say, if, unenlightened by the theory in question, we should have expected an 

event which was incompatible with the theory—an event which would have 

refuted the theory. 

 A theory which is not refutable by any conceivable event is non-scientific. 

Irrefutability is not a virtue of a theory (as people often think) but a vice. 

 Every genuine test of a theory is an attempt to falsify it, or to refute it. Testability 

is falsifiability; but there are degrees of testability: some theories are more 
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testable, more exposed to refutation, than others; they take, as it were, greater 

risks” (Popper, 1963, p. 36-37) 

Reflecting on these three comments proposed by Popper (1963), we argued that this 

doctoral thesis provides meaningful theoretical contributions to the happy-productive worker 

thesis because we confirmed the existence of synergistic but also of antagonistic patterns. 

Antagonistic patters are rather incompatible and therefore, refuted the happy productive worker 

thesis. All in all, this doctoral thesis was a genuine test of the happy-productive worker thesis 

because with the antagonistic patterns, we attempted to falsify it and refute this theoretical 

framework. Additionally, another way to provide a meaningful theoretical contribution is through 

theoretical precision (Aguinis & Vandenberg, 2014). We provided theoretical precision to the 

happy-productive worker thesis by arguing that well-being is about hedonic and eudaimonic 

aspects, and that job performance is mainly composed by task, contextual, adaptive/creative and 

counterproductive behavior. 

In summary, the four well-being-performance patterns to test the happy-productive worker 

thesis, considering key aspects of well-being and performance, represent a valid, interesting, and 

useful taxonomy with which to study well-being and performance at work. 

2.1.2 Extension of the HRM model of conflicting outcomes 

 Based on the optimistic, pessimistic, and skeptical perspectives identified by Peccei (2004), 

Van de Voorde (2009) proposed the models called mutual gains and conflicting outcomes. These 

models illustrate the cases where HR practices are beneficial for well-being and performance and 

where these, have either no effects or hinder well-being, enhancing performance. However, we 

have identified an additional scenario of conflicting outcomes where HR practices improve well-

being but not performance. The results of the Study 2 showed that higher levels of participation in 
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decision making, combined with lower levels of job enrichment and performance appraisal, 

resulted in higher levels of job-related affective well-being and lower levels of task performance. 

In the same line, the results of the Study 3 showed that recruitment and selection and contingent 

pay and rewards increased the odds of having the happy-unproductive pattern. These results 

provide empirical evidence of the model of mutual gains favoring well-being. Thus, the classical 

model of conflicting outcomes may not be capturing the whole complexity of the conflicting 

outcome effects that HR practices have on well-being and performance.  

More theory development is needed to explain more substantially the model of conflicting 

outcomes favoring well-being. We have explained it arguing that this type of conflicting outcomes 

emerges when organizations, given external governmental pressures, implement HR practices that 

mainly improve well-being, but for some reason, they fail in implementing HR practices focused 

on performance. Drawing on the skeptical perspective, it is also possible to argue that there are 

deadly combinations of HR practices, and one of them improves well-being by taxing 

performance. For instance, as illustrated in the Study 2, one of these deadly combinations is high 

levels of participation in decision making and low levels of performance appraisal and job 

enrichment. Talking about this type of conflicting outcomes, Van Veldhoven (personal 

communication) comments that cultural aspects should be also studied. For instance, he argues 

that organizations in more paternalistic cultures may produce this type of conflicting outcomes.  

We agree with other authors that in the field of HRM research, scholars need to extend the 

field’s theoretical development beyond dominant big theories such as the AMO model or the 

resource view of the firm, to accommodate insights from OB micro theories (e.g., expectancy 

theory, goal-setting theory, or the affect-as-information theory) and in this way, to explore deeper 

how employees experience HR practices (Boselie et al., 2005; Wright & Boswell, 2002). 
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2.1.3 Theoretical precision to the skeptical view: deadly combinations 

Within the skeptical view, Peccei (2004) argue that null effects of HR practices on well-

being are due the implementation of practices that are mutually contradictory, cancelling each 

other out. At the same time, within the configurational approach, Delery (1998) argues that two 

practices may work against one another, affecting performance. The two scenarios reflect deadly 

combinations of practices. One theoretical precision distilled from our Study 2, is that the same 

practices that optimize well-being and performance, can also have a negative impact on one of the 

two outcomes, if those practices are not optimized. In other words, deadly combinations happen 

with different HR practices but also, with the same practices but combined at different levels.   

2.1.4 Theoretical precision to affect-as-information theory 

The affect-as-information theory states that affect is transformed into information that 

serves as a barometer to evaluate the benign or problematic nature of the environment. This thesis 

further predicts that feelings that signal a problematic environment (e.g., anxiety) foster 

systematic, bottom-up process of information with special attention to details. On the other hand, 

feelings that signal a benign environment (e.g., enthusiasm) foster a more heuristic, top-down 

process of information (Clore & Huntsinger, 2007; Schwarz & Clore, 2007). Our results from the 

second study add precision to this theory, suggesting that even middle levels of affect can have 

repercussions and may adapt cognitions. For instance, middle-low levels of job-related affective 

well-being were related with high levels of task performance. This may indicate that the mood-

repair mechanism was activated with middle-low levels of job-related affective well-being i.e., 

where people tend to have a narrow focus and pay more attention to details. On the other hand, 

middle-high levels of job-related affective well-being were related with low levels of task 

performance. This may indicate that the mood-maintenance mechanism was activated with middle 
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levels of job-related affective well-being i.e., where people tend to have a heuristic process of 

information. Thus, our results add precision to the affect-as-information theory by showing that 

even at middle levels of affect (low or high), might activate the mood-repair and mood-

maintenance mechanisms, having repercussions on performance.  

2.2 Practical implications 

Based on the results presented in this thesis, we delineate some practical implications 

considering on one hand, young employees, and on the other hand, employees in different age 

groups.  

First, our results suggest that among young employees, organizations can promote well-

being (hedonic and eudaimonic) and performance (task and adaptive performance) if they fulfill 

the psychological contract, promote personal initiative, enhance self-efficacy, avoid 

overqualification, provide a competitive salary, and ensure job security. The first four, promote 

high levels of job satisfaction and innovation, and the last two promote eudaimonic well-being and 

task performance.  

Second, with a more general scope, our results suggest that for employees of different age 

stages, organizations can promote job-related affective well-being and task performance, if they 

make employees part of the decision-making process, provide them interesting and challenging 

jobs, and implement systems for performance appraisal. However, organizations need to know that 

sometimes, when those three HR practices are not optimized, they can produce trade-offs between 

job-related affective well-being and task performance. Thus, an effective configuration of HR 

practices entails the inclusion of key practices but also their adequate optimization.  
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A more general practical implication from this thesis, is that organizations need to 

acknowledge that well-being is a condition sine qua non to reach economic progress. As is implied 

by Stiglitz, economy progress neglecting well-being of people may be not sustainable through the 

time (FOR A TV, 2008). Thus, when organizations have employees with the unhappy-productive 

pattern, they may reach economic progress that may not be sustainable. On the other hand, 

organizations that promote well-being, this may become in a competitive advantage that might 

ensures the survival of organizations. Thus, organizations need specific programs to ensure the 

well-being of their employees. Fisher (2003) shows that managers and even lay people tend to 

believe that individuals with high well-being (happy) are also better performers (productive), this 

has resulted in the idea that organizations can deliver happiness to employees by creating 

comfortable work environments, providing unorthodox workplaces with lego play stations, or the 

provision of yoga classes and the promotion of a healthier life style. However, it is important to 

investigate and explicitly consider what is meant by happiness, since this influences actions to 

enhance it (Turban & Yan, 2016). Although well-being and happiness are commonly used 

interchangeably, they are not identical constructs (Wright & Huang, 2012). Scholars tend to use 

the term well-being as an overarching term, and discern it from happiness, which can be consider 

a lay term lacking scientific precision (Turban & Yan, 2016). Psychological well-being is related 

with how satisfied people are with their jobs and their co-workers, whether they feel anxious, 

content, depress, or enthusiastic, and whether their work helps them to achieve their personal goals, 

bringing meaning to their life. Bearing this in mind, actions taken by organizations to improve 

well-being should not be limited to the delivery of happiness providing perks or play rooms, but 

they need to seriously consider how to improve hedonic and eudaimonic well-being at work. 
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3. Limitations 

In the three studies, we have mentioned their specific limitations. In this section, we 

identify seven limitations of this doctoral thesis in a more general way. 

First, although the third study had a longitudinal design, the cross-sectional design of the 

first and the second study did not allow us to make such inferences between independent and 

dependent variables. However, there have been longitudinal studies showing for instance, that high 

levels of self-efficacy predict higher levels of job satisfaction (Pinquart, Silbereisen, & Körner, 

2009) and more innovative performance (Salanova et al., 2012). Also, that proactive behavior 

reduces task-conflict [(i.e., conflicts with co-workers and supervisors about how to accomplish 

work tasks, these conflicts, in turn, can affect well-being and performance (Spychala & Sonnentag, 

2011)]. Moreover, psychological contract breach predicts decrements in job satisfaction and 

performance (Bal, De lange, Jansen, & Van Der Velde, 2013). There is also recent longitudinal 

evidence showing that HR practices predict well-being and performance (e.g. positive affect and 

organizational citizenship behaviors) (Mostafa, 2017). Together, these studies and findings 

suggest that there might be a causal relation between the independent and dependent variables, 

analyzed in the first and the second study. 

Second, although in the third study we included evaluations from employees and 

supervisors, in the first and the second studies all the measures were self-reported. This increased 

the changes of common-method variance problems. This implies for instance, that the relationship 

between variables is inflated given the methodology that we implemented to measure the variables. 

Therefore, the results might be attributable to the common-method variance than the variables 

themselves. However, as we have mentioned before, given the nature of our variables, sometimes 

self-evaluations are ideal, and as we have mentioned, evaluations from supervisors are not the 
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panacea to alleviate all measurement problems. For instance, Den Hartog, Boon, Verburg, and 

Croon (2013) show the relevance to measure HR practices as perceived by employees. They show 

that the translation of what organizations intend and what employees perceive is not the same, and 

it can be affected by factors such as the quality of communication of managers. Moreover, 

employees may behave and react based on their own perceptions of HR practices. Another example 

is the evaluations of performance. Although self-evaluations may increase measurement errors 

such as social desirability, supervisor measures can also trigger cognitive biases, such as “the halo 

in performance evaluations” where supervisors evaluate better the performance to those who have 

higher levels of well-being, because they seem to be more likable and socially skilled (Wright & 

Cropanzano, 2000). 

Third, although in the third study we studied the moderating role of age on the impact 

between HR practice on well-being and performance, we did not investigate moderating effects on 

the first and the second study. In the first study, we had different types of independent variables, 

thus finding a common moderator was a complex task and this could also go against the principle 

of parsimony, having to explain several direct and moderating effects given that our dependent 

variable was nominal with four categories. In the case, of the second study, and considering the 

results of our third study and previous evidence, the impact of HR practices may be largely 

moderated by age, and this may be one of the reasons why only three out of eight HR practices 

had a significant effect on well-being and performance.  

Fourth, we could not investigate mediating effects. Our dependent variable was a 

combination of two variables that together created a nominal variable with four categories. With 

this type of variable there are several statistical limitations and one of them is that we could not 

find statistical analyses or software, designed to allow the study of mediating effects with such 
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type of dependent variables. We asked advice to several scholars about this limitation, but so far, 

we found not answer about how to perform mediating analyses.  

Fifth, we did not investigate all the possible combinations between well-being and 

performance. For instance, there is research that shows that negative affect predicts creativity but 

not positive affect. Thus, another four-patterned category unexplored in this study is the 

combination between affective well-being and creativity. We neither explored other aspects of 

performance such as contextual or counterproductive behaviors. Thus, this study was silent about 

the four patterns of well-being and performance, considering indicators such as organizational 

citizenship behavior or thief and sabotage. However, we have attended the most enduring 

conceptualizations of well-being (hedonic and eudaimonic) and the most enduring and emerging 

conceptualizations of performance (i.e., task performance and innovative, respectively). 

Sixth, we did not study two different taxonomies at the same time. It may be the case that, 

the same person can have different well-being-performance patterns, depending on how well-being 

and performance are conceptualized and measured. This hypothesis is aligned with literature 

related with well-being ambivalence. Well-being ambivalence refers to the case where a person 

may have conflicting emotions such as happiness and sadness at the same time (Fong & Tiedens, 

2002), but also to the case when a person experience simultaneously positive and negative 

orientations toward a person or a task (Ashforth, Rogers, Pratt, & Pradies, 2014). Based on these 

ideas, it can be the case that a person has the happy-productive pattern in terms of job satisfaction 

and innovative performance, but unhappy-unproductive pattern in terms of job-related affective 

well-being and task performance. So, the same person might have different well-being-

performance patterns, and this possibility was not explored in this thesis.  
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Seventh, we did not study the dynamics of the patterns. It may be the case that people move 

to a different and better pattern through the time. For instance, in the first study we argued that 

overqualified employees respond actively and positively to their underemployment by being 

innovative, this in turn, was expected to help them to move to a much favorable work-condition 

(and to a better pattern). However, we did not follow these employees, and therefore it is unknown 

whether they finally moved to a better situation and therefore had a more balanced pattern (e.g., 

happy-productive). Seemingly, in the second study, the feelings-as-information theory also implies 

a dynamic situation where, for instance, people who feel anxious at work, adapt their cognitions 

to fulfill contextual demands. With mechanism called mood-repair, it is expected that with these 

adjustments, and through the time, people fix their levels of affective well-being by improving 

their performance. A third alternative of change through the time is proposed by Zelenski et al. 

(2008), he comments that people psychologically well (e.g., with high positive affect) may take 

risky approaches to tasks and this may diminish the immediate payoff from well-being on 

performance, but this may also facilitate the long-term performance. Thus, based on these 

arguments, a person with the unhappy-unproductive pattern, may move to the happy-productive 

one.  

4. Recommendations for future research 

Based on some of the results and limitations from this thesis, we present six 

recommendations that represent challenging and interesting lines of research for future inquiry 

endeavors. 

First, future studies should explore other interesting combinations between well-being and 

performance. Clearly one of them is between affective well-being and creativity or innovation. 

There are already meta-analysis showing the positive relationship between affective well-being 
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and performance (Kaplan et al., 2009). However, as we mentioned, there is emergent research in 

OB and I/O psychology indicating antagonistic patterns between affective well-being and different 

aspects of adaptive/creative performance (George & Zhou, 2002). However, this literature is still 

incipient, therefore, this is a fertile field of research. Going even beyond, future studies could also 

investigate the four patters considering job-related affective well-being and other indicators of 

adaptive/creative performance such as resilience or dealing with uncertainty (based on Koopmans 

et al., 2011). In this sense, the study of the four well-being-performance patters is also promising, 

considering contextual indicators of performance (e.g., organizational citizenship behaviors) or 

counterproductive performance (e.g., thief, sabotage, or displaying excessive negativity). 

Moreover, we only studied eudaimonic well-being and task performance, but there are other 

possible and interesting combinations such as eudaimonic well-being and creative performance.  

Second, other area promising for future research is the study of the four well-being-

performance patterns at the group level. Well-being can be contagious (Jalmsell, Kreicbergs, 

Onelov, Steineck, & Henter, 2010; Matteson, McGue, & Iacono, 2013). Therefore, individual 

evaluations of well-being could be added at the unit work-group level, and these together with 

evaluations of performance at the unit level can produce for instance, a happy-productive work 

group or an unhappy-productive work group.  

Third, another recommendation for future research is to investigate whether a person can 

have different patterns depending on the type of well-being and performance. As we mentioned 

before, relevant literature here is related with the topic of ambivalence. Ambivalence is attracting 

the attention of scholars and is being investigated at the individual and group level (e.g. as 

emotional dissonance or organizational ambidexterity) and there are already theoretical 

frameworks proposing a multilevel approach (Ashforth et al., 2014). In our literature review, we 
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saw that hedonic and eudaimonic well-being may interact, thus an interesting research question is 

whether a person might have, at the same time, high levels of hedonic well-being but low on 

eudaimonic well-being, or vice-verse. 

Fourth, as we mentioned before, we did not study the dynamics of the patterns. Therefore, 

another interesting line of research could be to investigate whether people change patterns along 

the time or they are rather stable. There are theories suggesting that the interplay between well-

being and performance is dynamic (e.g. the mood-repair mechanism or mood-maintenance). 

Moreover, well-being itself it is not stable and fluctuates through the time (Sonnentag, 2015). 

Therefore, the study of the dynamics of the four well-being patterns should be a target for future 

research.  

Fifth, our results showed higher and significant correlations between HR practices and 

well-being but low or null correlations with performance. Applying the model of mutual gains to 

the individual level of analysis, a potential hypothesis is that well-being is mediating the impact 

of HR practices on performance. Thus, we recommend to future research investigate this mediating 

effect.  

Finally, we also recommend to future research to study other potential antecedents of the 

four patterns. For instance, underqualification, job crafting, the violation of the psychological 

contract, or the organizational justice, are some interesting examples considering the job, the 

person, the person-organization relation, and the organization. 

5. Conclusions 

In previous chapters, we have highlighted several conclusions distilled from our 

documentation and empirical studies. Here we synthetize some of the most important.  
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1. An important conclusion from our documentation in the first chapter is that, to study 

well-being in psychology, it is necessary to pay attention to hedonic and eudaimonic 

components. 

2. Although the conceptualizations and measurements of well-being in general 

psychology are somewhat clearer and uniform, the conceptualizations and overall 

the measurements of well-being at work is still in its relatively initial stages of 

development, especially eudaimonic well-being at work. 

3. In comparison to well-being at work, the conceptualization and measurement of 

performance offers a more uniform and heuristic framework. Therefore, this 

facilitates accumulation, advancing our knowledge.  

4. Previous revisits of the happy-productive worker thesis were monolithic and 

towering rather than expanding and building bridges. The reason was that previous 

revisits were overly focused on hedonic well-being, but were silent about 

eudaimonic well-being. Those revisits were also more interested in how well-being 

should be conceptualized and measure but not performance. Thus, revisits were also 

focused on synergistic but neglected the existence of antagonistic patterns between 

well-being and performance and told us little about possible antecedents beyond 

job satisfaction of job related affective well-being.  

5. To study well-being and performance, it is necessary to adopt comprehensive 

organizational work eco-systems models. The idea is that the promotion (or 

deterioration) of well-being and performance comes from different pathways and 

include the job (e.g., quality), the person, the person-organization relation, and the 

organizations. At the same time, these give clues for future interventions.   
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6. Self-efficacy and the psychological contract fulfilment are key antecedents of the 

four well-being-performance patterns. 

7. HR practices produce more mutual gains, than conflicting outcomes favoring well-

being or conflicting outcomes favoring performance. 

8. Ceteris paribus, happier workers are more productive, however, some exceptions 

apply, for instance, there are synergistic but also antagonistic patterns between 

well-being and performance. 

9. In optimum esse situations is where the happy-productive worker pattern emerges.  

10. Finally, attempts to improve well-being are valuable on themselves, however, today 

well-being has become a conditio sine qua non to reach economic progress of 

people, organizations, and countries. 
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CHAPTER IX. RESUMEN GLOBAL  

 Dado que todos los apartados anteriores han sido todos redactados en inglés, y para cumplir 

con los requerimientos establecidos sobre el depósito de tesis, incluimos un resumen amplio de la 

tesis doctoral redactado en Castellano (una de las Lenguas oficiales de la Universitat de València), 

en el cual comentamos los objetivos, la metodología y las conclusiones de la tesis.  

 Esta tesis trata sobre el estudio de la relación entre el bienestar y el desempeño. Con base 

al recorrido realizado desde la Introducción y hasta el capítulo III, hemos decidido tomar una 

aproximación integradora, heurística y expansiva. Primero, entendemos que el concepto del 

bienestar integra constructos hedónico y eudaimónicos (Ryan & Deci, 2001). Segundo, estudiamos 

el desempeño laboral adoptando un marco heurístico el cual considera que éste puede incluir el 

desempeño de tarea, contextual, adaptativo y/o contraproductivo (Koopmans et al., 2011). Tercero, 

expandimos los límites de la tesis del trabajador feliz y productivo, para de esta manera poder 

estudiar tanto perfiles sinérgicos (feliz-productivo e infeliz-improductivo) como antagónicos 

(feliz-improductivo e infeliz-productivo). Por último, estudiamos el bienestar y el desempeño 

laboral no en un vacío contextual, sino en el contexto donde distintos factores que inciden en su 

desarrollo, relacionados con el puesto de trabajo, la persona, la relación persona-organización, y 

la misma organización.  

 Por tanto, el objetivo principal de la presente tesis es, proveer de evidencia empírica de la 

existencia de los cuatro perfiles de relación entre el bienestar y el desempeño laboral, e identificar 

algunos de sus posibles predictores y moderadores. Los aspectos más innovadores de esta tesis 

doctoral fueron el estudio de los perfiles anómalos (además de los sinérgicos), el hecho de que 

también estudiamos el bienestar eudaimónico (además del hedónico) y que hemos incorporado 

teorías y modelos desde la psicología social y cognitiva (además de las relacionadas con la 
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psicología del trabajo y las organizaciones). En concreto, hemos propuesto 2 objetivos generales 

de investigación, 7 objetivos específicos, y 3 estudios empíricos que responde a dichos objetivos. 

A continuación, los describimos.  

1. Objetivos 

Objetivo de General de Investigación 1: Proveer evidencia empírica de los cuatro 

perfiles de relación entre el bienestar y el desempeño i.e., feliz-productivo, infeliz-

improductivo, feliz-improductivo, e infeliz-productivo.  

 Objetivo Específico de Investigación 1: Identificar los cuatro perfiles entre el 

bienestar y el desempeño, considerando el bienestar como satisfacción laboral y al 

desempeño como desempeño innovador. 

 Objetivo Específico de Investigación 2: Identificar los cuatro perfiles entre el 

bienestar y el desempeño, considerando el bienestar como bienestar afectivo 

relacionado con el trabajo y al desempeño como desempeño de tarea. 

 Objetivo Específico de Investigación 3: Identificar los cuatro perfiles entre el 

bienestar y el desempeño, considerando el bienestar como bienestar eudaimónico 

y al desempeño como desempeño de tarea evaluado por los supervisores. 
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Objetivo General de Investigación 2: Identificar algunos de los predictores de los 

cuatro perfiles entre el bienestar y el desempeño, considerando aspectos relacionados 

con el puesto de trabajo, la persona, la relación persona-organización, de la 

organización y el rol moderador de la edad. 

 Objetivo Específico de Investigación 4: Analizar la contribución de la 

sobrecualificación, la autoeficacia, la iniciativa personal, y el cumplimiento del 

contrato psicológico, para diferencias los cuatro perfiles entre el bienestar y el 

desempeño, considerando el bienestar como satisfacción laboral y el desempeño 

como desempeño innovador.  

 Objetivo Específico de Investigación 5: Analizar la contribución de las prácticas 

de recursos humanos para diferenciar los cuatro perfiles entre el bienestar y el 

desempeño, considerando el bienestar como bienestar afectivo relacionado con el 

trabajo y el desempeño como desempeño de tarea. 

 Objetivo Específico de Investigación 6: Analizar sí las prácticas de recursos 

humanos en T1, predicen los cuatro perfiles entre el bienestar y el desempeño en 

T2, considerando el bienestar como bienestar eudaimónico y el desempeño de tarea 

evaluado por el supervisor. 

o Objetivo Específico de Investigación 6.1: Analizar el rol modulador de la 

edad en la relación entre las prácticas de recursos humanos en T1 y los 

cuatro perfiles de bienestar-desempeño en T2. 
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2. Metodología 

En este apartado, describimos el diseño, la muestra, el procedimiento, las variables y 

medidas y los análisis estadísticos que hemos realizado. Cada uno de estos varía dependiendo del 

estudio, en función de los objetivos generales y específicos que nos hemos propuesto. 

2.1 Diseño de los estudios  

Se ha utilizado una metodología cuantitativa utilizando estudios de campo. En los dos 

primeros estudios se ha empleado un diseño transversal. En el tercero, sin embargo, hemos 

empleado un diseño longitudinal. 

2.2 Muestras 

Hemos utilizado distintas muestras para cada uno de los estudios. Las muestras varían 

según el estudio, dependiendo del objetivo que se perseguía. En el Estudio 1, la muestra es 

representativa de todas las regiones de España y se compone por empleados jóvenes. En el Estudio 

2, tenemos una muestra amplia de trabajadores en siete países (Alemania, Bélgica, España, 

Holanda, Israel, Reino Unido, y Suecia). En el Estudio 3, la muestra se compone por trabajadores 

de varias organizaciones en España. A continuación, describimos en detalle cada una de dichas 

muestras.  

2.2.1 Muestra Estudio 1 

Los datos (n = 513) provienen del Observatorio de la Inserción Laboral de los Jóvenes, 

perteneciente al Instituto Valenciano de Investigaciones Económicas (IVIE). Estos datos 

corresponden a la sexta oleada en 2011. El cuestionario está diseñado para facilitar el análisis 

socioeconómico y psicológico en el proceso de inserción laboral en el mercado laboral de los 

jóvenes. La muestra tiene ligeramente un mayor número de mujeres (53.6%) y el promedio de 

edad es de 25 años [desviación estándar (DE) = 3.4]. La mayaría de los participantes pertenece al 
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sector privado (85.2%). La mayoría también pertenece a organizaciones dedicadas a un amplio 

rango de actividades económicas, generalmente en varios servicios privados (25.2%), hoteles y 

restaurantes (14.2%), comercio (12.5%), y educación (9.2%), entre otros. Como ya mencionamos, 

esta muestra es representativa de todas las regiones en España.  

2.2.2 Muestra Estudio 2 

Los datos (n = 5324) provienen del proyecto de investigación europeo que estudió el 

contrato psicológico a través de distintas situaciones de empleo (PSYCONES por sus siglas en 

inglés, ver http://www.uv.es/~psycon/). El diseño de la recolección de datos permitió facilitar la 

posibilidad de la generalización de los resultados dado que los datos provienen de sietes países: 

Alemania (11%), Bélgica (125), España (17), Holanda (15%), Israel (17), Reino Unido (11%), y 

Suecia (13%). Los empleados en esta muestra pertenecen a 217 organizaciones en tres sectores: 

manufactura de alimentos (38%), ventas/servicios (27%), y educación (33%). La muestra 

seleccionada tiene ligeramente un mayor número de mujeres (54%), con un promedio de edad de 

entre 36 y 37 años. El promedio de años de antigüedad en la empresa es de 8 años (DE = 2.5). La 

mayoría de los empleados ocuparon una posición intermedia en la jerarquía organizacional (28%) 

[el rango comprendió desde trabajadores no cualificados (21%) hasta gerentes y directores 

(2.7%)]. El promedio de años de educación a tiempo completo fue de 16 [el rango comprendió 

desde 0 hasta 31 años (DE = 4.54)].  

2.2.3 Muestra Estudio 3 

Los datos (n = 398) provienen del proyecto sobre el Bienestar Laboral Sostenible 

(BELASOS) que se lleva a cabo en el Instituto Universitario de Investigación en Psicología de los 

Recursos Humanos, del Desarrollo Organizacional y de la Calidad de Vida Laboral (IDOCAL). 

La muestra seleccionada tiene ligeramente un número mayor de mujeres (51%). El promedio de 
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edad es de 40 años. La mayoría tiene un grado universitario (63%). En cuanto a la antigüedad en 

la organización, la mayoría había estado laborando para su organización desde hace 5 años (74%) 

ocupando una posición intermedia (38%) [el rango comprendió desde trabajadores no cualificados 

(5%) hasta gerentes y directores (10%)]. La mayoría de los empleados se encuentra dentro del 

sector financiero (42%) seguido por el sector químico (26%).  

2.3 Procedimiento  

Hemos llevado a cabo distintos procedimientos en cada uno de los estudios. Cabe señalar 

que los procedimientos varían también, dependiendo que cada proyecto de investigación del que 

provienen (p.e., IVIE, PSYCONES, o BELASOS) y de los propósitos que éstos han perseguido. 

A continuación, describimos en detalle cada uno de los procedimientos. En los tres estudios, la 

participación fue voluntaria, todos aquellos empleados que dieron su consentimiento, participaron 

en los estudios. Los cuestionarios fueron contestados de forma anónima.  

2.3.1 Procedimiento Estudio 1 

La selección de los participantes en el Estudio 1, se basa en el método que se conoce como 

muestra objetivo. Por lo tanto, fueron incluidos todos aquellos participantes de entre 16 y 30 años 

de edad y quienes habían estado buscando trabajo o que ya habían sido contratados en los pasados 

5 años. Posteriormente, dichos participantes fueron seleccionados para ser contactados 

telefónicamente, para dicha selección se utilizó el método que se conoce como random route 

method. Después de intentar contactar en dos ocasiones, aquellos que no respondieron fueron 

remplazados por un sustituto que fue escogido al azar pero que fuera de la misma edad y género. 

Considerando las características de este estudio, hemos considerado como parte de esta muestra, a 

aquellos participantes que se encontraban empleados para alguna organización. Los empleados 

que fueron contactados vía telefónica, se les comunicó el propósito del estudio y se les aseguró 
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que los datos serían tratados confidencialmente en todo momento. Las entrevistas se realizaron 

directamente en el domicilio de los entrevistados, mediante una entrevista cara-a-cara, la cual fue 

administrada por profesionales entrenados sobre el contenido del cuestionario.  

2.3.2 Procedimiento Estudio 2 

La selección de los participantes en el Estudio 2, se basó en el procedimiento que se conoce 

como muestreo aleatorio, por lo que los posibles participantes fueron todos aquellos empleados 

que trabajan en alguna de las organizaciones participantes. Para la selección de los participantes, 

los gerentes de Recursos Humanos los seleccionaron al azar. Para la recolección de datos, los 

investigadores fueron directamente a cada una de las organizaciones y distribuyeron los 

cuestionarios. Otro procedimiento utilizado fue el de enviar los cuestionarios directamente a cada 

una de las organizaciones, para que los gerentes de recursos humanos gestionaran el proceso de 

recolección de datos, distribuyendo los cuestionarios entre los participantes seleccionados. Los 

empleados contestaron los cuestionarios durante la jornada laboral o en casa. Una vez contestados, 

los cuestionarios fueron enviados de vuelta vía correo postal o recogidos y puestos en un 

contenedor sellado para salvaguarda el anonimato.  

2.3.3 Procedimiento Estudio 3 

La selección de los participantes en el Estudio 3, se basa en el procedimiento que se conoce 

como muestreo de conveniencia, por lo que los posibles participantes fueron todos aquellos 

empleados que trabajan para alguna de las organizaciones participantes. Para la recolección de 

datos, los investigadores fueron directamente a cada una de las organizaciones y distribuyeron los 

cuestionarios (en papel o cargados previamente en tabletas). También se enviaron los cuestionarios 

directamente a los empleados utilizando un software especializado en cuestionarios on-line. Los 

empleados contestaron los cuestionarios durante la jornada laboral. Una vez contestados, los 
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cuestionarios fueron recogidos por los investigadores, o por los gerentes de recursos humanos o 

supervisores directos, para que después fueran recolectados por los investigadores. En el caso de 

los cuestionarios enviados por correo electrónico, los datos fueron vaciados y gestionados en las 

bases de datos, una vez que los cuestionarios fueron contestados en su totalidad.  

2.4 Variables y medidas 

En este apartado listamos todas las variables y medidas utilizadas (independientes, 

dependientes y control) en cada uno de los tres estudios. Para cada una de éstas, damos referencia 

de su origen, estudios anteriores que las han utilizado, ejemplos de ítems e información sobre la 

fiabilidad de las mismas. 

2.4.1 Variables y Medidas Estudio 1 

Las medidas en el Estudio 1 han sido utilizadas por el IVIE a lo largo de varios años. En 

su mayoría provienen de escalas validadas previamente por sus creadores y reconocidas por sus 

buenos índices de fiabilidad y validez.  

Satisfacción Laboral 

La satisfacción laboral fue medida considerando la satisfacción extrínseca, intrínseca y 

social y basados en Warr (1979) y García-Montalvo et al. (2003). Esta medida puede ser aplicada 

a un amplio rango de puestos de trabajo. Dicha medida, evalúa la satisfacción laboral poniendo 

énfasis en facetas clave del trabajo y que están agrupadas en las dimensiones extrínseca, intrínseca 

y social (García-Montalvo et al., 2003). La satisfacción extrínseca se refiere a la satisfacción con 

los aspectos globales del trabajo, tales como el salario o la seguridad laboral. Esta dimensión fue 

medida con siete ítems. Un ejemplo de ítem es: “Indica tu nivel de satisfacción con tu horario de 

trabajo”. La satisfacción intrínseca se refiere a la satisfacción con características centrales del 

trabajo, tales como las oportunidades de aprender, la variedad de tareas a desempeñar o el nivel de 
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autonomía. Esta dimensión también fue medida con siete ítems. Un ejemplo de ítem es: “Indica tu 

nivel de satisfacción con la variedad de tareas a desempeñar”. Finalmente, la satisfacción laboral 

social, se refiere a la satisfacción con el significado social del trabajo y con las interacciones y las 

relaciones sociales. Por ejemplo, con los clientes y/o proveedores. Esta dimensión fue medida con 

cinco ítems. Un ejemplo de ítem es: “Indica tu nivel de satisfacción con tus compañeros de 

trabajo”. Todos los ítems fueron evaluados con una escala Likert de 5 puntos (1 = Nada, 5 = 

Mucha). Las tres subescalas tuvieron un buen nivel de fiabilidad α = .85 (satisfacción laboral 

extrínseca), α = .91 (satisfacción laboral intrínseca), α = .80 (satisfacción laboral social), y α = .94 

(para el conjunto de las tres subescalas).  

Desempeño innovador 

 El desempeño innovador fue medido como innovación de contenidos, definido como “el 

incremento en la latitud de decisiones, el desarrollo y/o comunicación de nuevos procedimientos 

del trabajo, y métodos conductuales utilizados por la gente para producir el desarrollo su rol laboral 

(Feij et al., 1995, p. 233). La escala consistió en tres ítems provenientes del cuestionario sobre 

orientación hacia el rol innovador (el cual consiste en todas aquellas conductas que alteran los 

procedimientos del rol laboral, el rol en sí mismo o incluso ambos) y la cual fue diseñada por Jones 

(1986), adaptada por Feij et al. (1995), y validada en una muestra española (Martín et al., 1999). 

Ejemplo de un ítem es “Busco formas mejores de hacer las cosas en mi trabajo”. Todos los ítems 

fueron evaluados con una escala Likert de 5 puntos (1 = Muy en desacuerdo, 5 = Muy de acuerdo). 

La escala mostro un buen nivel de fiabilidad α = .83. 

Cumplimiento del Contrato Psicológico 

 El cumplimiento del contrato psicológico fue medido con tres ítems. Los dos primeros 

ítems midieron el contenido y el tercero mido el cumplimiento del contrato psicológico. En 
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específico, el ítem uno midió la percepción de recompensas monetarias equitativas, el cual fue 

precedido por la instrucción “Señala qué frase describe mejor la situación en tu trabajo”. Los 

participantes respondieron con una escala Likert de 5 puntos (1 = Lo que me pagan es mucho 

menos de lo que hago, 5 = Lo que me pagan es mucho más de lo que hago). El ítem dos midió la 

percepción de recompensas equitativas monetarias y no monetarias, el cual fue precedido por la 

instrucción “Señala qué frase describe mejor la situación en tu trabajo”. Considerando en su 

conjunto las compensaciones monetarias y no monetarias (como las oportunidades de aprender, el 

clima laboral, etc.,) que recibo por mi trabajo son”. Los participantes respondieron con una escala 

Likert de 5 puntos (1 = Mucho mejores de lo que yo esperaba al empezar a trabajar, 5 = Mucho 

peores de lo que yo esperaba al empezar a trabaja). El resultado de este ítem fue invertido, de tal 

forma que, los valores altos indicaran la percepción de recompensas equitativas monetarias y no 

monetarias. El ítem tres midió la percepción del cumplimiento del contrato psicológico él cual fue 

precedido por la pregunta “¿En qué medida la empresa está cumpliendo los compromisos que 

adquirió al contratarte?”. Los participantes respondieron con una escala Likert de 5 puntos (1 = 

Muy poco, 5 = Mucho). La fiabilidad de esta escala fue de α = .67. 

 Iniciativa Personal 

 La iniciativa personal fue medida con tres ítems. Dichos ítems provienen del cuestionario 

de iniciativa autoevaluado, el cual fue desarrollado por Frese et al. (1997). Ellos definen la 

iniciativa personal como “una conducta síndrome en el cual el individuo toma una aproximación 

activa y auto iniciada para trabajar e ir más allá de lo que está formalmente requerido en un puesto 

de trabajo dado” (Frese et al., 1997, p. 140). Esta escala ha sido utilizada en varios estudios 

enfocados en empleados jóvenes en España (Agut et al., 2009; Peiró et al., 2002). Ejemplo de un 

ítem es “Sí hay que hacer algo, tomo la iniciativa con prontitud, aunque otros no lo hagan”. Todos 
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los ítems fueron evaluados con una escala Likert de 5 puntos (1 = Muy en desacuerdo, 5 = Muy 

de acuerdo). La escala mostró un buen nivel de fiabilidad α = .80. 

Autoeficacia 

 La autoeficacia fue medida como las creencias de los empleados acerca de su capacidad 

para organizar y poner en práctica las acciones requeridas para alcanzar los resultados esperados 

(Bandura, 1997). Los ítems han sido seleccionados de la subescala del Maslach Burnout Inventory-

General Survey (MBI-GS) (Schaufeli et al., 1996), la cual se enfoca principalmente en las 

expectativas de autoeficacia (Bakker et al., 2002). Para este estudio, hemos utilizado la versión 

española (Salanova et al., 2000), de la cual seleccionamos tres ítems, considerando aquellos que 

tuvieran mayores cargas factoriales y que representaran de manera más fiel este constructo. Dicha 

escala ha mostrado buenas propiedades psicométricas (García-Montalvo et al. 2003; García-

Montalvo and Peiró, 2009). Ejemplo de un ítem es “Soy capaz de hacer bien mi trabajo”. Todos 

los ítems fueron evaluados con una escala Likert de 5 puntos (1 = Muy en desacuerdo, 5 = Muy 

de acuerdo). La escala mostró un buen nivel de fiabilidad α = .84. 

Sobrecualificación 

 La sobrecualificación es típicamente medida considerando las percepciones de desajuste 

por parte de los empleados (Maynard et al., 2006). Las percepciones subjetivas ayudan a predecir 

los resultados individuales (p.e., la satisfacción laboral y el desempeño laboral, Lauver y Kristof-

Brown, 2001; Maynard et al., 2006) y son preferidas a las medidas objetivas porque es más 

probable que los empleados sientan y actúen con base en sus precepciones (Maynard et al., 2006; 

Zalesny 1990). Por tanto, hemos medido la sobrecualificación con el ítem: “Si tuvieras que 

aconsejar a una persona para ocupar tu trabajo, ¿qué estudios le aconsejarías realizar? Indícanos, 

además qué nivel tendría esos estudios”. Los participantes respondieron utilizando una escala de 
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doce puntos [(desde 1 = sin estudios (ISED 1) hasta 12 = Doctorado (ISED 12)]. Al mismo tiempo, 

también hemos considerado el nivel educativo alcanzado por cada uno de los participantes. Ambos 

indicadores fueron transformados en años de educación (García-Montalvo et al., 2006). Para 

determinar sí un empleado estaba sobreculificado, al nivel de estudios recomendado se le restó el 

nivel de estudios alcanzado. Valores negativos y ceros fueron considerados valores que indicaron 

infracualificación y ajuste, respectivamente. Los valores positivos fueron considerados 

indicadores de sobrecualificación (Agut et al., 2009). En este estudio, el 53% de los participantes 

mostró algún grado de sobrecualificación (que fue desde 1 hasta 17 años).  

 Variables Control 

 Hemos controlado por el género, la edad, el tipo de contrato, y el tipo de sector. Hemos 

considerado que estas variables podrían contribuir significativamente a la varianza de las variables 

resultado en este estudio (Han et al., 2012; Wright y Copranzano, 2000).   

2.4.2 Variables y Medidas Estudio 2 

Las variables y medidas del Estudio 2 fueron validadas previamente en un estudio piloto 

que fue paralelo al proyecto PSYCONES. Para mayor información sobre dicho estudio polito se 

puede ver en Isaksson et al. (2003). 

Bienestar Afectivo Laboral 

Hemos medido el bienestar afectivo laboral con doce ítems, seis de la subescala de 

ansiedad-confort y seis de la escala de depresión-entusiasmo diseñadas por Warr (1990). Los ítems 

fueron precedidos por la pregunta “Considerando las pasadas semanas, cuánto de ese tiempo, tu 

trabajo te ha hecho sentir” p.e., Tenso (ansiedad-confort), Optimista (depresión-entusiasmo). 

Hemos revertido tres ítems en cada subescala, de tal forma que niveles altos fueran indicadores de 

confort y entusiasmo. Todos los ítems fueron evaluados con una escala Likert de 5 puntos (1 = 
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Nunca, 5 = Siempre). Las dos subescalas mostraron un buen nivel de fiabilidad α = .79 (ansiedad-

confort), α = .80 (depresión-entusiasmo), y α = .89 (para el conjunto de las dos subescalas).  

Desempeño de tarea  

 Hemos medido el desempeño de tarea con seis ítems de la escala diseñada por Abramis 

(1994). Dichos ítems fueron precedidos por la pregunta; “A continuación, le presentamos un 

listado de aspectos relacionados con su última semana de trabajo. A su juicio, ¿En qué medida ha 

realizado satisfactoriamente las siguientes tareas e.g., Tomar decisiones?”. Todos los ítems fueron 

evaluados con una escala Likert de 5 puntos (1 = Muy mal, 5 = Muy bien). La escala mostró un 

buen nivel de fiabilidad α = .78.  

Prácticas de Recursos Humanos 

 Los empleados respondieron sí las prácticas fueron ofrecidas a ellos por parte de sus 

organizaciones. Para mejorar nuestro entendimiento sobre el impacto de las prácticas de recursos 

humanos sobre el bienestar y el desempeño, la unidad de análisis debe ser a nivel individual y no 

la organización, y los que responden deben ser los empleados y no la organización i.e., una 

aproximación micro (Canibano, 2013; Green et al., 2006). La aproximación macro tradicional 

puede ser ingenua e ir en detrimento del desarrollo de este campo de investigación si no toma en 

cuenta que las organizaciones implementan diferentes prácticas de recursos humanos con 

diferentes empleados (Lepak y Snell, 1999) y que las prácticas de recursos humanos no impactan 

de manera homogénea a todos los empleados (Wright y Boswell, 2002). Al mismo tiempo, también 

hemos considerado estudiar el efecto de las prácticas por separado. Aún es incierto sí el sistema 

de prácticas de recursos humanos (i.e., la gestalt) o prácticas individuales son las que influyen en 

las dos variables resultado (Paauwe et al., 2013). Por lo tanto, es necesario estudiar los efectos 

individuales de cada práctica (Van de Vorde et al., 2011), lo cual también nos permite ir más allá 
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de los resultados estadísticamente significativos, y nos lleva hacia las estimaciones sobre el tamaño 

del efecto (Guest, 2011). 

 Variables Control 

 En este estudio, hemos controlado por las variables género, edad, posición jerárquica, años 

de educación a tiempo completo, y sector. El género es una variable control que se utiliza 

comúnmente en estudios sobre la tesis del trabajador feliz-productivo (Hahn et al., 2012). En 

cuanto a la edad, Kooij et al. (2013) encontró que los motivos laborales y por tanto la utilidad de 

las prácticas de recursos humanos cambian con la edad. Al mismo tiempo, dichos autores también 

encontraron que el nivel jerárquico estuvo correlacionado con la presencia de las prácticas de 

recursos humanos, el bienestar y el desempeño. Por otro lado, Keyes et al. (2002) reportó que altos 

niveles educativos correspondían con gente con mayores niveles de bienestar. Finalmente, el 

efecto de las prácticas sobre el desempeño, varía dependiendo del sector, por ejemplo, los 

investigadores han encontrado mayores efectos en el sector manufacturero (Combs et al., 2006).  

Después de una revisión minuciosa de la literatura, y después del estudio piloto, los autores 

decidieron medir ocho prácticas de recursos humanos. Basados en la clasificación que hace Gong 

et al. (2009), en este estudio hemos considerado prácticas de recursos humanos orientadas al 

mantenimiento como: la equidad, el balance vida-trabajo y el anti-acoso. Por otra parte, hemos 

considerado como prácticas de recursos humanos orientadas hacia el desempeño en términos de 

formación y desarrollo, participación en la toma de decisiones, el enriquecimiento de los puestos 

de trabajo, la evaluación del desempeño, y la paga contingente. Ejemplo de un ítem es “En esta 

organización ¿evalúan su rendimiento y ello influyen sobre su salario?” Cada práctica fue medida 

con un solo ítem. Todos los ítems fueron evaluados con una escala Likert de 3 puntos (1 = Si, 2 = 
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No, 3 = No sé). Las respuestas a las prácticas de recursos humanos fueron posteriormente 

transformadas en variables dummy, considerando los siguientes valores: 1 = 1, 2 = 0, 3 = 0.  

2.4.3 Variables y Medidas Estudio 3 

Las variables en el Estudio 3 forman parte del proyecto de investigación BELASOS. Para 

la selección de las variables se ha llevado a cabo una minuciosa documentación previa. Dicha 

documentación nos ayudó a identificar las principales escalas para medir las variables de interés. 

Cuando fue posible, nos pusimos en contacto con los autores originales de las escalas para pedir 

mayor información. Es el caso de la escala de bienestar eudaimónico. Para la selección de las dos 

subescalas, hemos pedido información a la Profa. Carol Ryff, de la Universidad de Wisconsin-

Madison, sobre de cuáles deberían de ser las subescalas de las seis que conforman la escala 

original, que deberíamos de incluir en nuestro proyecto. Ella recomendó las subescalas de 

propósito en la vida y crecimiento personal y proporcionó información precisa que justifica dicha 

decisión.  

Bienestar Eudaimónico 

 Hemos medido el bienestar eudaimónico en T2 con once ítems provenientes de las 

subescalas de propósito en la vida y crecimiento personal diseñadas por Ryff (1989). Para la 

selección de los ítems, hemos considerado aquellos con mayores cargas factoriales. Seis midieron 

propósito en la vida y cinco el crecimiento personal. Hemos revertido tres ítems, de tal forma que 

las puntuaciones altas fueran indicativas de altos niveles de bienestar eudaimónico. Ejemplo de un 

ítem es “A veces siento que ya no tengo retos en la vida”. Todos los ítems fueron evaluados con 

una escala Likert de 7 puntos (1 = Totalmente en desacuerdo, 7 = Totalmente de acuerdo). La 

escala mostró un buen nivel de fiabilidad α = .81.  

Desempeño evaluado por los supervisores 
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 Hemos medido el desempeño en T2 considerando las evaluaciones de los supervisores 

sobre la calidad y el cumplimiento de objetivos por parte de sus subordinados (Hernández, 

González-Romá, Bashshur y Peiró, trabajo en progreso). Ejemplo de un ítem es “Cuál es la calidad 

del trabajo que realiza”. Todos los ítems fueron evaluados con una escala Likert de 5 puntos (1 = 

Muy malo 5 = Muy bueno). La escala mostró un buen nivel de fiabilidad α = .83.  

Prácticas de Recursos Humanos 

Hemos medido las prácticas de recursos humanos en T1 con veinticuatro ítems. Veintiún 

ítems fueron seleccionados de la escala creada por Boon et al. (2011) la cual incluye las prácticas 

de reclutamiento y selección, paga competitiva, formación y desarrollo, evaluación del desempeño, 

paga contingente, y balance entre vida y trabajo. Adicionalmente, creamos tres ítems para medir 

las prácticas de salida (p.e., cuando las organizaciones ayudan a los empleados en su proceso de 

jubilación). Las prácticas de recursos humanos enfocados a la salida son cruciales para los 

empleados y las organizaciones y, sorprendentemente, han sido largamente ignoradas en estudios 

previos sobre prácticas de recursos humanos (Boselie et al., 2005) sin considerar algunas 

excepciones (e.g., Peiró et al., 2013). Esta escala de veinticuatro ítems ha sido validada 

previamente (i.e., se ha reportado que cuenta con validez de constructo, convergente y 

discriminante (Villajos, Torderá y Peiró, trabajo en desarrollo). 

Siguiendo la common praxis en investigación en management (e.g., Kooij et al., 2013), 

hemos decidido medir las prácticas de recursos humanos tal y como son percibidas por los 

empleados. Ejemplo de un ítem es “Mi organización o empresa me ofrece…” la oportunidad de 

obtener formación y de asistir a cursos y talleres”.  Todos los ítems fueron evaluados con una 

escala Likert de 5 puntos (1 = Nada, 5 = Mucho). Cada una de las subescalas mostró un buen nivel 
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de fiabilidad [desde α = .77 (balance vida-trabajo) hasta α = .90 (evaluación del desempeño)], con 

excepción de la práctica de salida α = .65. 

Edad 

 Hemos medido la edad preguntado a los participantes su edad cronológica.  

Variables Control 

Para descartar algunas de las explicaciones alternativas, hemos controlado por el género, el 

salario, la categoría profesional, la antigüedad organizacional, y el tamaño de la firma. A 

continuación, explicamos en detalle las decisiones y procedimientos sobre la selección de las 

variables control, para asegurar la transparencia del método y permitir que los resultados puedan 

ser replicados por futuros estudios (Bernerth y Aguinis, 2016). 

El género es una variable control común en estudios enfocados en la tesis del trabajador 

feliz-productivo, como ya hemos mencionado. En el caso del resto de las variables, tomamos como 

referencia conceptos relacionados con la fuerza de las prácticas de recursos humanos, en términos 

de consistencia, distinción, y consenso (ver Bowen y Ostroff, 2004). En términos de consistencia, 

las prácticas de recursos humanos pueden variar a través de las distintas modalidades de personal, 

por ejemplo, Kooij et al. (2013) encontró correlaciones positivas entre la categoría profesional, las 

prácticas de recursos humanos, el bienestar y el desempeño. Considerando el concepto de 

distinción, las prácticas de recursos humanos pueden ser más o menos visibles e interpretables por 

aquellos empleados que tienen una mayor antigüedad organizacional y/o que trabajan en 

organizaciones más pequeñas. En términos de su consenso, las prácticas de recursos humanos 

pueden estar adheridas o no a principios de justicia y, por lo tanto, aquellos empleados con mayores 

salarios, pueden que reciban más prácticas de recursos humanos.  
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Adicionalmente, hemos decidido también controlar por la autoeficacia laboral y por la 

orientación hacia la felicidad eudaimónica. Evidencia meta-analítica ha mostrado que la 

autoeficacia predice el bienestar (p.e., la satisfacción laboral) y el desempeño (Judge y Bono, 

2001). Por otra parte, se ha demostrado que la orientación hacia la felicidad eudaimónica está 

fuertemente correlacionada con una vida eudaimónica (p.e., inspiración) y también con la conducta 

eudaimónica (la búsqueda de la excelencia) (Henderson et al., 2014; Huta & Waterman, 2014).  

Hemos medido la autoeficacia laboral con tres ítems que conforman una de las subescalas 

de la escala de capital psicológico propuesta por Luthans, Avolio, Avey, y Norman (2001). 

Ejemplo de un ítem es “Me siento seguro si tengo que presentar información a un grupo de 

compañeros”.  Todos los ítems fueron evaluados con una escala Likert de 6 puntos (1 = Totalmente 

de acuerdo, 6 = Totalmente en desacuerdo). La subescala mostró un buen nivel de fiabilidad α = 

.76. 

Hemos medido la orientación hacia la felicidad eudaimónica con tres ítems que provienen 

de una de las subescalas para medir orientaciones hacia la felicidad (Peterson, Park, & Seligman, 

2005). Ejemplo de un ítem es “Para mí es importante que lo que hago beneficie a la sociedad”.  

Todos los ítems fueron evaluados con una escala Likert de 5 puntos (1 = Nada, 6 = mucho). La 

subescala mostró un buen nivel de fiabilidad α = .70. 

2.5 Análisis de Datos 

En todos los estudios, realizamos análisis preliminares que consistieron en la gestión de 

valores perdidos y se calcularon los estadísticos descriptivos tales como el cálculo de las medias y 

las desviaciones típicas (DT). También calculamos los coeficientes de correlación de Pearson (rxy) 

para obtener información sobre la relación entre las variables. 
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2.5.1 Análisis de Datos Estudio 1 

En el Estudio 1, y para responder los Objetivos Específicos 1 y 4, realizamos análisis de 

clústeres y análisis discriminantes, respectivamente. Ambos análisis los efectuamos con el paquete 

estadístico SPSS 22.  

Análisis de Clústeres 

 Para identificar los perfiles de relación entre la satisfacción laboral y el desempeño 

innovador, la información de los 513 empleados sobre dichas escalas, fue sometida al análisis de 

clústeres. Para ello utilizamos el procedimiento bietápico recomendado por Hair y Black (2000). 

Se utilizó la distancia euclídea para medir la distancia entre la satisfacción laboral y el desempeño 

innovador de los empleados. El criterio utilizado para crear los clústeres fue el de Bayesian 

Criterion (BIC por sus siglas en inglés). El procedimiento bietápico (el cual combina en uno solo 

los métodos jerárquicos y no jerárquicos) creó eficientemente cuatro clústeres.  

Análisis Discriminantes  

 Para analizar el poder discriminante entre los cuatro perfiles de la sobrecualificación, la 

iniciativa personal, la autoeficacia, y el cumplimiento del contrato psicológico, llevamos a cabo 

varios análisis discriminantes. Después de un primer intento, y con propósitos de refinamiento 

estadístico, realizamos un análisis discriminante mediante el método de pasos. El método de pasos, 

remueve aquellas variables que no realizan una contribución única para mejorar el poder predictivo 

de la función discriminante o funciones discriminantes al nivel .01 o menor. El criterio del método 

por pasos fue Lambda de Wilks. Un segundo análisis discriminante por pasos se llevó a cabo 

considerando únicamente los perfiles antagónicos, dado que las segundas diferencias significativas 

fueron encontradas en dichos perfiles. El análisis discriminante ha mostrado ser una técnica útil al 

momento de estudiar perfiles compuestos por dos variables. Por ejemplo, perfiles compuestos por 
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tipos de bienestar (p.e., Keyes et al., 2002). Además, varios autores recomiendan combinar las 

técnicas de análisis discriminantes y la de clústeres análisis, para refinar las soluciones de clústeres 

y para añadir validez a las mismas. Esto sucede cuando otras variables, con base en la teoría, se 

relacionan con los clústeres (Henry et al., 2005; McIntyre y Blashfield, 1980). 

2.5.2 Análisis de Datos Estudio 2 

En el Estudio 2, y para responder a los Objetivos Específicos 2 y 5, realizamos análisis de 

clases latentes y análisis discriminantes, respectivamente. El primero de los análisis lo realizamos 

con el paquete estadístico Mplus 7.0. El segundo de los análisis lo realizamos con el paquete 

estadístico SPSS 22.  

Análisis de Clases Latentes 

Para identificar los cuatro perfiles compuestos por el bienestar laboral afectivo y el 

desempeño de tarea, realizamos una serie de análisis de clases latentes (tanto exploratorios como 

confirmatorios). Estimamos los parámetros del modelo calculando la máxima verosimilitud. Los 

análisis de clases latentes son una técnica de modelamiento estadístico recomendada para los casos 

en los que se desea clasificar individuos en grupos homogéneos que se considera que son latentes 

(Geiser, 2013).  

Para decidir el número de clases idóneo, hemos seguido cinco recomendaciones dadas por 

Nylund et al. (2007). Primero, hemos comparado la información del BIC, los indicadores de ajuste 

Lo-Mendell-Rubin (LMR) y el boostrap likelihood ratio test (BLRT) en las diferentes 

especificaciones al modelo (i.e., desde el modelo con 1 clase hasta el modelo con 6 clases). 

Segundo, aunque el BLTR puede dar resultados significativos, su valor p puede ser no confiable 

en caso de que existan distribuciones no normales. Por lo tanto, hemos decidido considerar el LMR 

como índice de ajuste primario porque parece ser un indicador más robusto. Tercero, para decidir 
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el número apropiado de clases, hemos considerado los niveles más bajos de BIC y si el indicador 

LMR no era significativo (p ≤ .05). Cuarto, hemos dejado de incrementar el número de clases una 

vez que el LMR resultó ser no significativo. Quinto, hemos realizado un análisis de clases latentes 

de tipo confirmatorio. Para ello incrementamos la especificación sobre los valores iniciales (de 

1000 100 a 1500 150), todo esto con el fin de ayudar a que el modelo convergiera en una solución 

global en lugar de local. Adicionalmente, hemos realizado un análisis de varianza (ANOVA) con 

el fin de verificar que existían diferencias significativas entre las clases latentes identificadas, en 

cuanto a los niveles de bienestar laboral afectivo y el desempeño de tarea.  

Análisis Discriminantes 

 Para identificar las prácticas de recursos humanos que diferenciaban a los cuatro perfiles, 

hemos realizado dos análisis discriminantes. Después de un primer intento, hemos realizado un 

segundo análisis discriminante con el método de inclusión de pasos. Dicho método fue igual al 

que ya hemos descrito en el Estudio 2. 

2.5.3 Análisis de Datos Estudio 3 

En el Estudio 1, y para responder a los Objetivos Específicos 3, 6 y 6.1, realizamos análisis 

de clústeres y análisis multinomiales. Ambos análisis los efectuamos con el paquete estadístico 

SPSS 22.  

Análisis de Clústeres 

Para identificar los cuatro perfiles compuestos por el bienestar eudaimónico y el 

desempeño de tarea evaluado por el supervisor, hemos realizado un análisis de clústeres similar al 

descrito en el Estudio 1. Adicionalmente, hemos realizado un análisis de varianza (ANOVA) con 
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el fin de verificar que existían diferencias significativas entre los clústeres identificados, en cuanto 

a los niveles de bienestar eudaimónico y el desempeño de tarea evaluado por el supervisor.  

Análisis Multinomiales   

Para poner a prueba el poder predictivo de las prácticas de recursos humanos sobre los 

cuatro perfiles de bienestar y desempeño, hemos llevado a cabo un análisis de regresión 

multinomial. En dicho análisis hemos considerado las variables control, las prácticas de recursos 

humanos y las ocho interacciones entre las prácticas y la edad. En concreto, hemos puesto a prueba 

tres modelos para comprobar que los efectos de las interacciones contribuían con una mejora 

significativa en el ajuste global del modelo. En el primero modelo, hemos considerado sólo las 

variables control. En el segundo modelo, hemos también considerado los efectos de las prácticas 

de recursos humanos y la edad. En el tercer modelo, hemos también introducido las ocho 

interacciones de prácticas × edad. El análisis de regresión multinomial es una técnica estadística 

apropiada para investigar los efectos de predictores sobre variables dependientes nominales y con 

múltiples categorías.  

3. Conclusiones  

A lo largo de los capítulos de esta tesis, hemos ido resaltando varias conclusiones que han 

sido destiladas de nuestra documentación y de los estudios empíricos. En este apartado, 

sintetizamos algunas de las más importantes. 

1. Una conclusión importante de nuestra documentación en el primer capítulo, es que, 

para estudiar el bienestar en psicología, es necesario poner atención tanto a aspectos 

hedónicos como eudaimónicos. 

2. Aunque las conceptualizaciones y mediciones del bienestar en psicología general 

muestran ser más o menos claras y uniformes, las conceptualizaciones y sobre todo 
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las medidas de bienestar en el trabajo se encuentran en sus etapas iniciales de 

desarrollo, sobre todo lo que respecta al estudio del bienestar eudaimónico en el 

trabajo. 

3. En comparación con el bienestar en el trabajo, las conceptualizaciones y medidas 

del desempeño ofrecen marcos de referencia más heurísticos y uniformes. Por lo 

tanto, esto facilita la acumulación y el avance de nuestro conocimiento.  

4. Revisitas previas de la tesis del trabajador feliz-productivo expandieron el estudio 

hacia el bienestar afectivo, tanto como rasgo, como estado, y de esta manera 

contribuyeron a ampliar nuestro conocimiento en la relación bienestar-desempeño. 

Sin embargo, tuvieron varias limitaciones. Por ejemplo, revisitas previas estuvieron 

sólo enfocadas al bienestar hedónico, dejando a un lado el estudio del bienestar 

eudaimónico. También, revisitas previas estuvieron sobre todo interesadas en la 

forma de cómo conceptualizar y medir el bienestar, pero no el desempeño. Además, 

revisitas previas estuvieron sobre todo enfocadas a los patrones sinérgicos y 

omitieron la existencia de los patrones antagónicos entre el bienestar y el 

desempeño.  

5. Para estudiar el bienestar y el desempeño, es necesario adoptar modelos 

organizacionales del trabajo ecológicos. La idea es que la promoción (o deterioro) 

del bienestar y el desempeño proviene de diferentes caminos los cuales incluyen al 

trabajo (p.e., la calidad), la persona, la relación persona-organización, y las 

organizaciones. Al mismo tiempo, esto da pistas de futuras intervenciones. 

6. La autoeficacia y el cumplimiento del contrato psicológico son antecedentes clave 

de los cuatro patrones de bienestar y desempeño. 
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7. Las prácticas de recursos humanos produces sobre todo ganancias mutuas y en 

menor medida resultados conflictivos que favoreces el bienestar o resultados 

conflictivos que favoreces el desempeño. 

8. Ceteris paribus, los trabajadores felices son más productivos, sin embargo, algunas 

excepciones aplican a esa regla, por ejemplo, existen patrones sinérgicos, pero 

también patrones antagónicos entre el bienestar y el desempeño. 

9. En situaciones optimum ese es donde emerge el patrón feliz y productivo. 

10. Finalmente, los intentos por mejorar el bienestar son valiosos en sí mismos, sin 

embargo, hoy en día el bienestar se ha convertido en una conditio sine qua non para 

alcanzar el progreso económico de las personas, las empresas y los países. 
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APPENDIX I. INSTRUMENTS 

1. QUESTIONNAIRE IN STUDY I 

 

C1. Indica, cuál es tu nivel de acuerdo/desacuerdo con las siguientes afirmaciones. 

 
PSYCHOLOGICAL CONTRACT FULFILMENT  
 

PREGUNTAD A TODOS LOS ENCUESTADOS QUE HAN TRABAJADO EN ALGUNA OCASIÓN 
Para los encuestados que no trabajan en la actualidad, referirse al último trabajo y utilizar el verbo 
pasado. 

ITEM 1 MEASURING CONTENT –MENETARY REWARDS- 

B26.  Mostrar el cartón B26. Señalar qué frase describe mejor la situación en tu trabajo. 
 Lo que me pagan [pagaban] es mucho menos de lo que hago [hacía]. 
 Lo que me pagan [pagaban] es algo menos de lo que hago [hacía]. 
 Lo que me pagan [pagaban] es razonable para lo que hago [hacía]. 
 Lo que me pagan [pagaban] es algo más de lo que hago [hacía]. 
 Lo que me pagan [pagaban] es mucho más de lo que hago [hacía]. 

 
 

 

JOB SELF-EFFICACY Muy en 
desacuerdo 

Algo en 
desacuerdo Indiferente Algo de 

acuerdo 
Muy de 
acuerdo 

3.  Soy [era] capaz de superar la mayor parte 
de los problemas que me encuentro 
[encontraba] en el Trabajo. 

     

8.  Me las arreglo [arreglaba] bien para 

solucionar las dificultades relacionadas con 
el trabajo. 

     

12.  Soy [era] capaz de hacer bien mi 
trabajo.      

PERSONAL INITIATIVE  Muy en 
desacuerdo 

Algo en 
desacuerdo 

Indiferente 
Algo de 
acuerdo 

Muy de 
acuerdo 

4.  Procuro colaborar cuando hay trabajo 
que hacer, aunque no me lo pidan.      

5.   Sí hay que  hacer  algo  tomo  la  
iniciativa  con prontitud aunque otros no lo 
hagan. 

     

6.   Normalmente hago más de lo que me 
piden.      
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ITEM 2 MEASURING CONTENT –ALL TYPE OF REWARDS- 

B27. Considerando en un conjunto las compensaciones monetarias y no monetarias (como las 
oportunidades de aprender, clima laboral, etc.) que recibo por mi trabajo son: 
 Mucho mejores de lo que yo esperaba al empezar a trabajar. 
 Algo mejores de lo que yo esperaba al empezar a trabajar. 
 Parecidas a lo que yo esperaba al empezar a trabajar. 
 Algo peores de lo que yo esperaba al empezar a trabajar. 
 Mucho peores de lo que yo esperaba al empezar a trabajar. 

 
 
ITEM MEASURIGN DELIVERY 

B28. ¿En qué medida la empresa está cumpliendo (o ha cumplido) los compromisos que 
adquirió al contratarte? 
 
 Muy poco.  
 Poco. 
 A medias.  
 Bastante.  
 Mucho. 

 
OVER-QUALIFICATION 

Mostrar el correspondiente cartón A6. 
Nivel máximo de estudios completados. 

 
 

 Número de empleo 
1º 2º 3º 4º Último>5º 

B15. Si tuvieras que aconsejar a una 
persona para ocupar tu trabajo, ¿qué 
estudios le aconsejarías realizar? 
Indícanos, además qué nivel tendría esos 
estudios. 1.    Nivel de estudios a realizar 
(Mostrar cartón A6) 
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B23, B24.  Mostrar cartón B23 y 24. Por favor, indica la importancia que tiene para ti, cada uno 

de los siguientes aspectos del trabajo. 

Final del bloque B23. Si no trabaja ni ha trabajado pasar al bloque C. 
B25. Mostrar el cartón B25a. Indica tu nivel de acuerdo o desacuerdo con las siguientes 
afirmaciones. Para los encuestados que no trabajan en la actualidad, referirse al último trabajo y 
utilizar el verbo pasado.         

JOB SATISFACTION  

B24. Grado de satisfacción. Si no trabaja o no ha 
trabajado pasar a C. 

Nada Poco Algo Bastante Mucha 
Grupo A.      
1. El horario.      
2. Oportunidades de promoción.      
3. Estabilidad en el trabajo      
4. Buen salario      
5. Condiciones físicas (salud e higiene)      
6. Sin excesivo agobio o presión      
7. Amplias vacaciones      
Grupo B.      
1. Contactos interpersonales (trato con 
clientes, proveedores, usuarios, etc.)      
2. Compañeros de trabajo      
3. Trabajo útil para la sociedad      
4. Trabajo bien considerado      
5. Tener un jefe que apoye y oriente      
Grupo C.      
1. Variedad de las tareas a realizar      
2. Oportunidades de aprender      
3. Habilidades que exige el puesto      
4. Autonomía para realizar el trabajo      
5. Trabajo significativo, que tiene sentido 
hacerlo      
6. Se puede tener iniciativa      
7. Trabajo con responsabilidades      

INNOVATIVE PERFORMANCE 
Muy en 

desacuerdo 
Algo en 

desacuerdo 
Indiferente 

Algo de 
acuerdo 

Muy de 
acuerdo 

2.  Con frecuencia, sugiero [sugería] a mi 
supervisor mejoras para llevar a cabo el 
trabajo. 

     

4.  He buscado [buscaba] nuevos 
procedimientos en lugar de esperar a que 
me lo dijeran. 

     

20.  Busco (buscaba) formas mejores de 
hacer las cosas en mi trabajo.      
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CONTROL VARIABLES 

GENDER 
A2. Sexo. 

 Hombre. 
 Mujer. 

AGE 

Edad:___________ 
 

TYPE OF CONTRACT 

Entrevistador, hacer de la B10 a la B22 por cada empleo distinto (Columna), Sólo en caso de más de seis 
empleos, seleccionar los cinco primeros que tuvo y el último para las siguientes preguntas. 

B10. Tipo de contrato Número de Empleo 
1º 2º 3º 4º 5º Último>5º 

1. Indefinido permanente       
2. Indefinido discontinuo       
3. Temporal       
4. Formación, prácticas y 
aprendizaje 

      
5. Estacional o de temporada       
6. Período de prueba       
7. Sustitución       
8. De obra o servicio       
9. Sin contrato       
10. Autónomo       
11. Funcionario       
12. Otros       
 

TYPE OF SECTOR Número de empleo 
1º 2º 3º 4º Último>5º 

B18a. Tipo de empleador       
1. Administración pública      
2. Empresa pública o semipública      
3. Empresa privada      
4. Cooperativa      
5. Autónomo      
6. ETT      
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2. QUESTIONNAIRE IN STUDY II 

 

HR PRACTICES 

16. Por favor, responda a las siguientes preguntas. No Sí No 
lo sé 

a) ¿Su organización le da suficientes oportunidades para expresar su 
punto de vista en temas y aspectos relacionados con su trabajo? 1 2 3 

b) Durante los últimos 12 meses, ¿ha recibido algún tipo de formación 
(ya sea formación en su lugar de trabajo, algún curso o actividad 
planificada) para actualizar sus habilidades? 

1 2 3 

c) ¿Ha habido algún intento serio en su organización para hacer el 
trabajo de personas como usted, tan interesante y variado como sea 
posible? 

1 2 3 

d) Durante el año pasado, ¿Su rendimiento ha sido evaluado 
formalmente? 1 2 3 

e) ¿Le proporciona su organización alguna ayuda para atender sus 
responsabilidades fuera del trabajo (por ejemplo, facilidades en el 
cuidado de sus hijos, un horario flexible, facilidades financieras o 
servicios de asesoramiento legal)? 

1 2 3 

f) ¿Su organización promueve activamente políticas de igualdad de 
oportunidades en su lugar de trabajo? 1 2 3 

g) ¿Ha adoptado su organización medidas preventivas para evitar 
cualquier tipo de acoso o intimidación que pueda producirse en su 
empresa? 

1 2 3 

h) En esta organización, ¿evalúan su rendimiento y ello influye sobre 
su salario? 1 2 3 

 
 
 
 
 
 
 
 
 
 
 
 
 
JOB AFFECTIVE WELL-BEING 
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24. En las últimas semanas, ¿con qué frecuencia se sintió de la siguiente forma  
en relación a su trabajo? Rara vez o 

nunca 
Con poca 
frecuencia  

 A 
veces 

Con 
bastante 

frecuencia 

Muy 
frecuentemente 

o siempre 
a) Tenso/a 1 2 3 4 5 

b) Tranquilo/a 1 2 3 4 5 

c) Molesto/a 1 2 3 4 5 

d) Animado/a 1 2 3 4 5 

e) Preocupado/a 1 2 3 4 5 

f) Entusiasmado/a 1 2 3 4 5 

g) Deprimido/a 1 2 3 4 5 

h) Satisfecho/a 1 2 3 4 5 

i) Triste 1 2 3 4 5 

j) Relajado/a 1 2 3 4 5 

k) Infeliz 1 2 3 4 5 

l) Optimista 1 2 3 4 5 

 

TASK-PERFORMANCE 

15. A continuación le presentamos un listado de aspectos relacionados con su última 
semana de trabajo. A su juicio, ¿En qué medida ha realizado satisfactoriamente  
las siguientes tareas? Muy mal Bastante 

mal 
Ni bien ni 

mal 
Bastante  

bien Muy bien 

a) Tomar decisiones. 1 2 3 4 5 

b) Trabajar sin cometer errores. 1 2 3 4 5 

c) Dedicarse a su trabajo. 1 2 3 4 5 

d) Conseguir sus objetivos. 1 2 3 4 5 

e) Tomar la iniciativa. 1 2 3 4 5 

f) Asumir responsabilidades. 1 2 3 4 5 
 

 

CONTROL VARIABLES 
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AGE 
 
30. ¿Qué edad tiene?    ________ años. 
 

GENDER 
31. Es usted…  Mujer. 

 Hombre. 

YEARS OF FULL-TIME EDUCATION 
36. ¿Cuál es su nivel máximo de estudios cursados, los haya finalizado o no? 
 b) ¿Durante cuántos años ha estado estudiando a tiempo completo?   
       _____ años 
 
HIERARCHICAL LEVEL 

1. ¿Cómo clasificaría su actual trabajo? Por favor, al clasificarlo tenga en cuenta las tareas 
y actividades que en él se desempeñan sin tener en consideración su nivel de estudios al 
responder a esta pregunta)  
 Trabajador operario no cualificado (p. e. trabajador/a de una línea de montaje). 
 Trabajador operario cualificado o capataz (p. e. Electricista, montador, técnico,…). 
 Trabajador de oficina -nivel básico (p. e. Mecanógrafo/a, secretario/a, operador/a de 

teléfono, técnico informático, vendedor/a …).  
 Trabajador de oficina – nivel intermedio – o supervisor de trabajadores de oficina (p. 

e. Operador informático, representante comercial,…). 
 Trabajador profesional – nivel superior – o encargado (p. e. Director de tienda o 

grandes superficies comerciales, director de oficina, ingeniero, profesor 
universitario,…). 

 Director o administrador (p.e. Director de un departamento, colegio, instituto, 
rector,…). 
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3. QUESTIONNAIRE IN STUDY III 

HR PRACTICES (SELF-EVALUATED) 

Por favor, indique el grado que su organización le ofrece cada una de las siguientes 
características. Para ello, utilice la siguiente escala de respuesta: 
 

Nada   Poco Algo Bastante Mucho 
1 2 3 4 5 

 
Mi organización o empresa me ofrece… 
 

1 …la oportunidad de obtener formación y de asistir a cursos y talleres 1 2 3 4 5 

2 …apoyo en la planificación de mi desarrollo profesional 1 2 3 4 5 

3 …una paga adecuada a mi rendimiento 1 2 3 4 5 

4 …un plan de incentivos y recompensas vinculado a mi rendimiento 1 2 3 4 5 

5 
…una bonificación salarial que depende de los beneficios de la 

organización 1 2 3 4 5 

6 …un contrato de trabajo que ofrece estabilidad en el empleo 1 2 3 4 5 

7 …una evaluación periódica de mi desempeño  1 2 3 4 5 

8 …una evaluación justa de mi desempeño 1 2 3 4 5 

9 …una evaluación motivadora del desempeño  1 2 3 4 5 

10 …una selección adecuada de los empleados 1 2 3 4 5 

11 …una búsqueda cuidadosa de candidatos para los puestos 1 2 3 4 5 

12 
…la oportunidad de desarrollar nuevas habilidades y conocimientos para 

mi trabajo actual, o para puestos posibles en el futuro 1 2 3 4 5 

13 …oportunidades de promoción interna 1 2 3 4 5 

14 …un salario competitivo en el mercado laboral 1 2 3 4 5 

15 …un salario por encima de la media para este puesto de trabajo 1 2 3 4 5 

16 …un sistema de compensación equitativo 1 2 3 4 5 

17 …la garantía de mantener mi trabajo 1 2 3 4 5 

18 …horarios de trabajo flexibles 1 2 3 4 5 

19 …la oportunidad de trabajar a tiempo parcial en caso de necesitarlo 1 2 3 4 5 

20 
…la oportunidad de organizar mi horario de trabajo para cumplir con 

mis obligaciones familiares 1 2 3 4 5 

21 …una estabilidad laboral mayor de lo normal  1 2 3 4 5 

22 …. buenas condiciones en el proceso de jubilación 1 2 3 4 5 

23 …apoyo para buscar otros empleos en el caso de despido 1 2 3 4 5 

24 …unas buenas condiciones en caso de despido 1 2 3 4 5 
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EUDEIMONIC WELL-BEING (SELF-EVALUATED) 

Por favor, indique su grado de acuerdo o desacuerdo con cada afirmación. Para ello, 
utilice la siguiente escala de respuesta: 

 
Totalmente 

en 
desacuerdo 

Moderadamente 
en  

desacuerdo 

Algo en  
desacuerdo 

Ni de 
acuerdo ni 

en 
desacuerdo 

Algo  de  
acuerdo 

Moderadamente 
de  

acuerdo 

Totalmente 
de  

acuerdo 

1 2 3 4 5 6 7 
 

1 Vivo “al día” y realmente no me preocupo por el futuro 1 2 3 4 5 6 7 

2 Estoy interesado en actividades que me abran nuevos horizontes 1 2 3 4 5 6 7 

3 A veces siento que ya no tengo retos en la vida 1 2 3 4 5 6 7 

4 Disfruto haciendo planes para el futuro y tratando de hacerlos 
realidad 1 2 3 4 5 6 7 

5 Para mí, la vida ha sido un proceso continuo de aprendizaje, 
cambio y crecimiento 1 2 3 4 5 6 7 

6 Tengo claro lo que intento conseguir en la vida 1 2 3 4 5 6 7 

7 
Las actividades de mi vida a menudo me parecen triviales y sin 
importancia 1 2 3 4 5 6 7 

8 Tengo la sensación de que, con el tiempo, me he desarrollado 
mucho como persona 1 2 3 4 5 6 7 

9 Intento mejorar o hacer cambios importantes en mi vida 1 2 3 4 5 6 7 

10 Tengo clara la dirección y el sentido de mi vida 1 2 3 4 5 6 7 

11 Es importante tener nuevas experiencias que desafíen lo que uno 
piensa sobre sí mismo y sobre el mundo 1 2 3 4 5 6 7 

 

TASK PERFORMANCE (EVALUATED BY SUPERVISORS) 

A continuación, responda las siguientes cuestiones sobre CADA UNO DE LOS 
TRABAJADORES de su unidad, utilizando la siguiente escala de respuesta:  

 
Muy malo Malo Regular Bueno Muy bueno 

1 2 3 4 5 
 

1. ¿Cómo es su desempeño? 

2. ¿Cuál es la calidad del trabajo que realiza? 

3. ¿Cuál es el grado de consecución de objetivos que obtuvo en el último año? 

 
TRABAJADOR  PREGUNTA1 PREGUNTA2 PREGUNTA3 

1.    
2.    
3.    
4.    
5.    
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CONTROL VARIABLES 

AGE 

Edad: ………… 

GENDER 

Sexo:  1.Hombre       0.Mujer 

OCCUPATIONAL CATEGORY 

Categoría 
ocupacional 

 1. Trabajo manual no cualificado  
 2. Trabajo administrativo o auxiliar  
 3. Técnico medio  
 4. Profesional de alta cualificación  
 5. Dirección 
 6. Otros. Especificar…………………………………………………………... 

ORGANIZATIONAL TENURE 

¿Cuánto tiempo lleva en esta organización?  1. Menos de un año  2. Entre 1 y 5  3. Más de 5 
 

SALARY 

Salario neto 
mensual 

 1. Menos de 600 euros 
 2. Entre 600 y 999 euros 
 3. Entre 1000 y 1499 euros 
 4. Entre 1500 y 1999 euros 
 5. Entre 2000 y 3000 euros 
 6. Más de 3000 euros 

 

ORIENTATION TO EUDAIMONIC HAPPINESS 

Indique en qué medida se identifica con las siguientes afirmaciones, utilizando la 
siguiente escala de respuesta:  

 
Nada  Poco  Algo  Bastante Mucho 

1 2 3 4 5 
 

4 Mis ideales guían mi vida 1 2 3 4 5 

5 Me siento responsable de hacer del mundo un lugar mejor 1 2 3 4 5 

6 Para mí es importante que lo que hago beneficie a la sociedad 1 2 3 4 5 
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JOB SELF-EFFICACY 

Indique, en qué grado está en desacuerdo o de acuerdo con las siguientes 
afirmaciones. Para ello, utilice la siguiente escala de respuesta: 

 
Totalmente 

en 
desacuerdo 

En desacuerdo Algo en 
desacuerdo 

Algo de 
acuerdo De acuerdo Totalmente 

de acuerdo 

1 2 3 4 5 6 
 

1 Creo que puedo representar bien a mi grupo de trabajo en 
reuniones con la dirección 1 2 3 4 5 6 

2 Creo que puedo hacer buenas aportaciones para la mejora de la 
empresa 1 2 3 4 5 6 

3 Me siento seguro si tengo que presentar información a un grupo 
de compañeros 1 2 3 4 5 6 
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