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Abstract: the aim of this study Is to analyze the relationships between the dimensions of organizational justice, job satisfaction, and organizational
commitment based on work happiness and turnover intention among academic workers in Mexico. To this end, a sample of 393 higher education
faculty members in Mexico was surveyed. The statistical technique of structural equation modeling (CB-SEM) was used to analyze the data. The
study’s results show that, on the one hand, the variables of job satisfaction, organizational commitment, and organizational justice are interrelated
among these workers, and on the other hand, that these variables positively explain work happiness and negatively explain turnover intention.
This information is relevant for university leaders to undertake a strategic direction oriented towards Happiness Management. In this way, their
human capital can perform their professional activities in an environment of positive emotions, creativity, joy, and subjective well-being.

Keywords: job happiness, turnover intention, organisational justice, job satisfaction; affective engagement.
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Esthela Galvin-Vela, Rafael Ravina-Ripoll, Mario Alberto Salazar-Altamirano and Deisy Milena Sorzano-Rodriguez

Resumen: el objetivo de este estudio fue analizar empiricamente las relaciones entre las dimensiones justicia organizacional, satisfaccién laboral y
compromiso organizacional con la felicidad laboral y la intencién de rotar en trabajadores del &mbito docente en México. Con este fin, se encuest6
a una muestra de 393 profesores de educacion superior en México. Para analizar los datos se utiliz6 la técnica estadistica de ecuaciones estructu-
rales por CB-SEM. Los resultados alcanzados de este estudio muestran, por un lado, que las variables satisfaccién laboral, compromiso organiza-
cional y justicia organizacional estdn relacionados entre si en este tipo de trabajadores, y por el otro, que estas variables explican positivamente
la felicidad laboral y negativamente la intencién de rotar. Esta informacién es relevante para que los méximos responsables de las universidades
emprendan una direccién estratégica orientada al Happiness Management. De este modo, su capital humano podrd desempenar sus actividades
profesionales en un entorno de emociones positivas, creatividad, alegria y bienestar subjetivo.

Palabras clave: felicidad laboral, intencién de rotar, justicia organizacional, satisfaccién laboral, compromiso afectivo.

The main objective of any entity in higher edu-
cation is to provide its students an excellence and
quality education to facilitate their insertion into
the labor market (Rahm and Heise, 2019). Under
this approach, its human capital must take the
role of protagonists in the development and ac-
quisition of professional competencies of future
graduates of the post-COVID-19. To do this, it
is necessary to develop their didactic activity in
an environment of happiness and trust, that look
for satisfaction and commitment of the student
and their academic expertise to contribute to an
ecosystem that promotes personal interactions
and happiness at work. This is pivotal in emer-
ging economy countries that require a significant
volume of excellent professionals to stimulate the
productive growth of their territories in order to
turn it into competitive, sustainable and innova-
tive ecosystemes.

Mexico is a good example, since on the one
hand it needs university communities that pivot
around the job happiness and psychological heal-
th of its employees in the era of Industry 4.0. On
the other hand, it requires governance models
that promote the educational competences of its
workers. This action would have two great bene-
fits for Mexican universities. The first is to move
towards Q1 quartile in the Shanghai ranking for
the quality of its scientific productions. This re-
quires that the heads of these institutions bet on a
scientific culture based on the guiding principles
of job happiness, organizational justice and the
knowledge of their researchers (Galvan-Vela and
Ravina-Ripoll, 2023). And the second is to encou-
rage the attraction of creative talent internationa-
1ly. This resource demands environments where

decent work, disruptive thinking or collective
well-being are stimulated.

In this way, Mexico, as the target country of
this research, will have a university community
of people involved in transforming its economy
to the challenges demanded by the education
of the future. And thus, to be able to generate
human capital that addresses, in a proactive way,
the challenges derived from the emerging tech-
nological advances linked to the tools of artificial
intelligence. In short, the promotion of a culture
of job happiness and organizational justice in
Mexican universities will contribute to acade-
mic and scientific advancement through teachers
committed to the correct training of professionals
who meet global challenges.

Therefore, the idea is to create organizations
that promote the culture of the three T: Talent, Te-
chnology and Business Transfer under the magni-
fying glass of corporate happiness, organizational
justice and job satisfaction. Hence, the objective of
this scientific article is to evaluate the relationship
between job satisfaction, affective commitment
and organizational justice with happiness and
the intention to rotate by university professors
in Mexico. This research aims to provide a clear
understanding of how these factors interrelate
and affect the working environment of teachers
in higher education institutions. By focusing on
these aspects, the aim is to identify which ele-
ments are decisive to foster a work environment
in which teachers not only feel satisfied and en-
gaged, but also valued and motivated to remain
in their institutions.

This research contributes to the scientific pro-
duction that revolves around the culture of Ha-
ppiness Management. First, it provides a detailed
analysis of how organizational fairness, affective
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engagement, and job satisfaction influence inten-
tion-to-rotate and happiness constructs at work.
Second, it contributes to the body of literature
that explores the happiness of human capital in
the university environment of emerging coun-
tries. Thirdly, it helps to generate a climate of
awareness that reduces the labor turnover of the
labor force that is the subject of this research. And
finally, this article reinforces the importance of
creating university environments that promote
the collective happiness of their internal clients as
a vehicle for organizational success and knowle-
dge transfer.

In this section, we present the analysis of
the-state-of-the-art of job satisfaction, affective

Proposed model

commitment, organizational justice, job happi-
ness and the intention to rotate. It is relevant to
mention that these elements have been previously
studied in various organizational contexts, but
their specific interaction in the university envi-
ronment of emerging countries, such as Mexico,
requires further exploration (Galvan-Vela and
Ravina-Ripoll, 2023). This review aims to contex-
tualize current research and frame the need for a
comprehensive management approach that con-
siders how these variables interact to influence
the well-being and retention of academic staff of
Mexican universities. The result of this review led
to approach various research hypotheses, which
pose relationships established theoretically in the
model illustrated in Figure 1.

Job

Hi happiness H3

job
satisfaction

4a 4b

Job satisfaction is the degree that indicates if a
person is emotionally happy in the performance
of his/her job (Galvén-Vela et al., 2022). Regar-
ding this definition, investigations show not only
that this construct contributes significantly in
the productive and technological development
of corporations, but also in generating an inter-
nal climate within organizations that encourages
professional performance, radical innovation or

Affective
commitment

Intention to
rotate

H2

Organizational
justice

4c 4a

job happiness (Garcia-Salirrosas, 2024; Rogows-
ka and Meres, 2022). All these factors are key
to cultivating a business culture that promotes
justice and organizational commitment from the
perspective of Happiness Management.

In this sense, studies such as Moura et al. (2020)
or Quijano and Mufioz (2020), indicate that cor-
porations must formulate leadership styles and
human resources policies that stimulate the job
satisfaction of their employees as a catalyst for co-
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llective happiness and competitive advantage (Butt
et al., 2020). In this line, Carstensen and Klusmann
(2021) and Ravina-Ripoll et al. (2024), argue that
job satisfaction not only relies in the salary, but in
other elements, among them, the ability to work
in an environment where professional growth and
subjective well-being are stimulated.

In this way, the internal clients of the compa-
nies will enjoy a mood that will have a noticeable
effect on their levels of motivation and job satis-
faction. This contributes to a significant reduc-
tion in the number of sick leave and voluntary
abandonment of employees (Casely-Hayford et
al., 2022). As a result, employee job satisfaction
becomes an essential resource for managers to
enhance the commitment of their human capital.
Under this approach, there is evidence that labor
satisfaction positively affects the professional
performance and commitment of workers when
organizations consider organizational justice as a
driver of labor happiness for their human capital
(e.g. Mert et al., 2022).

Enriched with theoretical-empirical models
that demonstrate that job satisfaction is not only
a synonym of business benefits but that it also
constitutes to an internal source of corporate ha-
ppiness in management models based on the phi-
losophy of Happiness Management (Ravina-Ripoll
et al., 2022), universities begin to be aware that
the job satisfaction of their staff plays a main role
in their professional performance (Rogowska
and Meres, 2022). Some research shows that the
job satisfaction of their teachers is fostered by
the implementation of collaborative pedagogical
styles that promote the collective happiness of
their students (e.g. Banerjee et al., 2017). Based on
this, university governance should consider the
job satisfaction of this group as an instrument to
encourage a community of committed teachers
(Castafieda-Santillan and Sdnchez-Macias, 2022).

Based on these premises, the first research
hypothesis was developed:

H.: Job satisfaction positively influences job ha-
ppiness

Affective commitment is the emotional attach-
ment of an employee to the organization in which
he/she works. In this regard, Fonseca-Herrera
et al. (2019) point out that this type of commit-
ment provides workers with high doses of job
satisfaction. To do this, managers must create
an organizational culture in which people feel
happier and committed to the strategic objectives
of senior management. In addition, the creation of
a positive work environment, where employees
perceive fairness and equity in organizational
decisions, reinforces their sense of belonging and
loyalty to the institution.

Literature shows two fundamental aspects
associated with affective engagement. The first
is that this variable significantly reduces people’s
emotional exhaustion, psychological stress or
job dissatisfaction (Van Waeyenberg et al., 2022).
These elements, and multiple other factors, are
crucial to develop management models that pro-
mote the economic growth of companies from the
synergies of disruptive innovation, productive
efficiency and the subjective well-being of their
human capital. The second is that the promo-
tion of affective commitment is a basic strategic
resource not only to stimulate the attraction of
creative talents, but also to stoke a business iden-
tity where employees feel recognized by their
hierarchical superiors (Novitasari et al., 2020).

These last two elements are especially relevant
in the context of higher education institutions in
Mexico. A sector characterized by having high
levels of rotation in its academic professionals,
mainly due to the scarcity of formal full-time
employment contracts and precarious salaries
in disagreement with the professional profiles
of university teachers (Barbosa-Bonola and Avi-
la-Carreto, 2022). This results in teachers with
low levels of job satisfaction and commitment
to their institutions (Park, 2005).

To change this situation, there are organiza-
tions that carry out corporate governance that
implement leadership styles aimed at cultivating
an environment of promotion of happiness and
commitment (Meyer et al., 2019). In this way, wor-
kers acquire feelings of loyalty to their entities.
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In this sense, Zheng et al. (2019) show that the
affective commitment of employees is an essen-
tial component for internal clients to undertake
collaborative learning models that encourage
the academic happiness of future graduates. Li-
kewise, Bahat and Isik (2023), show that univer-
sities with their own culture towards promoting
organizational commitment are distinguished
by having happy workers in the performance of
their professional activities.

In this line, Moon and Park (2024) have shown
that the affective commitment of the collective
object of this research is significantly increased
when corporate governance promotes the acade-
mic happiness of all members of the university
community. On the other hand, Kim and Lee
(2023) find that affective engagement has an in-
direct effect on happiness when mediated by the
resilience dimension. This is because these entities
promote an affective commitment of hierarchical
and authoritarian type that stimulates, among
other things, the rotation of their teachers.

In accordance with these novel findings, the
following research hypothesis is proposed:

H, Affective engagement positively influences job
happiness

Organizational justice has its origins in huma-
nist, egalitarian and motivational theories (Rios
and Loli, 2019). On this basis, the researchers ex-
plore, on the one hand, how employees perceive
equity in their interpersonal relationships with
their hierarchical superiors and peers. On the
other hand, to understand which are the workers’
emotional and behavioral responses to these per-
ceptions (Galvan-Vela et al., 2022). This informa-
tion is crucial for managers to carry out strategic
management based on the work interactions of
their internal clients (Mert et al., 2022), because
organizational justice is a key element to design
management models based on job satisfaction,
affective commitment and job happiness of their
human capital (Sheeraz et al., 2021).

Regarding scientific research on the topic
of organizational justice at the university level,
some authors show that organizations lacking
organizational justice are characterized not only
by the emotional exhaustion and stress of their
human capital, but also by a climate devoid of
happiness and interpersonal relationships (Akar
and Ustuner, 2019). In this line, Ghran et al. (2019)
show a solid significant relationship between or-
ganizational justice and job satisfaction in today’s
globalized society. Likewise, Yavuz (2010) notes
that organizational justice positively affects the
organizational commitment of university pro-
fessors. Based on this research, Demir (2016) de-
monstrates the existence of a robust relationship
between the dimensions of organizational justice
and job satisfaction in the context of university
professors. Also, Jandaghi et al. (2012) empirically
certify the relationship between organizational
justice and job happiness in this same group.

Based on these findings, the following re-
search hypothesis is proposed:

H, Organizational justice positively influences
job happiness

Since the time of Ancient Greece, the pursuit
of happiness is considered the sole and ultimate
end of the human being, an issue that has not
gone unnoticed by social science researchers. In
this sense, Ravina-Ripoll ef al. (2021, p. 3) point
out that “this growing interest in happiness stu-
dies in the field of organizations is due to the
fact that this intangible asset is one of the most
important that managers have to cultivate wor-
kplace happiness”. This brings multiple economic
and social benefits to corporations when they
implement the innovative Happiness Management
culture through job happiness. Therefore, job hap-
piness is defined when people not only enjoy the
daily performance of their professional position,
but also enjoy it and the social relations generated
in work environments (Chaiprasit and Santidhi-
rakul, 2011). Under this approach, job happiness
is conceptualized as a multidimensional dimen-
sion that is made up of intrinsic and extrinsic
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factors, among them, joy, subjective well-being,
satisfaction or positive emotions. In this sense,
Ravina-Ripoll et al. (2021) point out that job hap-
piness is the positive emotional state that people
experience in the execution of their productive
activities within organizations.

In the field of university governance, a stream
of studies has focused on analyzing the influence
of the variables organizational climate, psycholo-
gical health, salary remuneration and professional
performance on the work happiness of the group
object of this scientific study (Rizqi and Qamari,
2022). As a consequence, some authors highlight
that organizational commitment, job satisfaction,
and subjective well-being have a significant im-
pact on their job happiness (e.g. Galvan-Vela and
Ravina-Ripoll, 2023; Sudibjo and Sutarji, 2020).

However, the literature that examines job ha-
ppiness in university organizations is scarce from
the discipline of Happiness Management (Rizqi and
Qamari, 2022). This implies the absence of works
that explore quantitatively how the trinomial
affective commitment, job satisfaction and organi-
zational justice affect the binomial happiness and
intention to rotate. Especially when there is recent
research that argues that organizational justice,
job satisfaction and organizational commitment
are negatively linked to the intention of rotating
university professors (Ertiirk, 2022).

Based on these arguments, the following re-
search hypotheses are stated:

H, : Job happiness negatively influences the in-
tention to rotate

H,,: Job satisfaction negatively influences the in-
tention to rotate

H, : Organizational justice negatively influences
intention to rotate

H,: Affective engagement negatively influences
the intention to rotate

Consequently, this study advances in the re-
search of Happiness Management at the university
context by proposing a quantitative analysis of
the impact of affective commitment, job satisfac-
tion and organizational justice on happiness and
the intention to rotate. The hypotheses proposed

are based on the need to deepen these dynamics
to develop strategies that promote the well-being
and retention of academic talent.

This study is quantitative, non-experimental,
cross-sectional, correlational and causal. Its pur-
pose is to determine the inferential relationships
of the constructs that make up the conceptual
model of this research. To do this, a questionnaire
of 50 questions has been developed, adapted from
known and validated scales for each variable. The
responses of the questionnaire were measured
on a Likert scale of 1 to 5 points. Regarding the
dimension of labor happiness, the scale of Ra-
mirez-Garcia et al. (2019) has been used, which
is composed of ten items. Regarding the affective
commitment variable, the Meyer and Allen scale
(1991) was used, only in its “affective” dimension
that is composed of six items. Organizational
justice was also assessed using a fifteen-item scale
developed by Niehoff and Moorman (1993). Re-
garding the job satisfaction factor, the authors of
this research used the five-item scale suggested
by Veray-Alicea (2016). On the intention to rotate,
the three items of the scale of Mobley et al. (1978)
were used. The choice of these scales is justified
in the multiple validations of these instruments
in different sectors and territories.

The population of this study was conside-
red “indefinite”, given that the total number of
people dedicated to university teaching in Mexi-
co exceeds the statistical minimum of 100,000
elements, recommended for this category. The
sample was drawn by means of the formula Z for
indefinite populations, considering a margin of
error of +/- 5% and a level of confidence of 95%,
so a minimum sample was considered, 385 ob-
servations; however, 392 surveys were collected
in a non-probabilistic way, but considering little
more than ten observations per federal entity in
Mexico, a country that is composed of 32 states.

The human capital who responded to the
survey were teachers from public and private
universities in Mexico, contacted through social
networks, so they were provided with a digitized
survey. The demographic profile of the indivi-
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duals surveyed is characterized by the fact that
55.9% belong to the female gender, 56.4% are ma-
rried, 85.5% have the degree of academic doctor,

78.6% work in public universities and 74.7% are
dedicated exclusively to research (Table 1).

Socio-demographic profile of participants

Category Item Absol %
Gender Female 219 5519
Male 173 44.1
Marital status Married 221 56.4
Divorced /or 33 8.4

Free Union 43 11
Single 91 23.2

Widow 4 2

Education Bachelor of Secondary Education 9 1.8
Bachelor of Arts 1 0.3

Master’s Degree 44 11.2
University Doctorate 347 88.5
Nature of the organization Private 84 21.4
Public 308 78.6

Total 392 100

The data were processed using various sta-
tistical techniques. Normality tests were initially
performed to verify the distribution of the data.
Subsequently, correlation analyzes were carried
out to explore the relationships between the va-
riables. An Exploratory Factor Analysis (EFA) was
also used to validate the underlying dimensions
of the variables. Finally, the method of structural
covariance equations was used to evaluate the
proposed model and its hypotheses, allowing a
detailed analysis of the structural relations be-
tween the studied variables. The results obtained
provide relevant information for strategic mana-
gement in universities, aimed at promoting job
happiness and reducing the intention of rotation
of teaching staff.

Based on the quantitative information in Table
1, we carried out, on the one hand, a Pearson
correlation analysis to analyze the relationships
between the variables object of the model pro-

posed in this study, and on the other hand, to
develop an exploratory factor analysis to estimate
the validity and internal consistency of the latent
variables of our study. Based on the above, the
tests of univariate and multivariate normality, as
well as common variance bias, were practiced.
According to its results, the structural equations
model technique was used to explore the sta-
tistical robustness of the research hypotheses
expressed in Figure 1 by using the SPSS-AMOS
version 24 software.

Correlational analysis

In order to identify the bivariate relationships
between the parameters: organizational justi-
ce, job satisfaction, affective commitment, job
happiness and intention to rotate, the Pearson
correlation coefficient was applied. The results
achieved show four basic elements. The first, that
the dimension organizational justice is positively
associated with the construct labor happiness
(0.79), and negatively with the vector intention
to rotate (-0.43). The second, that the variable job
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satisfaction is significantly related to job happi-
ness (0.72), and in the opposite direction with the
intention to rotate factor (-0.46). The third, that
the affective commitment parameter is positively
linked to job happiness (0.65), and negatively

Bivariate correlations

with the intention of rotating (-0.14). And finally,
a negative relationship is perceived between the
constructs labor happiness-intention to rotate
(-0.48).

Organizational Job Affective Job Intention
Justice satisfaction commitment Happiness  to rotate
Justice / Organizational 1
Job satisfaction 50** 1
Engagement / Affective 52** 57+ 1
Job Happiness 79** 720 65** 1
Intention to rotate (-).43** (-).46** (-).14** (-).48** 1

Note.™ Significant results at p 0.01.

Exploratory factor analysis

To observe the underlying structure of the
indicators that make up the variables of this work,
exploratory factor analysis by the method of main
components was used. This statistical test allows,
on the one hand, to determine whether the ins-
trument items are suitable for the measurement
of the constructs of the estimated model in this
research. And on the other hand, to evaluate the
usefulness of causal relations with the mission of
being able to carry out the technique of model of
structural equations (Thakkar, 2020).

Regarding the first question, Table 3 reveals
that the exploratory factor analysis (EFA) carried
out in this study shows the usefulness of all the
items related to the scales used in this article to

Exploratory Factor Analysis

analyze the dimensions of job satisfaction, in-
tention to rotate and affective commitment. The
same does not happen with the parameters of job
happiness and organizational justice. This led to
the elimination of five items on the labor happi-
ness scale of Ramirez-Garcia et al. (2019) and ten
items on the organizational justice scale of Nie-
hoff and Moorman (1993). Some of the reagents
of the Ramirez-Garcia scale were not considered
appropriate when factoring in two elements, one
of them was notably about “job happiness” with
reagents such as “I enjoy my work” “I enjoy doing
my job well” or “my internal motivation is high”,
however, the deleted items included a factor not
related to happiness such as “I have good health”
“love occupies an important place in my life” or
“I am extroverted”.

Variabl . .
ariable satisfaction

Job Affective
commitment

Intention to
rotate

Organizational

Tt Job Happiness

Correlations between

0.768 <->0.874 0.508 < ->0.859

0.529<->0.805 0.550<->0.844 0.645<->0.814

items

Level of correlations Discharge Discharge Discharge Discharge Discharge
Significance 0.000 0.000 0.000 0.000 0.000
Determinant 0.003 0.009 0.036 0.028 0.154
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Raabie satis]f(:::tion colr\rflf'l:icttrir‘:eent Org;i:z?ctional UIDLEET IS Inti:ttail(t): °
Communalities 0.814<->0.894 0.665<->0.823  0.574<->0.802 0.643<->0.742 0.721<->0.872
Level of communities Adequate Adequate Adequate Adequate Adequate
KMO Test 0.903 0.907 0.844 0.785 0.706
Barlett test 0.000 0.000 0.000 0.000 0.000
Factors extracted 1 1 1 1 1
Preserved items 5 6 3 5 3
Variance explained 86.23 % 72.81 % 72.03 % 70.63 % 56.13 %

In the table above it can be seen that the levels
of correlations between the variables are high
(Roy-Garcia et al., 2019). Likewise, the deter-
minants achieved in this inferential study are
appropriate for all constructs, as they are close to
zero according to the studies of Hair et al. (2020).
Regarding the communities of the variables sub-
ject to this research, they are all characterized by
being greater than 0.5, as recommended in this
type of analysis (Saeed et al., 2021). With respect
to the Kayser-Meyer Olkin test, the data obtai-
ned show a level close to one in each of the five
constructs of this theoretical model. In addition,
the Barlett sphericity test, which determines the
previous and significant relationships in the in-
dicators, is statistically significant for each of the
items conserved for the analysis of each of the
latent dimensions (Shrestha, 2021). This finding is
empirically robust when the explained variances
of the vectors organizational justice, job satisfac-
tion, affective commitment, job happiness and
intention to rotate are greater than 50% (Purwanto
and Sudargini, 2021).

Once the exploratory factor analysis was
carried out, a detailed analysis of the elements
that make up the variables was elaborated. The
results indicate, on the one hand, that all elements
present levels of asymmetry and kurtosis within
acceptable limits (less than 1.5), as well as the ab-
sence of atypical data according to the Mahalano-
bis d-squared test and Boxplot graph inspection.
On the other hand, the Kolmogorov-Smirnov
technique suggests a normality in the data by
showing significance levels with p<0.05 (Yap and
Sim, 2011). All these quantitative findings allow
us to continue advancing towards the verification

of the reliability and internal consistency of the
measurement scales used in this work.

Analysis of causal relationships

After validating the significant associations
of the latent variables, the next step was to pro-
ceed to contrast the research hypotheses using
a model of structural equations. A multivariate
statistical technique widely used in the social
sciences. This is basically due to its ability to de-
tect causal relationships, flexibly, because this
technique takes into account measurement errors
during the development of its empirical analysis
(Hair et al., 2020).

Then, the reliability and validity of the cons-
tructs of the structural model of this work was
calculated. Reliability has been measured through
the Cronbach Alpha coefficient and the Compo-
site Reliability Index (CRI). Both inferential tests
are valid when their indicators are higher than
0.7 (Fu et al., 2021). The values obtained in each
of the constructs of this research are above 0.7.
This circumstance reflects the reliability of the
parameters considered in this article. This fact
can be clearly seen in Table 4.
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Reliability
Reliability

Cronbach’s alpha CRI
Job satisfaction 0.96 0.953
Organizational Justice 0.963 0.928
Affective commitment 0.924 0.938
Job Happiness 0.908 0.864
Intention to rotate 0.882 0.929

Once evaluated the reliability of the model
parameters, the next step is to estimate their
convergent and discriminant validity. Regarding
the convergent validity, indicate that it has been
evaluated through the extracted mean variance
(AVE). Cheung et al. (2023), state that when the
mean variance extracted is greater than 0.5 there
is convergent validity, as in this case (see table
5). To measure the discriminant validity, the au-
thors of this article opted for the Fornell-Larcker

Convergent and discriminatory validity

criterion, based on the fact that the values of the
mean variance extracted (AVE) of each of the
variables (organizational justice, job satisfaction,
affective commitment, job happiness and inten-
tion to rotate) must be higher than the records of
the existing bivariate correlations between them.
In this sense, the results obtained confirm the
discriminating validity of this theoretical model.
This can be seen in the table below.

Convergent validity

Discriminant validity

BIRD SL JO CA FT IR
Job satisfaction 0.862 0.862
Organizational Justice 0.72 0.268 0.72
Affective commitment 0.752 0.328 0.27 0.752
Happiness at work 0.706 0.503 0.43 0.426 0.706
Intent to rotate 0.814 0.208 0.193 0.256 0.197 0.814

According to the quantitative data described
above, the goodness of the adjustment of the mo-
del described in Figure 1 was quantitatively cal-
culated in order to be able to contrast the research
hypotheses. The following adjustment indicators
were used: the Chi-square ratio over degrees of
freedom (CMIN), the mean square approxima-
tion error (RMSEA), the comparative adjustment
index (CFI), the incremental adjustment index
(IFI) and the Turkey Lewis index (TLI) and the
parsimony adjustment goodness index (PGFI).

These adjustment indicators mention that the
model under study has a good fit when these sta-
tistical conditions occur. The first, that the value
of the Chi-square ratio over degrees of freedom
(CMIN) shows that the Chi-square (Xi2) is twice
the degrees of freedom (GL) (Hancock e al., 2018).
The second, the mean quadratic approximation
error (RMSEA) approaches zero (Kenny et al.,
2014). The third, the comparative adjustment in-
dex (CFI), the incremental adjustment index (IFI)
and the Turkey Lewis index (TLI) are above 0.9
(Jain and Raj, 2013). Finally, the index of goodness
of parsimony adjustment (PGFI) is between 0.5
and 0.7 (Henseler and Sarstedt, 2012).
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The values obtained from the adjustment indi-
cators mentioned above are presented in Table 6.

Structural model adjustment indicators

This table shows that the structural model in this
article shows an acceptable and parsimonious fit.

Indicator Expected value Value obtained Adjustment
CMIN Double degrees of freedom Xi2=1399; GL=414 Acceptable
RMSEA 0.05 < and> 0.08 0.078 Acceptable
IFC 090to1 0.905 Acceptable
IFI 090to1 0.906 Acceptable
TLI 090to1 0.893 Moderate
PGFI 0.5 <and>0.7 0.672 Acceptable

In order to contrast the validity of the research
hypotheses proposed in this work, the effect
indicator was used to evaluate the magnitude
and direction of the interrelations between two
variables. Secondly, measurement error (S.E.)
was used to provide an optimal estimate of the
parameters in this study. Third, the critical ratio
(CR) was used to determine the inferential repre-

Hypothesis contrast

sentativeness of the bivariate relationships of the
constructs (organizational justice, job satisfaction,
affective commitment, job happiness and inten-
tion to rotate). According to Naldi and Flamini,
(2014), this index is significant when this value
exceeds +/- 1.96. Fourth, the Fisher significance
test (P) indicates that when its value is less than
0.05, the validity of the research hypotheses is
confirmed (Zhang and Wu, 2022).

Hypothesis Relationships Effect H.E. C.R. P Contrast
H1 Satisfaction-Happiness 0.519 0.48 10.88 0.00 Accepted
H2 Affective Commitment-Happiness (FL) 0.221 0.045 4.95 0.00 Accepted
H3 Justice-Happiness 0.246 0.38 6.4 0.00 Accepted
H4a Happiness — Intention to Rotate (IR) 0.161 0.13 1.24 0.214 Rejected
H4b Satisfaction - IR -0,295 0,098 -3.01 0,003 Accepted
H4c Justice-IR -0.202 0,071 -2.85 0,004 Accepted
H4d Affective Engagement-IR -0.372 0.08 -4.64 0.00 Accepted

In view of the statistical data in Table 7, it is
evident that there is a positive relationship be-
tween the parameters of job satisfaction, affective
commitment and organizational justice with the
dimension of job happiness. These findings are
consistent with the literature on Happiness Ma-
nagement, which suggests that satisfaction and
commitment in the work environment are deter-
mining factors for the subjective well-being of em-
ployees (Diaz-Garcia et al., 2024). Consequently,

the acceptance of the hypotheses H1, H2 and H3
is empirically corroborated. These results are alig-
ned with previous studies that have shown that
organizational fairness and affective engagement
are key predictors of happiness at work, as they
improve both performance and overall employee
satisfaction (Kim and Lee, 2023; Galvan-Vela and
Ravina-Ripoll 2023).

On the other hand, the hypotheses H4b, H4c,
and H4d confirm the existence of negative as-
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sociations between the variables of job satisfac-
tion, organizational justice and affective commit-
ment with the intention-to-rotate construct. This
evidence reinforces the findings of Aryani et al.
(2021), who argue that perceived justice and emo-
tional engagement with the organization signifi-
cantly reduce the propensity to seek employment
in other institutions. The negative relationship
between job satisfaction and intention to rotate
has also been widely documented, highlighting
the importance of these factors for talent retention
(Ertiirk, 2022; Mobley, 1982).

However, the H4a hypothesis is rejected, in-
dicating the absence of a direct link between job

Structural model

0.519 / p=0.00***

job
satisfaction

0.161 / p=0.221***

-0.295 / p=0.03***

Based on the results presented in this article,
not only our research hypotheses are contras-
ted, but also the robustness and predictive qua-
lity of the structural model presented in Figure
2 is deduced. This suggests that the proposed
model, which integrates job satisfaction, affec-
tive commitment and organizational justice, is
adequate to predict the happiness and retention
of academic staff at the university level, which
reinforces the importance of these variables in
the management of human resources in higher
education institutions.

happiness

Affective
commitment

Intention to
rotate

happiness and the intention to rotate. This fin-
ding, while unexpected, aligns with recent studies
suggesting that happiness at work alone is not
a sufficient determinant for employee retention,
especially in contexts where other factors, such
as professional development or growth oppor-
tunities, carry greater weight (Rizqi and Qamari,
2022). In addition, this result highlights the com-
plexity of the construct of job happiness and its
interaction with other organizational variables
in the era of Industry 4.0, where leaders have a
crucial role in cushioning the intention to rotate
their human capital (Ravina-Ripoll et al., 2022).

0.246 / p=0.00***

0.221 / p=0.00***

Organizational
justice

-0.372 / p=0.00***
0.161 / p=0.221***

-0.202 / p=0.04***

This work is part of the strategic management
studies that are concerned with cultivating job
happiness within organizations, including uni-
versities. In the context of Mexican universities,
one of the valuable results of this research has
been to demonstrate that organizational justice,
job satisfaction and affective commitment are po-
sitively associated with the job happiness of their
academic professionals. This finding is crucial to
promote corporate governance that stimulates
the performance and professional growth of its
human capital from the culture of Happiness Ma-
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nagement. Another revealing finding is that the
intention to rotate decreases not only with the
job satisfaction and the affective commitment,
but also with the perception of organizational
justice within these corporations. To address these
challenges, one promising avenue would be for
universities to promote the trust and subjective
well-being of their employees.

The value of this research for the area of Or-
ganizational Behavior within the Administrative
Sciences lies in its contribution to understanding
how psychological and cultural factors, such as
organizational justice and affective engagement,
directly influence staff well-being and retention.
This study not only provides empirical evidence
on the importance of these elements in the uni-
versity context, but also opens the door for future
research that delves into management strategies
that can strengthen employee loyalty and per-
formance in educational organizations. In doing
so, this research offers a conceptual framework
that can be used to design more effective orga-
nizational policies that promote a positive work
environment, which is essential for the sustai-
nable development of educational institutions
in emerging countries.

In this line, future research should explore
how universities” academic success depends hea-
vily on an environment geared toward fostering
their teachers’ creativity, active participation, lo-
yalty, and happiness. Finally, it should be noted
that the results of this study are subject to some
theoretical and methodological limitations, in-
cluding transversality, the design of the causal
model, sample size, the choice of variables or
the geographical framework of the research.
However, these limitations have not prevented
us from providing a robust conceptual model that
enriches the literature on job happiness in the en-
vironment of universities in emerging countries.
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Abstract: the aim of this research is to explore the components of engagement that are most significant to the job satisfaction of employees in Peru’s
commercial sector. Questionnaires were distributed online and printed to employees from 25 businesses operating within Lima’s commercial sectors.
Following an exhaustive literature review, the Utrecht Work Engagement Scale (UWES) was chosen as the survey instrument, resulting in the collec-
tion of 260 responses. The participating companies were required to be part of the private sector, and the research adopted a cross-sectional design.
The survey was administered free of charge, ensuring complete anonymity for the respondents. The study employed an ordinary least squares model
as the instrument, incorporating a quadratic variable for age. The model’s results provided the necessary support to demonstrate a close relations-
hip between the engagement variables of challenge (3 = 0.0147, p < 0.05), inspiration (3 = 0.0224, p < 0.01), flow state ( = 0.0156, p < 0.05), and job
satisfaction among commercial employees. Additionally, these variables were graphically analyzed according to the workers age. A quadratic trend
is specifically observed in the relationship between job satisfaction and age. Our findings contribute to the literature by offering a unique perspective
on engagement studies, providing valuable insights for the development of improved human management policies.

Keywords: challenge, commercial workers, engagement, inspiration, job satisfaction, organizational behavior, flow.

Resumen: el objetivo principal de este estudio fue investigar cudles son los componentes del compromiso con la tarea mds relevantes para la
satisfaccién laboral de los empleados pertenecientes al sector comercial en Pert. Se distribuyeron cuestionarios en linea y en formato impreso a
empleados de 25 empresas que operan en los sectores comerciales de Lima. La Escala de Compromiso Laboral de Utrecht (UWES) fue seleccio-
nada como instrumento de encuesta después de una exhaustiva revision de la literatura, lo que resulté en la recopilacién de 260 encuestas. Se
establecieron criterios especificos para la participacién de empresas, exigiendo que pertenecieran al sector privado, y la investigacién adopté un
disefio transversal. Es importante destacar que la encuesta se administré de forma gratuita, garantizando completa anonimidad para los encues-
tados. El instrumento utilizado en este estudio fue un modelo de minimos cuadrados ordinarios, incorporando una variable cuadrdtica para la
edad. Los resultados de este modelo brindaron el respaldo necesario para demostrar una estrecha relacion entre las variables de compromiso,
como el desafio (3 = 0.0147, p < 0.05), la inspiracién (§ = 0.0224, p < 0.01), el flow o la inmersién en el trabajo (3 = 0.0156, p < 0.05) y la satisfaccién
laboral en empleados comerciales. Ademads, estas variables fueron analizadas gréficamente segtin la edad de los trabajadores, observdndose una
tendencia cuadratica especificamente en la relacién entre la satisfaccién laboral y la edad. Los hallazgos contribuyen a la literatura al presentar
una perspectiva diferente sobre el estudio del compromiso, proporcionando valiosos conocimientos para la formulacién de politicas de gestion
humana mas efectivas.

Palabras claves: desafio, trabajadores comerciales, compromiso con la tarea, inspiracion, satisfaccién laboral, comportamiento organizacional, flow.
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Engagement and job satisfaction are two funda-
mental concepts in the literature on organizational
behavior and human resources. Engagement, as
defined by Schaufeli et al. (2002), is conceptualized
as a positive, fulfilling, work-related state of mind
characterized by vigor, dedication, and absorption.
Vigor implies high levels of energy and mental
resilience while working, as well as the willing-
ness to invest effort in work tasks and to persist
despite difficulties (Bakker et al., 2008). Dedication
refers to being strongly involved in one’s work,
accompanied by feelings of significance, enthu-
siasm, inspiration, pride, and challenge (Macey
and Schneider, 2008). Absorption, on the other
hand, is described as a state of full concentration
and deep enjoyment at work, where time seems
to pass quickly (Csikszentmihalyi, 1975).

Job satisfaction, defined by Locke (1976), is a
positive or pleasurable attitude resulting from
the perception of one’s job as fulfilling. It is a
multidimensional construct that includes factors
such as satisfaction with supervision, promotion
opportunities, working conditions, relationships
with coworkers, and the content of the work itself
(Judge et al., 2001). The literature has consistent-
ly demonstrated that job satisfaction is related
to multiple organizational outcomes, including
productivity, turnover, and organizational com-
mitment (Judge and Klinger, 2008).

In the Peruvian context, these dynamics take
on particular relevance. Peru, with its emerging
economy and constantly evolving labor market,
presents a unique scenario for studying engage-
ment and job satisfaction. The commercial sector,
one of the most dynamic in the country, is especia-
lly relevant given its impact on economic growth
and job creation (Instituto Nacional de Estadistica
e Informatica, 2023). Understanding how emplo-
yees in this sector experience and manage their
engagement and satisfaction can offer valuable
insights for human resource management and
organizational development in Peru.

This study focuses on analyzing the compo-
nents of engagement that are most relevant to
job satisfaction among employees in the Peru-
vian commercial sector. Specifically, it seeks to

answer the following research questions: Which
elements of engagement (vigor, dedication, and
absorption) have the greatest impact on job sa-
tisfaction? How does job satisfaction vary with
the age of employees in the commercial sector?
These questions are crucial for developing effec-
tive talent management strategies that enhance
employee well-being and performance in this
specific economic and cultural context.

The document is systematically organized to
explore the relationship between job satisfaction
and engagement. Following the literature review,
the objectives section establishes the study’s
purpose and specific goals. The methodology
section details the research approach, including
data collection and measurement, and the use
of Ordinary Least Squares (OLS) Analysis. The
results section presents the findings from the data
analysis, highlighting the identified relationships
between job satisfaction and engagement. Fina-
lly, the conclusion summarizes the key results
and their implications, offering reflections and
guidance for future research.

Engagement

Engagement, as described by Schaufeli et
al. (2002), is a sustained and impactful positive
mental state related to work. This state is charac-
terized by enthusiasm, commitment, and com-
plete absorption, and it is not confined to any
specific moment, object, event, person, or action.
The first component, vigor, includes behavioral
and energetic elements, implying high levels of
energy, mental resilience, willingness to invest
effort, and perseverance in challenging situations
(Gonzalez-Roma et al., 2006; Le Blanc et al., 2021).

Next, dedication involves a strong motivation
to work and feelings of being valued, enthusiastic,
inspired, proud, and challenged (Madero-Gémez
et al., 2021). It manifests in the centrality and im-
portance of work to the individual, along with
high levels of enthusiasm, inspiration, and pride.
Absorption is defined by complete focus and sa-
tisfaction in one’s job, effectiveness in task com-
pletion, and the sensation that time passes quickly
(Salanova et al., 2000; Shimazu and Schaufeli,
2009; Watanabe et al., 2023). This component is
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marked by an intense focus and commitment to
work, making it difficult to disengage and causing
a perception that time flies (Schaufeli and Taris,
2005). It is a cognitive state where the individual
achieves deep concentration, potentially losing
track of time due to satisfaction and focus during
the workday (Llorens et al., 2010).

This sense of intense concentration is also re-
ferred to as “flow” by Csikszentmihalyi (1975),
who describes it as a comprehensive feeling expe-
rienced when individuals engage with complete
dedication. Flow is characterized as a state of
working at one’s highest capability with strong
commitment and ease, where personal abilities
align perfectly with the challenges presented
(Nakamura and Csikszentmihalyi, 2009). It is
considered an “optimal experience,” with these
terms often used interchangeably.

Job satisfaction

The definition of job satisfaction has varied
over time, but generally, it refers to the extent
to which an individual finds their job enjoyable
(Spector, 1997). It has been conceptualized as an
assessment of one’s work, involving cognitive
aspects as well as emotional responses or overall
attitudes toward work (Brief, 1998; Spector, 1997).
According to Weiss (2002), job satisfaction is es-
sentially an attitude, and his research differentia-
te between cognitive aspects, such as emotions,
beliefs, and behaviors. He argues that previous
measures of job satisfaction have often confla-
ted job perception, which is cognitive, with job
satisfaction, which is an emotional assessment.

Hamermesh (2001) conducted research on the
influence of job satisfaction in both the United
States and Germany, finding that job satisfaction
tended to be higher among individuals with hi-
gher income levels. These studies have spurred
numerous further inquiries into the relationship
between wages and job satisfaction.

Recognizing the significance of job satisfac-
tion, efforts have been made to develop workplace
policies aimed at enhancing it. For instance, Ellic-
kson and Logsdon (2002) have created policies
that consider numerous factors contributing to
job satisfaction, categorizing them into two main

domains: environmental background and personal
characteristics. Environmental background factors
include advancement prospects, compensation,
fringe benefits, effective team collaboration and
resources, the physical work environment, safety
measures, appropriate training, equitable wor-
kload distribution, positive relationships with im-
mediate supervisors, performance assessments,
and interpersonal connections. Personal characte-
ristics pertain to attributes such as gender and age.

Another approach to job satisfaction is throu-
gh the concept of happiness at work. This concept
has various definitions, making it challenging to
define precisely due to its many facets (Zelenski et
al., 2008). It is usually defined as the experience of
positive emotions (Tkach and Lyubomirsky, 2006;
Foncubierta-Rodriguez and Sénchez-Montero,
2019; Roth et al., 2023). The most prominent de-
finition of happiness at work comes from Fisher
(2010), who articulates it on three distinct levels.
At the transitory level, it involves immediate and
fleeting experiences of joy and contentment stem-
ming from work events, as well as the emotions
and mood an individual may experience as a
result. At the personal level, it focuses on specific
aspects of individuals in their work environment,
including their levels of engagement, the pre-
sence of humor, overall well-being, and positive
emotions. Lastly, at the group level, happiness at
work is characterized as a collective phenomenon,
encompassing team morale, the emotional atmos-
phere within the group, the presence of humor,
collective engagement, and group satisfaction.

Relationship between job satisfaction
and engagement

Engagement in the workplace, as highlighted
by Saks (2006) using Social Exchange Theory, is
positively correlated with the amount of time
employees spend at work. In contrast, job satis-
faction, as noted by Macklin et al. (2006) throu-
gh the Job Demands-Resources Model, tends to
decrease as the hours spent on the job increase.
This suggests that high job demands can enhance
engagement if they do not become overwhelming.
Conversely, elevated job demands often lead to
decreased job satisfaction.
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In the literature, it is evident that engaged
employees often feel challenged, inspired, and
proud in their roles. This emotional state is the
result of the interplay between employee engage-
ment and job satisfaction. Karanika-Murray ef al.
(2015), drawing on the Conservation of Resources
Theory, found that those who are deeply engaged
in their work, seeking energy and dedication,
tend to experience satisfaction in their profes-
sional endeavours. On the other hand, Britt et al.
(2005), using the Theory of Job Stress, discove-
red that employees with a strong commitment to
their work and organizations may be adversely
affected by negative workplace events, resulting
in increased work-related stress.

In a study conducted by Yeh (2013) involving
336 hotel employees from 22 hotels in Taiwan,
the relationship between tourism involvement,
engagement, and job satisfaction was investiga-
ted through the lens of the Engagement Theory.
andeh (2013) found a significant and positive con-
nection between job satisfaction and engagement.

In that sense, it is important to consider the
leadership style and type, especially transfor-
mational leadership (Donkor et al., 2022), as it
impacts the relationship between job satisfac-
tion and engagement, based on the Full Range
Leadership Theory (Swid, 2016). Additionally,
understanding the employee life cycle, framed
by the Lifespan Development Theory, is crucial
to identifying their specific needs based on age
and other factors (Sandhya and Sulphey, 2019).

There are several studies that analyses the re-
lationship between engagement and job satisfac-
tion. While numerous studies have delved into the
overall correlation, a notable gap in the existing
literature pertains to the examination of various
facets of engagement within the commercial sector,
with a particular emphasis on age-related factors.

This represents a critical void in our unders-
tanding of employee well-being, as age can sig-
nificantly influence individuals” perspectives,
expectations, and preferences in the workplace.

By bridging this gap and investigating the
nuances of engagement, we can gain deeper in-

sights into the specific factors that contribute to
job satisfaction within different demographic
segments. This knowledge is not only crucial
for academic purposes but also holds practical
implications for organizations aiming to tailor
their engagement strategies to the diverse needs
of their workforce. For this reason, that is why
the following objectives are:

¢ Find out which components of engage-
ment (vigor, dedication and absorption)
are most relevant in commercial emplo-
yees’ job satisfaction.

e To find out, if as people age, their job
satisfaction changes in a way that isn’t
necessarily constant but might experience
both: growth and decline.

Based on these objectives, the hypotheses for
the study are as stated below:

H1: There is a positive and significant re-
lationship between vigor, dedication, and ab-
sorption in job satisfaction among commercial
employees.

H2: Job satisfaction varies significantly accor-
ding to the age of employees in the commercial
sector.

To validate these hypotheses, a data collection
process is undertaken, as outlined below. This in-
cludes the measurement of variables and the appli-
cation of the Ordinary Least Squares (OLS) model.

Data collection

The present study is carried out in Peru, a coun-
try characterized by its rich cultural diversity and
emerging economy. With a population exceeding
33 million inhabitants, Peru stands out for its sus-
tained economic growth in recent decades, with
the commercial sector being one of the fundamen-
tal pillars of its economy (Economic Activity, 2022).
Furthermore, the commercial sector in Peru repre-
sents approximately 5.42 % of the country’s Gross
Domestic Product (GDP), reflecting its importance
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in job creation and contribution to economic de-
velopment (Instituto Nacional de Estadistica e
Informatica, 2023). The city of Lima, the capital of
the country, is the main commercial and financial
center, concentrating most of the companies par-
ticipating in this study (Coloma, 2020).
Understanding the dynamics of engagement
and job satisfaction in this specific context not
only provides valuable insights for human re-
source management but also offers practical in-
sights for designing organizational policies that
promote a more productive and satisfying work
environment in the Peruvian commercial sector.

Considering this context and in order to va-
lidate the hypotheses, a questionnaire was de-
signed to gather the necessary information to
understand the relationships between the varia-
bles and subsequently find statistical support to
demonstrate the proposed relationships.

Regarding the section on engagement, an adap-
tation of the questionnaire from the Utrecht Work
Engagement Scale (UWES) was used, which has
been validated by previous studies (Nunnally
and Bernstein, 1994; Salanova et al., 2000). This
questionnaire includes items corresponding to
three categories: vigor, dedication, and absorption,
resulting in a total of ten questions (Schaufeli ef al.,
2006). Some representative questions were selec-
ted for this study, measured using a Likert scale
from 1 to 6, where 0 means “never” and 6 means
“always”. The questions used are as follows:

1. Tam strong and vigorous at my job.

2. I can continue working for long periods
of time.

3. Even when things do not go well, I con-
tinue working.

My job is full of meaning and purpose.
My job inspires me.

I am proud of the work that I do.

My job is challenging.

Time flies when I am working.

X N

When I am working, I forget everything
else around me.

10. T am happy when I am immersed in my
work.

To measure job satisfaction, the survey from
the study by Macdonald and MacIntyre (1997)
was chosen, which validates a questionnaire
specifically based on measuring reactions to job
characteristics. This model is very versatile, brief,
and generic, and can be applied to a wide range of
occupational groups. The survey was distributed
across different hierarchical levels and included
the following questions, measured using a Likert
scale from 1 to 6, where 0 means “never” and 6
means “always”:

I consider the salary to be good.
I receive recognition when I do a good job.
I get along well with my colleagues.

I have job security for the long term.

SN

I get along well with my supervisor
(answer if applicable).

o

My talents and skills are used at work.

7. Thave the opportunity to advance within
the organization.

8. Overall, I believe the job is good for my
physical health.

9. Ifeel good about my job.

Once the survey was structured, the proposed
format was sent to academic professionals; four
from the University of Piura and one from the
University of Navarra. Additionally, to test the
comprehension of the questions, surveys were
distributed to various workers with the sought-af-
ter profile related to sales and administrative ro-
les. As a result of these validations, corrections
were made to the scale, format, and wording style
of the questions.

Several invitations were sent to commercial
companies in order to participate in this study.
Representative commercial companies that
showed a willingness to participate in the study
aimed to study various hierarchical levels. Ques-
tionnaires were distributed online and printed to
workers from 25 businesses operating in Lima’s
commercial sectors, soliciting their participation
in the research project.

Prior to data collection, specific criteria were
established. These criteria stipulated that the par-
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ticipating companies should belong to the private
sector, and the study adopted a cross-sectional
design. It is important to note that the survey
was administered free of charge and guaranteed
complete anonymity to the respondents.

Measurement of variables

In terms of variable measurement, the infor-
mation was computed in Stata 15. The indepen-
dent variables in our model correspond to the
components of job satisfaction as outlined in the
survey utilized for this research. Each of these
variables was collected using a Likert scale, al-
though it's important to note that the scales were
not uniform across all variables.

It is worth underscoring that the index men-
tioned earlier was formulated in such a way that
it represents a percentage derived from the sum
of responses relative to the maximum attainable
score. This index considers the number of survey
questions answered, as the maximum achieva-
ble value is contingent upon the total number of
questions addressed.

Furthermore, we made the decision to incor-
porate control variables into our analysis. These
include Gender (coded as 1 for male and 0 for
female), Age, Marital Status (with a value of 1
denoting married and 0 denoting otherwise),
Children (a binary variable with 1 indicating
the presence of children and 0 indicating their
absence), Education level, Type of Employment
Contract, Tenure within the organization, and
a constant term. These control variables were

introduced to help mitigate potential influences
on the research findings.

The central variables of the research are job
satisfaction as the dependent variable and some
statements taken from the UWES engagement
survey. To analyze the relationships between these
variables, job satisfaction was defined, and the in-
dex was constructed with the following equation:

Job satisfaction index

2 S
Job satisfaction index — —&t=1"¢t
4(9 — N,)

Where:
S, : variables that contain job satisfaction.

N,: number of unanswered questions in the
job satisfaction section.

To validate the survey, a concise examination
of the psychometric characteristics of the instru-
ments was conducted. This involved assessing
the survey’s consistency and reliability. It's no-
teworthy that there was a complete absence of
missing data in any of the surveys, resulting in
100,00% data completeness.

For the reliability assessment, we applied
Cronbach’s alpha statistic (as shown in Table 1),
which provides a measure of reliability for varia-
bles associated with a specific construct. In the
case of the job satisfaction index, an impressive
Cronbach’s alpha value of 0.894 was achieved.
This indicates a high degree of reliability and
internal consistency within the scale.

Reliability statistics on job satisfaction and job commitment

Alfa de Cronbach Cronbach’s alpha considering each item Number of items
0,894 0,805 9
0,917 0,868 10

Ordinary least squares

For the regression, it was decided to use the
ordinary least squares model with a quadratic
variable, age. The main form of each regression
to be estimated is presented below:

Job satisfaction, =

Bo+ oIl + B2Y + B3Agei + BaAge? + ¢

Where:
e Job satisfaction,: is the job satisfaction
index.
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e II:itis a vector that represents the varia- ® &l regression error.
bles that composes worker’s engagement.
Among them, there are: strong and vi-
gorous at work, works for long periods,
works when things go wrong, work is
significant, work inspires the worker, the
worker is proud of his/her work, work
is challenging, time flies while working,
forgets everything, happy and absorbed
work (flow).

The descriptive statistics have been computed,
focusing on key variables. Table 2 shows a wide
range of ages among the participants, giving us
insights into the diversity of employee ages. Both
age and years of service show a broad range of
responses, indicating a variety of experiences and
* TY:itisavector that represents the control  Jengths of employment among the workforce. It

variables of the model, which are time  js important to note that 43,00% of the sample

of service in months, marital status, and are women and 57,00% are men. This variability
whether they have children. highlights the complexity of the workforce and
e Age’ is the age of the employee. the need to understand employees’ perspectives

e Age: is the employee’s age squared. and contributions in detail.

* B, intercept of the equation.

Overview of the main variables

Standard

Variable Mean N Min Max deviation Variance
Job satisfaction 0.78 260 0.28 1 0.11 0.01
Age 32.68 257 18 71 9.38 88.01
Years of Education 15.94 256 2.5 29 3.85 14.83
Time of service (in months) 80.5 260 0.02 370.5 4.98 24.82
Strong and vigorous at work 4.69 260 3 6 0.12 0.02
Works for long periods 4.74 260 3 6 0.11 0.01
Works when things go wrong 4.61 260 3 6 0.10 0.03
Work is significant 4.45 260 3 8 0.09 0.04
Work inspires the worker 4.52 260 3 4 0.16 0.01
The worker is proud of his/her work 4.64 260 8 6 0.19 0.03
Work is challenging 4.76 260 3 5 0.10 0.02
Time flies while working 4.64 260 3 6 0.17 0.02
Forgets everything while working 4.47 260 3 6 0.12 0.05
Happy when is absorbed at work (flow) 4.52 260 B B 0.11 0.01
Figure 1 illustrates the quadratic trend ob-  job satisfaction declines from ages 18 to 38, and
served in the data on job satisfaction. A notable then shows an upward trajectory beyond 38.

inflection point appears at the age of 38, where
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Job satisfaction quadratic trend

© |

Job satisfaction

To address potential multicollinearity among
the model’s explanatory variables, a thorough
correlation matrix analysis was conducted. The
results, shown in Table 3, indicate that no co-

Correlation matrix

20

30

T T T T

40 50 60 70
Age

rrelation exceeds the threshold of 0.5. This lack
of strong correlations alleviates concerns about
multicollinearity, ensuring the reliability of the
model’s variable relationships and reinforcing the
robustness of our analytical approach.

# Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17
Strong and
1 vigorous at 1
work
o Works for 049 1
long periods
Works when
3 things go 045 056 1
wrong
g Workis 042 040 040 1
significant
5 Workinspires 35 36 030 040 1
the worker
The worker is
6 proudofhis/ 041 028 031 049 042 1
her work
7 Workis 033 027 026 045 040 040 1
challenging
g Tmeflies o4 031 017 033 035 037 034 1
while working
Forgets
9 everything 0.08 0.16 0.08 0.11 0.12 0.08 0.19 0.36 1

while working
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#  Variable i 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17

10 Flowatwork 035 033 024 035 041 042 036 032 031 1

11 Sex 006 -0.03 -0.13 -0.06 -0.06 0.01 007 -0.06 -0.01 0.00 1

12 Age 011 006 001 011 013 0.14 009 010 004 020 0.16 1

13 Service time  -0.03 -0.05 -0.04 0.03 003 008 0.07 004 003 011 024 055 1

14 Marital Status 015 0.06 003 011 012 0.07 0.06 0.07 -0.04 009 0.16 050 025 1

15 Has kids 020 014 009 005 009 011 007 004 -001 014 013 039 024 037 1

5 O 008 0.08 009 011 0.16 000 0.09 008 -0.02 0.07 -021% 003 -0.11 0.0 -0.07 1
education
Type of

17 P 005 002 002 013 015 011 014 006 002 005 001 018 029 017 007 008 1

The regression results, detailed in Table 4, illu-
minate the factors influencing job satisfaction.
Notebly, within the dedication variable, both ins-
piration at work and engaging tasks emerge as
significant contributors to heightened job satis-
faction, as evidenced by their positive coefficients.
This indicates that an increase in these components
correlates with an increase in job satisfaction. The-
refore, the first hypothesis is partially rejected, as
not all variables within each component (dedica-
tion, absorption, vigor) were significant.

An intriguing finding in the absorption cate-
gory highlights the significance of feeling ‘happy
and absorbed at work (flow)’, indicating a positive
impact on job satisfaction.

Regression of engagement variables and job satisfaction

When considering age as a control variable,
a significant concave quadratic trend is obser-
ved. This suggests an inflection point where job
satisfaction initially rises with age but begins to
decline beyond a certain age. Thus, hypothesis 2
is not rejected, as there is a significant quadratic
relationship among employees in the commercial
sector studied.

Additionally, the variable related to having
children shows significance with a negative coe-
fficient. This suggests that having children is asso-
ciated with a decrease in job satisfaction, possibly
due to the time demands imposed by childcare
responsibilities.

Job satisfaction

Vigor
Strong and vigorous at work -0.00801
(0.282)
Works for long periods 0.0107
(0.163)
Works when things go wrong 0.00054
(0.943)
Dedication
Work is significant 0.00475
(0.585)
Work inspires the worker 0.0224**
(0.008)
The worker is proud of his/her work 0.00764
(0.364)
Work is challenging 0.0147*
(0.024)
Absorption
Time flies while working 0.00976
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Job satisfaction

(0.138)
Forgets everything while working -0.000706
(0.882)
Happy when is absorbed at work (flow) 0.0156*
(0.022)
Sex (1=Female) 0.0185
(0.068)
Age 0.0210**
(0,003)
Age? -0,0320*
(0,017)
Service time -0,000531
(0,186)
Marital status 0,017
(0,156)
Has children (1=Yes) -0,00694**
(0,009)
Years of education 0,000177
(0,992)
Type of contract 0,0167
(0,519)
Constant 0,421%**
(0.000)
N 260
R? 0,308
F (22.437) 28,67
Prob > F 0,037
Parenthesized

tp < 0.05,** p < 0.01, ** p < 0.001

Based on our key findings, we conducted a
comprehensive graphical analysis of the relevant
variables in relation to age. The objective is to
gain a deeper understanding of how these fac-
tors evolve over time. It starts by focusing on the
variable related to workplace inspiration (Figure
2). The results indicated a clear upward trend,
suggesting a positive correlation with age. Over
the observed years, inspiration levels significantly
increased within our study group.

This result aligns with previous research by
Thrash and Elliot (2004), who emphasize the
importance of understanding tasks in inspiring
motivation. Additionally, our observations sug-
gest that with experience and time, individuals
become more dedicated to their tasks, motivated
by their functional aspects and potentially also
by the company’s values, design, participation,
and leadership style.

The data reveals a significant relationship
between age and the perception of one’s job as
challenging. Figure 3 illustrates the trend of this
variable across the age groups studied. The graph
demonstrates that this perception increases with
age, becoming more pronounced from the age of
28 onwards and continuing to rise. This pattern
suggests that while early career stages may pre-
sent greater obstacles, as individuals overcome
these challenges and gain experience, they deve-
lop confidence in their abilities. Drawing from
Gutiérrez Zarza's (2015) findings, we can infer
that this trend may be attributable to increased
autonomy in task execution and supportive su-
pervision, which enables employees to effectively
utilize their skills.

© 2024, Universidad Politécnica Salesiana, Ecuador
Print ISSN: 1390-6291; Electronic ISSN: 1390-8618



Engagement and job satisfaction:evidence in the Peruvian commercial sector @

Figure 2
Relationship between age and work inspiration

Figure 3
Relationship between age and job challenge

\_is-//

flow or absorption experienced by employees.

This study also delves into the concept of
Investigating how this sentiment varies across

workplace happiness as it relates to the state of
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different age cohorts offers insights into prevalent
trends. Llorens et al. (2010) found a robust link
between work-related absorption and positive
psychological capital, encompassing job satisfac-
tion and engagement. The key to this relationship
lies in the reduced stress levels associated with
absorption, enabling employees to maintain vi-
tality in their roles.

Figure 4 illustrates the progression of wor-
kplace absorption across age brackets. The trend
appears to be relatively linear among individuals
aged 18 to 30, after which it demonstrates a mar-
ked increase. This pattern may be attributable
to the heightened pressures faced by younger
employees who are new to the workforce, as they
strive to meet performance expectations and se-
cure career advancement opportunities.

Relationship between age and state of flow at work

After performing the main regression analysis,
the Variance Inflation Factor (VIF) test was perfor-
med to evaluate the multicollinearity among the
independent variables. The VIF test is a widely
used technique to identify problematic interco-
rrelations in regression models (Belsley, 1991;
Montgomery et al., 2012). As shown in Table 5,
all VIF values were less than 10, indicating the
absence of severe multicollinearity. These low
VIF values suggest that the variance of regression
coefficients is not substantially high due to the
intercorrelations between the predictors. This
finding reinforces the reliability of the regression
model and confirms the independence of the in-
cluded variables, aligning with the guidelines
provided in the literature.

wn <
2
<
=
o
(TR
2 J
)
30
o -
T T T T T
20 30 50 60 70
Edad
Regressions of the variables of commitment and job satisfaction
Variable VIF 1/VIF
Strong and vigorous at work 1.67 0.598024
Works for long periods 1.81 0.552179
Works when things go wrong 1.7 0.588646
Work is significant 2.36 0.424108
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Variable VIF 1/VIF
Work inspires the worker 2.56 0.390293
The worker is proud of his/her work 227 0.440053
Work is challenging 1.99 0.502875
Time flies while working 1.47 0.680059
Forgets everything while working 1.3 0.770285
Happy when is absorbed at work (flow) 1.54 0.647682
Sex 1.34 0.743849
Age 1.32 0.194875
Age2 7.96 0.208531
Service time 1.69 0.591736
Marital status 1.5 0.667344
Has children 1.35 0.743342
Years of education 1.38 0.723781
Type of contract 6,075 0.164737
Mean VIF 2.293611111

The aim of this study was to investigate the
relationship between the components of engage-
ment and job satisfaction among employees of
commercial companies in Peru. Previous research
has demonstrated that engagement influences job
satisfaction, and when analyzing each variable
of it, the significant results are dedication and
absorption, specifically inspiration, challenge,
and flow at work.

The nature of job satisfaction involves some
degree of endogeneity, potentially generating
bias effects due to reverse causality and omitted
variables. In this research, we have incorporated
measures to mitigate concerns related to this is-
sue, such as the addition of control variables and
the decomposition of the engagement variables
according to Schaufeli et al. (2002).

Furthermore, some studies have corroborated
our findings, specifically Straume and Vitterso
(2012), who have provided evidence suggesting
that the connection between work and inspira-
tion is more robust than the challenges encoun-
tered in the workplace. They argue that when
an employee is inspired, it not only leads to job
satisfaction but also equips them to overcome
the difficulties that may arise while addressing

work-related issues. This suggests that companies
should foster inspiration in their employees to
enhance both their satisfaction and their ability
to tackle challenges.

This is particularly important for employees
in commercial companies who strive to meet their
sales targets. Our research results affirm that ins-
piration is the most significant aspect related to
job satisfaction.

Another significant aspect of engagement
is the challenge; according to Zarza (2013), this
variable at a moderate level contributes to job
satisfaction when there is freedom in the task
and feedback from superiors. This is crucial be-
cause employees can utilize and demonstrate
their skills.

Moreover, Llorens (2009) demonstrates a
strong relationship between absorption in work
and positive psychological capital, which includes
job satisfaction and commitment. This absorption,
manifested as flow, provides low levels of stress,
allowing employees to remain energized at work.

These findings highlight the importance of
the manager’s role in driving commitment and
job satisfaction. According to Robbins and Finley
(2004), leaders must inspire and motivate their
collaborators to achieve inspiration and engage-
ment. Swid (2016) further adds that leadership
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style directly affects job satisfaction through effec-
tive participation and communication.

Based on the results obtained in this research,
the profile of a transformative leader emerges as
a key driver of engagement by fostering open,
transparent, and motivational communication
among collaborators, exerting an inspiring effect.

Similarly, the transformative leader invests
time in understanding employees at both perso-
nal and professional levels, addressing not only
organizational goals but also the individual as-
pirations and challenges of each team member.
This approach not only promotes alignment with
organizational objectives but also establishes a
personal connection with individual goals and
aspirations (Reynoso and Arbaiza, 2023).

These leadership traits significantly contribute
to workplace immersion, establishing conducive
conditions for the state of flow and, ultimately,
yielding a positive impact on job satisfaction.
Therefore, companies should promote this lea-
dership style to improve the work environment
and employee engagement.

The study revealed diversity in age ranges
and variability in job satisfaction across different
stages of professional development. A decrease in
job satisfaction is observed between the ages of
18 and 38. Highlighting the importance of com-
panies being aware of this reality, Sandhya and
Sulphey (2019) suggest that organizations focus
on understanding the various stages of the emplo-
yee lifecycle to foster stronger relational contracts.
Additionally, they propose the implementation
of Buddy Programs, as in the long term, this con-
tributes significantly to engagement.

This, along with a transformational leadership
style that promotes inspiring and challenging
work, can mitigate the effect of reduced job sa-
tisfaction (Donkor et al., 2022).

Furthermore, companies must design a value
proposition for young people based on learning
and development opportunities, flexible schedu-
les, promotion of social integration at work, and
a variable remuneration system that stimulates
better performance.

Based on the findings derived from this re-
search, it is recommended that further investiga-

tions into engagement and job satisfaction across
different age groups be conducted, particularly
within various sectors of the economy. Special
attention should be given to understanding the
factors influencing commitment in the commer-
cial sector, considering that our study identified
challenge, inspiration, absorption, and happiness
when absorbed at work as the primary signifi-
cant variables. Another point of study will be
to explore the impact of age on job satisfaction
in diverse sectors is crucial, given our findings
indicating a quadratic and concave relationship.

In addition, it is essential to acknowledge the
potential impact of life events such as parenthood
on job satisfaction, as the results showed a high
negative significance. Research in this area in-
dicates that the responsibilities associated with
parenthood, such as childcare duties and balan-
cing work and family life, can create additional
stressors that may diminish overall job satisfac-
tion (Walsh and Murphy, 2021). This aligns with
the broader understanding of work-life balance
and its significance in employee well-being.

Moreover, the presence of children can in-
fluence various aspects of an individual’s pro-
fessional life, including career advancement
opportunities, flexibility in work arrangements,
and overall job engagement. These factors may
contribute to differences in job satisfaction levels
among employees with and without children (Es-
tes, 2005; Glass et al.,2016; Windsor and Crawford,
2019; Walsh and Murphy,2021). Therefore, while
our study primarily focuses on the components
of engagement and their relationship with job
satisfaction, it’s crucial for future research to ex-
plore how factors like parenthood intersect with
these dynamics.

While acknowledging these valuable insights,
it is important to note the model’s limitations.
We are aware of certain deficiencies, such as the
absence of data on specific demographic varia-
bles that could further refine our analysis. Fur-
thermore, expanding the scope of information
to encompass a broader range of sectors and
different time periods, including a time series
analysis, would provide a more comprehensive
perspective. This extension could offer valuable
insights into the dynamics of engagement and job
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satisfaction, allowing for a more informed and
strategic approach to policy formulation.

On the other hand, these types of data lend
themselves to the application of more robust sta-
tistical models. Utilizing other statistical strategies
would enhance our ability to discern causal effects.

In conclusion, this study delved into the rela-
tionship between engagement and job satisfaction
among employees of commercial companies in
Peru. Through a methodological approach that
allowed for the inclusion of control variables and
the detailed study of the components of engage-
ment, empirical evidence has been provided to
support the importance of inspiration, challenge,
absorption, and happiness at work in driving job
satisfaction.
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Abstract: companies are in a constant process of change, and they need to be flexible and innovative and take care of the well-being of their emplo-
yees. Events such as the pandemic COVID19 have highlighted the need to consider new perspectives to address Human Resources Management.
Human Resource Analytics (HRA) are tools that help to understand and implement better Human Resources policies and strategies. However,
many of the literature reviews on HRA only analyze what has been published up to 2021 and, moreover, do not usually consider different time
periods for Identifying the issues studied, which would help to better understand the evolution of the issues. Therefore, the aim of this paper is
to present a structured and period-based picture of the main Human Resource Analytics themes studied and to propose new themes for future
research. The results obtained have been grouped into the following thematic categories: context, internal aspects, tools, applications and effects.
From these results, two novel themes have been identified: change management and happiness management. And two theoretical models for the
adoption of HRA have been proposed, one on decision-making and one on organizational change. These models can serve as a starting point for
future research and have a direct application for decision making in companies.

Keywords: human-resources, analytics, workforce, change, wellbeing, happiness, firm, bibliometrics.

Abstract: en el entorno empresarial actual, las organizaciones estdn en constante proceso de cambio y tienen que ser flexibles e innovadoras,
cuidando el bienestar de sus trabajadores. Acontecimientos como la pandemia han puesto de manifiesto la necesidad de considerar nuevas pers-
pectivas para abordar la gestion de los recursos humanos. Las analiticas de recursos humanos (ARH) son herramientas que ayudan a entender y
aplicar mejores politicas en este ambito. Sin embargo, muchas de las revisiones de la literatura sobre ARH solo analizan lo publicado hasta 2021y,
ademds, para la identificacion de las tematicas estudiadas no suelen considerar diferentes periodos temporales, que ayudarfan a entender mejor
la evolucién de las teméticas. Por ello, el objetivo de este trabajo es presentar una imagen estructurada y por periodos de los principales temas
estudiados sobre ARH y proponer otros nuevos para la investigacion futura. Los resultados obtenidos se han agrupado en las siguientes categorias
temadticas: contexto, aspectos internos, herramientas, aplicaciones y efectos. A partir de estos resultados, se han identificado dos temas novedosos:
la gestion del cambio y la gestion de la felicidad, y se han propuesto dos modelos teéricos para la adopcién de ARH, uno de toma de decisiones y
otro sobre cambio organizativo. Estos modelos pueden servir como punto de partida para futuras investigaciones y tienen una aplicacién directa
como herramienta de ayuda en la toma de decisiones en las empresas.

Keywords: recursos humanos, analiticas, trabajadores, cambio, bienestar, felicidad, empresa, bibliometria.
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Companies are in constant process of change
so they need to be flexible and innovative and
also must seek the welfare of their workers (Ravi-
na-Ripoll et al., 2019a). Happiness and well-being
at work are part of the objectives presented in the
2030 Agenda and pose a challenge for organiza-
tions, which have to consider changes in their
management models to obtain sustainable com-
petitive advantages (Ravina-Ripoll et al., 2021a;
2021b; 2023b). Contreras-Contreras et al. (2023)
establish a direct relationship between happi-
ness and expectations of change and sustainable
behavior in a post-COVID world. Managing job
happiness helps to improve the organizational
climate and individual and organizational per-
formance (Ravina-Ripoll et al., 2017).

In this context, business leaders have the role
of enabling the necessary changes to enhance
the creative thinking, well-being and happiness
of workers (Ruiz-Rodriguez et al., 2023; 2024;
Diaz-Garcia et al., 2024). There is an interet in
the academy to apply human resources tools for
implementing models of happiness management
(Abelldn-Sevilla and Ortiz-de-Urbina-Criado,
2023). Phenomena such as the Great Resigna-
tion have shown the importance of having hu-
man resources analytics -HRA- which help to
better understand human resources strategies
and policies and facilitate the processes of chan-
ge and the management of happiness at work
(Abelldn-Sevilla and Ortiz-de-Urbina-Criado,
2023). However, there is still little progress in this
regard. Therefore, this work takes as a starting
point the research on HRA to raise the topics that
have been studied and analyze its usefulness and
its application in the processes of change and
happiness management.

Literature on HRA has grown in recent years
(Thakral et al., 2023). The most commonly used
terms are human resources analytics, personnel
analytics, workforce analytics, or human capi-
tal analytics (Ferndndez and Gallardo-Gallar-
do, 2021; Thakral et al., 2023). The main aspects
studied in previous reviews of the literature,
organized around five basic questions, are sum-
marized below. The first question is what are

HRAS? In relation to this issue, some works have
focused on defining and delimiting this concept
(for example, Fernandez and Gallardo-Gallardo,
2021; Margherita, 2022; Qamar and Samad, 2022;
Ramachandran et al., 2024; Singh and Muduli,
2021). Fernandez and Gallardo-Gallardo (2021)
and Falletta and Combs (2021) have collected
the main definitions, and from them, one that
integrates the main characteristics of those has
been proposed in this research:

Human Resources Analytics (HRA) is a statis-
tical analysis and modeling methodology, which
uses the capabilities offered by the most advanced
information systems, especially Big Data, to collect,
model and analytically interpret data related to
human resources of a company, so that the deci-
sion-making process in the field of HR is optimized
under a strategic management approach, with the
aim of improving individual and organizational
performance, thus obtaining the best possible per-
formance of the staff and the organization itself.

The second question is where have HRAs been
applied? Human Resources (HR) processes or
functions such as recruitment, selection and tra-
ining are referred to in this case (e.g. Qamar and
Samad, 2022; Singh and Muduli, 2021; Thakral
et al., 2023; Yoon et al., 2023; Zeidan and Itani,
2020). For the third question, how have HRAs
been implemented? and factors affecting HRA
adoption have been considered (e.g., Coolen et
al., 2023; Lee and Lee, 2023; Margherita, 2022;
Pongpisutsopa et al., 2020; Ramachandran et al.,
2024; Thakral et al., 2023) as well as the technical
tools that have been used (e.g., Ben-Gal, 2019;
Coron, 2022; Margherita 2022). In this sense, Big
Data and Information and Communication Tech-
nologies (ICT) of Industry 4.0 have been widely
applied in the management of HRs. (Jiang and
Akdere, 2022). According to Polzer (2022), HRAs,
artificial intelligence and technologies which are
cloud-based are popular topics related to digital
transformation in HR. However, there is still a
gap between research and business practice.

The fourth question is what are the reasons
for adopting HRA? In this case, the reasons may
range from providing a tool to measure HR aspects
to making predictions that help companies make
decisions about HR (e.g., Marler and Boudreau
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2017; Qamar and Samad 2022; Singh and Muduli
2021; Zeidan and Itani 2020). Finally, to answer the
question: what are HRAs implemented for? we
analyzed what drives companies to use HRA in
their HR processes. In this sense, they have been
analyzed from the effects on company results (for
example, Jiang and Akdere, 2022; Kiran et al., 2023;
Margherita, 2022; Marler and Boudreau, 2017; Zei-
dan and Itani, 2020) to other aspects more related
to corporate social responsibility such as ethics
(Fernéandez and Gallardo-Gallardo, 2021; Lee and
Lee, 2023; McCartney and Fu, 2022a; Yoon et al.,
202) and / or sustainability (Alvarez-Gutiérrez et
al., 2022; Chang and Ke, 2024).

Reviews of the literature on RHAs have used
different methodologies as systematic reviews of
the literature (e.g. Ben-Gal, 2019; Coolen et al.,
2023; Coron, 2022; Espegren and Hugosson, 2023;
Ferndndez and Gallardo-Gallardo, 2021; Kiran et
al., 2023; Margherita, 2022; Ramachandran et al.,
2024), integrative reviews of the literature (Chang
and Ke, 2024; Lee and Lee, 22), content analysis
(e.g., Alvarez-Gutiérrez et al., 2022; Thakral et al.,
2023) or bibliometric techniques (e.g., Arora et al.,
2023; Jiang and Akdere, 2022; Qamar and Samad,
2022; Yoon et al., 2023). However, studies that
apply bibliometric techniques usually perform
descriptive or co-citation analyzes, rather than
co-word analysis. The COVID-19 pandemic has
shown the need to consider new perspectives and
paradigms to address the management of HRs.
HH. However, no reviews of the literature that
differentiate between periods have been found
to identify the changes produced. On the other
hand, previous studies have identified some of
the characteristics of the literature on HRA until
2021 but no works have been found that present
a structured image of the topics studied on HRA.

Considering the interest of the topic and the
identified gaps, the objective of this work is to
present a structured classification of the main to-
pics studied on HRA and to propose new topics
for future research. Thus, two research questions
have been asked: 1) What topics have been stu-
died on HRA? and 2) What are the novel topics
of research on HRA?

To answer these questions, first, a co-word
analysis has been carried out, which is an appro-

priate technique to present the knowledge struc-
ture of the research field and the relationships
between its topics (Cobo et al., 2011). The results
obtained, i.e. the topics identified, have been
grouped into the following categories: context,
internal aspects, tools, applications and effects.
Based on these results, two novel topics have
been identified: the management of change and
happiness. In addition, two theoretical models
have been proposed, one of decision-making for
using HRA and another model on organizational
change, which make up the main contribution of
the work. These models can serve as a starting
point for future research and have a direct appli-
cation for decision-making in companies.

Figure 1 summarizes the methodological
process. To answer the first research question,
the topics studied in the previous literature have
been identified using a bibliometric technique
called co-word analysis, which allows to identi-
fy the topics or thematic groups studied, using
keywords as a unit of analysis. In the analysis of
co-words, methods such as concurrency analy-
sis are applied to relate themes from keywords
and strategic diagrams and thematic networks
are elaborated. The SciMat program has been
used to carry out these analyzes, offering the
appropriate methods, algorithms and measures
to perform keyword concurrency analysis and
identify topics and groups of topics (Cobo et al.,
2012). Moral-Mufioz et al. (2020) have justified
the suitability of SciMat as a tool to carry out co-
word analysis and offer graphical representations
of the results in the form of strategic diagrams
and thematic networks. The Scopus database has
been used as a source of information because it
presents some advantages over other databases
such as the Web of Science (Stahlschmidt and
Stephen, 2020) and, especially, because a larger
sample of documents was obtained for this study.
To answer the second research question, the titles
and abstracts of the works published in recent
years have been analyzed to observe the most
current topics and conduct a process of reflection
that has allowed to propose two interesting and
novel topics.
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Methodological process

Co-word analysis

To identify studies about HRA

Database: Scopus
Period analyzed: until 2022
Fields: title, keywords and abstract.

Identification

Type of Document: articles, reviews, conference proceedings and books

HR analytic or Human resource analytic or workforce analytic or people

Sample: 389 documents
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©
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®
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(&]
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analytic or talent analytic, or human capital analytic or employee analytic or
workforce scorecard or people scorecard.

Periods: 1970-2019: 196 docs (50.4%); 2020-2022: 193 (49.6%).

Keywords filtered by plural, singular and synonyms (N: 1324)

Software: SciMat
Strategic and evolution diagrams —

Results and
discussion

2-3)

Proposal of novel topics: change
management and happiness
management

Future lines

Note. Own elaboration inspired by the PRISMA method.

The measures of centrality and density have
been considered to do the strategic diagrams.
Each semantic network has been classified, fo-
llowing the proposal of Cobo et al. (2018), in one
of these groups: well-developed or isolated, emer-

1970 — 2019 — and 2020 -2023 (Fig.

Grouping of results into categories
and contributions to literature
reviews.

Theoretical models for HRA
adoption; decision-making (Fig. 4)

and change management (Fig. 5)

ging or disappearing, basic or transversal topics
and engines. To give a complete view of the stu-
died and to be able to see the changes produced
before events such as the pandemic or the Great
Renunciation, two periods of analysis have been
considered: from 1970-2019 and the period 2020-
2022 (Figure 2 and Table 1).
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Figure 2
Strategic diagram for the periods 1970-2019 (docs. n) and 2020-2022 (docs. n)
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Thematic groups and typology

Periods Thematic groups Group Type
Labor-Forecasting Pilot
Human Resources Management A basic-transverse pilot
Employment Well-developed pilot
1970-2019 b - - P b
HR-Metrics Basic-transverse
Management-Analytics Well developed
Productivity Emerging
Predictive HR Analytics .
— Pilot
Data-Mining
Artificial Intelligence )
— Basic-transverse
2020-2022 Attrition
Qualitative-Methods
- Well developed
Deep-Learning
Strategic HRA Emerging

To compare the different time periods (Figure
3), the inclusion index of Sternitzke and Berg-
mann (2009) has been used to determine the level
of similarity between two thematic networks over
different time periods (Cobo et al., 2011). The li-
terature that goes until 2019 has focused mainly
on analyzing the role of HRA in job satisfaction
and its effect on the company’s result. Also, as an
emerging topic in this period, HRAs have been
considered from the perspective of the strategic

direction of HRs. However, as of 2020, the lite-
rature has focused on the application of tools
such as deep-learning, data mining and artificial
intelligence and on their strategic and predictive
ability. In this period, the interest in studying
the role of HRA in subtractive processes has also
been highlighted, i.e., in the different ways of
leaving the employees of the organization for any
reason — voluntary or involuntary — including
resignation, dismissal or retirement.

Temporary developments for the periods 2020-2022 and 1970-2019

Predictive-HR-analitycs

Artificial-inteligence

Data-mining O'==: ------------------

Attrition (3 ———————————

Qualitative-Methods  (7)

Deep-learning ()

Strategic HRM

Note. SciMat results.

Labor-forecasting

o= > Human-resources-managen

) Employment

o HR-Metrics

(7 Management-analytics

<) Productivity
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What topics have been studied about
HRA?

In relation to the first research question, the
topics identified have been classified into the fo-
llowing groups: context, internal aspects, tools
used, applications and effects. As far as the con-
text is concerned, HR professionals have faced
new realities and have been adopting integra-
ted management models to improve human
capital management. Qamar and Samad (2022)
have identified a study group on the adoption of
HRAs from the strategic perspective of HR and
other authors have studied the basic concepts and
theories used to develop HRAs. The studies have
been trying to explain the role of HR on compe-
titive advantage, and the reasons why proper
selection of staff is crucial for an organization. On
the other hand, the impact of high-performance
work systems on organizational results has been
explained, relating the results of HR with busi-
ness results. Research papers have also highligh-
ted the importance of talent, the need to move
towards HR models based on the combination of
intuition and technologies and their impact on
organizational outcomes (Al Ariss et al., 2014). In
addition, the HR strategic direction approach has
been used to carry out longitudinal studies from
the HRA, so that the HR strategies are studied
focusing on aspects such as employee and other
interest group behavior (McCartney et al., 2020).

As for internal aspects, the practices of HR have
been considered. For example, the application of
HR in the selection processes (Brandt and Herz-
berg, 2020) and staff retention processes (Singh
and Malhotra, 2020) has been studied. Subtracti-
ve processes have worried researchers a lot since
the COVID-19 pandemic (Krishna and Sidharth,
2022). Therefore, some aspects related to staff re-
tention have been analyzed, such as commitment,
absenteeism, satisfaction and HR management.
4.0. However, HRAs have been applied hetero-
geneously in HR practices (Sripathi and Madha-
vaiah, 2018). The future of RHA depends on the
efficiency of these departments in handling HR
data, but it has been observed that there are still
few HR professionals with the necessary skills to
apply them (Wiblen and Marler, 2021).

The third group includes the tools used in
the development and implementation of HRAs.
The two central themes have been Big Data and
artificial intelligence (AI). Al has been used to
implement HRAs integrated into HR informa-
tion systems and develop them using machine
learning algorithms (Pessach et al., 2020). It has
been analyzed how they are used in recruitment
processes, e-commerce, for knowledge transfer
and for the pursuit of efficiency, but the legal
aspects have not yet been deeply studied. On
the other hand, HRA cannot be understood wi-
thout considering Big Data (Ghasemaghaei, 2020),
which has allowed the development of analytics
in the digital economy for companies. And its
role in remuneration policies has been analyzed
(Dahlbom et al., 2020).

Applications and effects of HRAs have been
included in the last group. The HRAs have been
a support for HR planning by offering recom-
mendations thanks to the application of data
science. Some of the barriers to their adoption
in companies have also been identified, among
which privacy issues stand out (Chatterjee et al.,
2021). Information technologies have helped to
collect, manipulate and analyze data to support
decision-making processes (Qamar and Samad,
2022). On the other hand, Greasley and Thomas
(2020) have analyzed its implications—social,
political and epistemological—on the perceived
value of interest groups. In addition, it has been
observed that companies often use qualitative
systems for assessing HR, but the most current
work has called for the development of quanti-
tative measurement indicators of HR, the so-ca-
lled Key Performance Indicators (KPIs). Another
application of HRA has been the conduction of
predictive analysis (Gurusinghe et al., 2021), as
support for decision-making. In this line, Qamar
and Samad (2022) have highlighted the direct
relationship between HRAs and value creation
and McCartney and Fu (2022b) have provided
empirical evidence on the positive impact of
HRAs on companies.

If these results are compared with those of the
previous literature review studies presented in
the introduction, several complementary aspects
are observed. On the one hand, previous studies
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have not analyzed the topics considering two
periods, nor have they made a proposal for their
grouping. In this sense, the classification presen-
ted in this section has allowed us to propose four
questions around the topics studied on RHA: 1)
In which contexts have RHA been studied? 2) To
which HR processes. H. are they being applied?
(3) What tools are being used? and (4) What are
their applications and impact? Moreover, these
results have been the starting point to identify
other novel topics that have been explained in
the following section.

Novel topics in HRA research

Previous literature has shown the usefulness
of HRAs, but their use in business environments
remains being limited (Zeidan and Itani, 2020).
From the reflection process carried out, two novel
topics have been identified to develop this idea:
the management of organizational change and
the management of happiness.

To develop future research, it may be interes-
ting to incorporate the foundations of organizatio-
nal behavior (Ramachandran et al., 2024). Zubac
et al. (2021) have analyzed the implementation
of the strategy as an operational issue and have
proposed what change management specialists
need to do to achieve more adaptable and efficient
workplaces. The authors have pointed out that
the implementation of the strategy is established
through decision-making processes, while orga-
nizational change helps the development of stra-
tegies, structures and organizational processes.
In this line, research on HRAs is challenged to
demonstrate the importance of its adoption and
implementation in the business environment.
Qamar and Samad (2022) have proposed some
interesting questions: Is it desirable to adopt HRA
in organizations? What changes would be nee-
ded? What are the ethical dilemmas regarding
HRA? Wirges and Neyer (2023) have suggested
that the process of implementing HRAs should
take into account the interaction between the spe-

cialized department and the HR department. In
addition, it has been highlighted that there are
still few companies that use HRA (Marler and
Boudreau, 2017; Sigh and Muduli, 2021). The
background, determinants and consequences of
the use of HRA have also been analyzed (Var-
gas et al., 2018; Zeidan and Itani, 2020), and the
barriers to its implementation (Ferndndez and
Gallardo-Gallardo, 2021).

In this sense, research on HRA can deepen the
role they have in the operational and strategic
decision-making of companies. To guide future
research, the first question a company can ask is:
Do I want to adopt HRA? A proposal for a model
decision-making model on the adoption of HRA is
presented in Figure 4. If the answer to this question
is yes, the next questions to ask would be: where
do I apply it and to whom? In this sense, HRAs
can be applied to HR processes since the decision
on which and when to apply them is very rele-
vant. In turn, this decision may be conditioned by
the purpose for which HRAs are adopted in each
HR process. Regarding the question of who they
can be applied for, an interesting topic opens up
which is the analysis of the role of interest groups
with questions such as which of the objectives of
each interest group can be covered with the use
of HRA in each HR process? In addition, the im-
portance of value creation in companies raises the
following question: how to adopt and implement
HRA in each HR process to meet the interests of
the different interest groups and the organization
as a whole? On the other hand, with regard to the
question of how to adopt them, it is here that the
usefulness and application of the Strategic Direc-
tion of the HRs is highlighted as a perspective to
understand the adoption and implementation of
HRA in companies.

Once the question of how to adopt them is
answered, another question arises: how and why
to adopt them? In this sense, it is useful to deve-
lop measurement indicators such as KPIs to mea-
sure results (for example, performance, economic
and financial profitability) and to create value.
Another possibility is that the company does
not want to adopt them and wonders about the
obstacles and ethical problems that their imple-
mentation can entail. For example, the potential
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negative effects of HRAs in terms of inequality
and well-being that can cause social and human
costs. This is where the question arises: Why is
it interesting to adopt HRA? which is closely re-
lated to aspects of organizational behavior such
as organizational culture, motivation, commu-

Decision-making model on the adoption of HRA

nication, leadership, power, conflict, teamwork,
decision-making and change (Robbins and Judge,
2018). For many companies, adopting HRA requi-
res organizational changes and considering the
influence of all aspects of organizational behavior
on their decisions (Peeters et al., 2020).

Am | interested in adopting HRA?

What for?
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Furthermore, it has been observed that althou-
gh previous literature has analyzed the obstacles
and problems for the adoption of HRA, studies
on this issue do not usually consider the contri-
butions of organizational behavior. One of the
key aspects of HRAs is their usefulness for deci-
sion-making (Coron, 2022; Ellmer and Reichel,
2021); but both the decision to adopt them and
their implementation often require organizational

Interest groups Organizational behavior

Value creation

Strategic formulation

Change Magement

Implementation and control

changes (Qamarand Samad, 2022). One of the
change models best known for its simplicity and
usefulness is the Lewin model, which establi-
shes three phases: unfreeze, change and refreeze
(Lewin, 1951). Hussain et al. (2018) have presented
an extension of the phases of the Lewin model.
This model has been adapted so that it can serve
as a guide to carry out the change processes ne-
cessary to adopt and implement HRAs (Figure 5).
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Organizational change model for the use/implementation of HRA

Organizational change to
adopt HRA
P 0”"’5»

eee

e;b@
@

3

o

@)
)
Implementing changes to
adopt HRA

Change process to
adopt HRA =

-HRA Tools

Note. Own elaboration from the model of Hussain et al. (2018).

Another interesting aspect is the analysis of
the role of interest groups in the adoption and im-
plementation of HRAs. Hewett and Shantz (2021)
have defined the process of RR co-creation as a
continuous process in which HR and stakehol-
ders create value through collaboration to solve
problems and innovate in the design and use of
HR practices so that the objectives of all parties
can be better met. With this concept of co-creation,
a holistic view of value creation that includes the
needs of all stakeholders can be offered. By using
this approach, HRAs can facilitate the identifica-
tion and measurement of these needs.

One of the interest groups that requires the
most attention is workers (Werbel and Balkin,
2010). Therefore, it is interesting to analyze the
effect of the adoption and implementation of the
HR from managerial and worker perspectives
(Sung and Choi, 2014). Based on theories such
as attribution (Martinko et al., 2011), leadership
and motivation models can be proposed to in-
troduce the necessary changes in the behavior
of workers. Thakral et al. (2023) have identified
that one of the relevant topics is the role of HR in
identifying employee behaviors that favor their
well-being and the effectiveness of the organi-
zation. The characteristics of the employees that
Thakral et al. (2023) have cited are: behavior, per-

ception, attitude, personality, skill, competence,
suitability for the position, improvement, com-
mitment, teamwork, collaboration, value, trust,
stress, well-being, ethics, justice, morality, equity
and job satisfaction.

Some companies have found that increased
employee happiness translates into higher pro-
ductivity, higher quality of service, higher sales,
greater creativity and higher levels of innovation;
they also see greater openness to change, a greater
collaborative spirit and, ultimately, better overall
performance (Ravina-Ripoll et al., 2019a; 2019D).
In this context, which considers talent as the main
core, a new style of talent management and busi-
ness culture is developed, called happiness ma-
nagement (Ravina-Ripoll et al., 2017; 2019a; 2019b;
2021a; 2021b; 2023a). The applications of HRAs
for happiness management may be conditioned
by the role of leaders in their adoption and imple-
mentation. At present, leaders must be authentic
talent coaches, enhancing the personal growth of
employees and ensuring that they maintain an
adequate working climate, in line with the need to
seek happiness in the midst of chaos (Sanchez-Ba-
y6n, 2020). Therefore, leadership must be based
on trust, security, loyalty, commitment, team spirit
and, above all, on improving the well-being of the
worker. In that sense, Diaz-Garcfa et al. (2024) have
defined a new style of leadership associated with
the management of happiness, happy leadership.
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Ruiz-Rodriguez et al. (2024) have developed the
concept of happy and responsible neuroleadership
(Happy-Ne-R leadership).

Recently, attention has been paid to the appli-
cations of HR for happiness management. In this
sense, Abelldn-Sevilla and Ortiz-de-Urbina-Cria-
do (2023) have proposed a model that relates the
HR analytics. Smart HR (Smart Human Resource
Analytics) with happiness management. The au-
thors have pointed out the interest of developing
measurement and performance indicators (KPIs)
to quantify the effect on happiness of each of the
HR processes. Abellan-Sevilla and Ortiz-de-Urbi-
na-Criado (2023) have suggested that the combi-
nation of Smart HR and happiness management
can help identify dimensions and factors to me-
asure value creation. In this sense, three levels of
analysis have been proposed: 1) the organizatio-
nal, considering factors such as corporate gover-
nance, entrepreneurship and innovation; 2) the
individual, highlighting factors such as creativity,
intraentrepreneurship and worker management;
and 3) the relational, in which customers and social
responsibility have their greatest role.

Starting from the idea that happiness in or-
ganizations is a reflection of the subjective we-
1l-being of the worker (Ravina-Ripoll et al., 2017;
2019a; 2019b), happiness can be considered as an
intangible resource that facilitates organizatio-
nal changes helping to reduce or avoid workers’
resistance to new technological, business and
social challenges. Good happiness management
can help attract and retain talent, but for this,
it is necessary to show how to manage HR as
objectively as possible for healthier and happier
working environments. These ideas open a new
line of future research to deepen and validate the
application of HRAs for happiness management.
Therefore, one of the novel topics that have been
identified and that has not been developed in the
previous literature is the application of HRA to
measure the happiness of workers.

An analysis of the main topics studied in the
literature on HRA has been conducted. To this
end, two research questions have been answered.

In relation to the first question, it has been ob-
served that the previous literature has analyzed
various topics that can be grouped into several
categories: the context, the internal aspects, the
tools used, the applications and the effects. This
is one of the academic contributions of this work,
as key issues have been identified in the literature
on HRAs such as HR practices. Where HRAs are
being applied, the tools are used for their develo-
pment and adoption, and their utilities. To answer
the second question, two novel topics and two
theoretical models have been proposed that may
be interesting to academics and managers. HRAs
can help manage two of the biggest challenges
companies face today: managing change and em-
ployee well-being. This is the major academic
contribution of this work.

Human resource analytics are tools that help
improve individual and organizational perfor-
mance and can provide great value for deci-
sion-making. The adoption of human resources
analytics is a relatively new phenomenon in com-
panies that has become a complementary tool to
adapt to change. Out of the aspects developed
in this work, it is remarkable the fact that com-
panies are subject to large processes of changes
that significantly influence the welfare and per-
formance of workers. In this sense, it is observed
that studies about HRA in the processes of exit
of employees from the organization have been
conducted in recent years. These processes have
a significant impact on the working environment
and, more specifically, on worker happiness. The-
refore, it is essential to consider the management
of happiness when adopting and implementing
HRA and analyze the processes of change that
must be made to have happy employees.

Regarding the practical implications, fo-
llowing the suggestion of Edwards et al. (2024),
the connection between HRA research and the
real world has been sought. Although qualitative
systems of HR assessment are often used. Cu-
rrently, there has been a trend in the use of quan-
titative measurement indicators. In this sense,
research on HRA can be used to develop measu-
rement indicators that help assess value creation
in companies. The new topics proposed and, in
particular, the theoretical models presented in
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this work can serve as a guide for general mana-
gers and HR to better understand how to adopt
and implement HRA. They can also be used for
predictive analysis to support decision-making.
Managing change and employee well-being can
greatly benefit from the use of HRAs, and their
development can help reduce turnover in com-
panies and make workers happier. Therefore, it
may be interesting that, in future research, the
usefulness of HR for the management of emplo-
yee happiness, as well as the changes necessary
for its adoption, is analyzed.

Another practical implication relates to Mark-
man’s (2022) call for research to address problems
that concern society to make the world a better
place. Some socio-political implications of this
work are seen in the fact that HR pose important
ethical challenges due to the potential negative
impact that bad management practices can have
on employees and society. Under the slogan people
analytics for good an ethical application of HRA
is being promoted (Edwards et al., 2024). In ad-
dition, Alvarez-Gutiérrez et al. (2022) propose a
framework for developing HRA from the sustai-
nability approach. In this context, many compa-
nies are concerned with issues such as diversity,
hybrid work models and happiness management.
This document can help professionals manage the
change processes necessary to implement HRA
in an ethical and sustainable way.

This research has some limitations related to
the methodology used; however, future research
may consider complementary techniques such as
content analysis or case study. Statistical models
such as decision trees and structural equation
models can also be used to study decision-ma-
king processes and their effects on happiness in
the workplace.

Finally, based on the ideas presented in Figures 4
and 5, new lines of research are proposed to answer
questions such as: How can theories and models
of organizational behavior be used to improve the
implementation of HRA? How can change be ma-
naged for HRA adoption and deployment? How
useful can HRAs be in achieving the objectives of
different interest groups? In which HR processes
can HRA be applied? How can the value created
by the adoption and implementation of HRH be

measured? On the other hand, the relevance, topi-
cality and interest of happiness management leads
to another question: How can HRA be used for
happiness management in the workplace?
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Abstract: this research analyses the critical factors influencing employee satisfaction and retention in the context of the Great Resignation by
exploring the key organizational elements that significantly impact employee contentment and loyalty. The justification for this study lies in
the need for organizations to understand and address the issues leading to high turnover rates and employee dissatisfaction, which have been
exacerbated by recent global workforce changes. The main objectives are to identify the key factors that contribute to employee satisfaction and
to provide insights into how organizations can enhance their work environments, career growth opportunities, and management practices to
retain talent. The methodology involves a semantic network analysis of 138,764 employee reviews from 136 companies, collected via Glassdoor
between 2021 and 2023. These reviews were analyzed using the Semantic Networks Tool to identify recurring themes related to work environ-
ment, career growth, workload, and management practices. The main results indicate that both current and former employees highly value
a supportive and positive work environment and career growth opportunities. However, significant disadvantages include overwork, long
hours, and poor management practices. The study highlights that the critical factors influencing employee satisfaction and retention include a
positive work environment, opportunities for career growth, and effective management practices.

Keywords: Glassdoor, semantic network analysis, social marketing, satisfaction, retention, happiness management, work environment, social
marketing.

Resumen: esta investigacion analiza los factores criticos que influyen en la satisfaccién y retencién de los empleados en el contexto de la Gran
Renuncia, explorando los elementos organizacionales clave que impactan significativamente en la satisfaccion y la lealtad de los empleados.
Existe la necesidad de que las organizaciones comprendan los problemas que conducen a altas tasas de rotacién, insatisfaccién y abandono de
los empleados. Se identifican los factores clave que contribuyen a la satisfaccién de los empleados, proporcionando informacién sobre cémo
las organizaciones pueden mejorar sus entornos de trabajo, oportunidades de crecimiento profesional y précticas de gestion para retener el
talento. La metodologia implica un anélisis de redes de 138 764 opiniones de empleados de 136 empresas, publicadas en Glassdoor entre 2021
y 2023. Estas resefias se analizaron mediante una herramienta de redes semanticas que permiti6 identificar temas recurrentes relacionados con
el entorno laboral, el crecimiento profesional, la carga de trabajo y las practicas de gestién. Los principales resultados indican que tanto los
empleados actuales como los exempleados valoran mucho un ambiente de trabajo positivo y de apoyo, y oportunidades de crecimiento profe-
sional. Sin embargo, las desventajas que sefialan incluyen el exceso de trabajo, las largas jornadas y las malas practicas de gestién. El estudio
destaca que los factores criticos que influyen en la satisfaccién y la retencién de los empleados incluyen un ambiente positivo, oportunidades
de crecimiento y précticas eficaces.

Palabras claves: Glassdoor, andlisis de redes, marketing social, satisfaccién, retencién, felicidad, ambiente de trabajo, marketing social.
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In the era of the Great Resignation, organiza-
tions worldwide are compelled to reassess their
management and leadership models as unprece-
dented numbers of employees voluntarily leave
their jobs. This phenomenon has had significant
implications for the global workforce. According
to a report World Employment and Social Outlook:
Trends 2022, by the International Labour Organi-
zation (ILO), the Great Resignation has led to a re-
duction in the global workforce by approximately
4.3% in 2021 (ILO, 2022). Furthermore, the surge in
voluntary resignations has exacerbated talent shor-
tages, particularly in industries like apparel retail,
management consulting, internet and software,
and fast food, creating critical challenges for orga-
nizational sustainability (Massachusetts Institute of
Technology, 2022). These statistics underscore the
urgent need for organizations to develop strategies
that not only attract but also retain their workforce
by fostering environments conducive to employee
satisfaction and engagement.

The recent upheaval, characterized by a signi-
ficant number of employees voluntarily leaving
their jobs, underscores the necessity for businesses
to foster environments that not only attract but
also retain their workforce. This phenomenon has
highlighted the pivotal role of happiness mana-
gement and social responsibility in crafting suc-
cessful organizational strategies that respond to
the demands of a competitive, globalized market
(Ravina-Ripoll ef al., 2017).

There is academic research that highlights the
complex interaction between employee happi-
ness, organizational culture and leadership in the
context of the Great Resignation. It is therefore
increasingly clear that the pursuit of corporate
happiness and responsible governance is not
simply a strategic advantage but a fundamental
necessity (Cuesta-Valifio et al., 2023). For example,
theories of social responsibility and happiness
management are crucial to exploring new ave-
nues of corporate governance that ultimately lead
to more competitive and sustainable business
practices in a rapidly evolving global landscape
(Reyes-Ramirez et al., 2022).

The theories of social responsibility and happi-
ness management are central to modern business
practices, especially in the context of the increasing
awareness of corporate ethics and employee we-
l-being (Gutiérrez-Rodriguez et al., 2023). Social
responsibility refers to the idea that businesses
should operate in ways that enhance society and
the environment rather than contribute negatively
to them. This concept extends beyond philanthro-
py and compliance; it integrates into core business
operations intending to make a positive impact
on social, economic, and environmental factors.

Happiness management, often referred to as
employee well-being or wellness management,
focuses on the strategies and practices that prio-
ritize the psychological and emotional well-be-
ing of employees (Salvador-Moreno et al., 2021).
This theory is based on the understanding that
happy employees are more productive, loyal,
and motivated, which can significantly enhance
organizational performance.

Combining social responsibility with happi-
ness management can create a powerful synergy
that benefits both the organization and its em-
ployees. For instance, a company that adopts
eco-friendly practices not only contributes po-
sitively to the environment but can also boost
employee morale and pride in their workplace.
Similarly, social initiatives such as community
volunteering provide personal fulfilment for
employees and promote a positive corporate
image. In the context of the Great Resignation,
these theories are particularly relevant. Busines-
ses that adopt responsible practices and focus on
employee happiness are more likely to attract and
retain top talent, sustain long-term profitability,
and foster a resilient organizational culture. This
integrated approach not only addresses the imme-
diate needs of employees and society but also sets
the stage for enduring success in a competitive
business environment.

Analysing Glassdoor employee reviews offers
invaluable insights into how effectively companies
are implementing the theories of social responsi-
bility and happiness management. This platform
serves as a direct line to employee sentiment and
organizational culture, reflecting real-time feed-
back on corporate practices and their impact on
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employee satisfaction and retention. Studies have
demonstrated that employee reviews can signi-
ficantly influence organizational reputation and
attract potential talent (Long and Thean, 2011).
For example, a positive correlation has been found
between constructive feedback in reviews and
improvements in organizational practices, which
in turn boost job satisfaction and reduce turnover
intentions (Klotz and Bolino, 2016). Thus, by clo-
sely monitoring and analysing employee feedback
on these platforms, organizations can gauge the
effectiveness of their governance models and make
necessary adjustments to align with the principles
of social responsibility and happiness manage-
ment. This not only enhances their competitive
edge but also ensures sustainability in a business
landscape that is increasingly driven by ethical
considerations and employee well-being.

While considerable research has explored va-
rious aspects of employee well-being, organiza-
tional culture, and management practices, there
is a notable gap in the literature when it comes to
comprehensively linking these factors with long-
term organizational success, particularly in the
context of significant global workforce changes like
the Great Resignation. Most studies have examined
employee well-being and organizational outcomes
in isolation, failing to consider the interconnected
nature of these variables and their combined im-
pact on organizational resilience and sustainability
(Aguinis and Glavas, 2012; Cameron et al., 2011).
Additionally, existing research often overlooks
the role of integrated strategies that combine so-
cial responsibility with happiness management to
foster an environment conducive to both employee
satisfaction and retention. This study addresses
these gaps by providing an integrated analysis
that not only examines the critical factors influen-
cing employee satisfaction and retention but also
demonstrates how these factors are essential for
achieving long-term organizational success in a
rapidly evolving global landscape.

Furthermore, research indicates that social
marketing strategies can positively influence
employee satisfaction and organizational out-
comes. While social marketing primarily focu-
ses on influencing behaviour to improve societal
well-being, particularly health-related issues, its

communication strategies can address various
social problems (Del Rosario Angel etal., 2024).).
Overall, these studies emphasize the importance
of internal and social marketing in enhancing
employee satisfaction and organizational perfor-
mance. Internal marketing practices have been
shown to significantly impact employee satisfac-
tion, commitment, and productivity in retail and
commercial sectors. These practices create a work
environment that employees highly value, con-
tributing to job satisfaction (Lorenzo et al., 2019).

The purpose of this study is to examine how
elements of social responsibility and happiness
management can be effectively integrated into
corporate strategies to enhance employee satis-
faction and retention, particularly during periods
of high turnover such as the Great Resignation.
Specifically, this research aims to achieve the fo-
llowing objectives:

e To explore the integration of theories: to
explore how social marketing, theories of
social responsibility and happiness ma-
nagement can be synergistically applied
within organizations to create a positive
and sustainable work environment.

¢ Toidentify the critical factors: to identify
and analyse the key factors influencing
employee satisfaction and retention, with
a focus on work environment, career
growth opportunities, and management
practices.

e To assess the impact on organizational
success: to assess how the integration of
these elements into corporate strategies
can mitigate turnover rates and contribute
to long-term organizational success in a
competitive global market.

By clearly articulating these objectives, this
study seeks to provide a comprehensive fra-
mework that not only addresses the immediate
challenges of employee retention but also con-
tributes to the broader discourse on sustainable
corporate practices in the context of global wor-
kforce changes.
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In this section, we provide an overview of
the literature pertinent to the critical factors in-
fluencing employee satisfaction and retention,
especially in the context of the Great Resignation.
The literature review is structured into three key
subindexes: The Great Resignation and Employee
Satisfaction, Theories of Social Responsibility and
Happiness Management, and Social Marketing
and Social Internal Marketing in an Organizatio-
nal Environment. Each subindex addresses di-
fferent aspects of employee retention strategies,
examining various theories, empirical studies,
and practical applications. This framework allows
for a comprehensive analysis of the multifaceted
approaches necessary to improve employee satis-
faction and retention, highlighting the interconnec-
ted nature of organizational culture, leadership,
and marketing practices in fostering a supportive
and engaging workplace environment.

The Great resignation and the
employee satisfaction

Research has increasingly pointed to the pro-
found impact of organizational culture and lea-
dership styles on employee satisfaction and their
subsequent decisions to stay with or leave an or-
ganization. For instance, Klotz and Bolino (2016)
explore different resignation styles, highlighting
how the nature of an employee’s relationship with
their organization can dictate their exit approach,
which in turn affects the organizational climate
and the morale of remaining staff. Furthermore,
the study by Rachman et al. (2022) emphasizes the
significant roles of job satisfaction and organizatio-
nal commitment in mediating employee intentions
to quit, suggesting that enhancing these aspects
can mitigate turnover rates.

The implications of management practices on
employee outcomes are also evident in the work
of Singh (2018), who discusses the positive corre-
lations between career management practices and
career satisfaction. This study indicates that we-
ll-structured career management can significantly
decrease employees’ intentions to leave, thus pro-
moting a stable workforce. Additionally, MacIn-

tosh and Doherty (2010) argue that the alignment
of organizational culture with employee values
plays a critical role in enhancing job satisfaction
and reducing turnover intentions, thereby advo-
cating for leadership that is both transformative
and responsive to employee needs.

The strategic application of transformational
leadership is further explored in the context of
Generation Y employees in the oil and gas in-
dustry by Jauhar et al. (2017), who find that lea-
dership styles significantly affect job satisfaction,
which in turn influences turnover intentions. This
underscores the necessity for leaders to adapt
their styles to meet the expectations and values
of a diverse workforce, particularly in industries
experiencing high turnover rates.

In light of the Great Resignation, the role of
authentic leadership has been increasingly re-
cognized as critical in fostering organizational
loyalty and job security, which are key factors in
enhancing employee retention and satisfaction
(Chiang-Vega et al., 2021). Olaniyan and Hystad
(2016) demonstrate that authentic leadership can
significantly lower job insecurity and intentions
to quit by fostering a work environment charac-
terized by trust and integrity.

The cultural dimensions of resignations, as
discussed by Van et al. (2021), provide a unique
insight into how organizational ethics and lea-
dership integrity impact employee perceptions
and happiness. Such cultural considerations are
pivotal in shaping the policies that govern em-
ployee engagement and resignation.

Moreover, the critical analysis of turnover in-
tentions by Suprani ef al. (2022) sheds light on how
job satisfaction and organizational commitment
serve as mediators in the relationship between
employee well-being and turnover intentions.
This suggests that improving job satisfaction can
significantly contribute to reducing turnover rates,
thus enhancing organizational stability.

The theories of social responsibility
and happiness management

The theories of social responsibility and hap-
piness management are pivotal in the context of
modern business practices, especially given the
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challenges highlighted by the Great Resignation.
This phenomenon has underscored the necessity
for organizations to rethink their management and
leadership models to foster environments that not
only attract but also retain employees. As discussed
in the introduction of this special issue, the Great Re-
signation has brought to light the critical importance
of corporate happiness and organizational justice in
developing comprehensive strategic management.
Companies must now cultivate flexible and innova-
tive ecosystems that promote employee well-being
to remain competitive in a globalized market (Klotz
and Bolino, 2016; Rachman et al., 2022).

Social responsibility in business goes beyond
philanthropy and compliance, integrating into
core operations to positively impact social, eco-
nomic, and environmental factors. This approach
aligns with the concept of stakeholder theory,
which posits that businesses must consider the
interests of all stakeholders, including employees,
shareholders, the community, and the environ-
ment (Freeman, 2010). By balancing profit with
societal challenges, organizations can develop
ethical strategies that enhance their reputation
and operational sustainability (Porter and Kra-
mer, 2006). Corporate citizenship extends this con-
cept by viewing companies as societal “citizens”
expected to promote human rights, democracy,
and environmental sustainability. This perspec-
tive encourages businesses to take active roles in
addressing global issues such as climate change,
poverty, and inequality (Matten and Crane, 2005).

Happiness management, also known as em-
ployee well-being or wellness management, fo-
cuses on strategies and practices that prioritize
the psychological and emotional well-being of
employees. This theory is grounded in the unders-
tanding that happy employees are more produc-
tive, loyal, and motivated, which can significantly
enhance organizational performance (Seligman,
2002; Cameron et al., 2011). Positive psychology in
the workplace, for instance, applies principles of
positive psychology to improve job satisfaction,
resilience, and overall workplace happiness. Tech-
niques such as gratitude exercises, strength-based
tasks, and fostering a positive work environment
are common practices (Diener ef al., 2015). Ensu-
ring that employees are engaged and involved

in organizational matters through transparent
communication and inclusive decision-making
can lead to higher job satisfaction and lower tur-
nover rates (Kahn, 1990; Rodas et al., 2022).
Combining social responsibility with happi-
ness management creates a powerful synergy that
benefits both the organization and its employees.
For instance, a company that adopts eco-friendly
practices not only contributes positively to the
environment but also boosts employee morale and
pride in their workplace (Robertson and Barling,
2013). Similarly, social initiatives such as commu-
nity volunteering provide personal fulfilment for
employees and promote a positive corporate ima-
ge. In the context of the Great Resignation, these
theories are particularly relevant as businesses that
adopt responsible practices and focus on employee
happiness are more likely to attract and retain top
talent, sustain long-term profitability, and foster a
resilient organizational culture (Grant et al., 2007).

Analysing employee reviews on platforms
like Glassdoor offers invaluable insights into how
effectively companies are implementing these
theories. These reviews serve as a direct line to
employee sentiment and organizational culture,
reflecting real-time feedback on corporate prac-
tices and their impact on employee satisfaction
and retention. Studies have demonstrated that
constructive feedback in reviews can significantly
influence organizational reputation and attract
potential talent (Long and Thean, 2011). By clo-
sely monitoring and analysing employee feed-
back, organizations can gauge the effectiveness
of their governance models and make necessary
adjustments to align with the principles of social
responsibility and happiness management. This
not only enhances their competitive edge but also
ensures sustainability in a business landscape
increasingly driven by ethical considerations and
employee well-being (Aguinis and Glavas, 2012).

Social marketing and internal social
marketing in the organizational
environment

Social marketing is a marketing discipline that
aims to influence the target audience to adopt or
maintain a behaviour to improve both the indi-
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vidual well-being of people and that of society
(Andreasen, 1994).

However, social marketing studies have gene-
rally paid little attention to organizational context
(Smith and O’Sullivan, 2012). In this environment,
approaches based on concepts such as internal
marketing or internal social marketing have been
used; however, although they may seem similar
to social marketing, they are different. Internal
marketing tries to show the importance of rela-
tionships between employees and the organization
in the search for competitive advantages in com-
panies. It can be defined as the company’s effort
to know, analyse, understand, and respond to the
needs of its customers. Employees (Park and Tran,
2018; Qiu et al., 2022). According to Brennan et al.
(2015), social and internal marketing concepts can
be combined, giving rise to the term internal social
marketing. This marketing discipline applies in-
ternal marketing to influence the behaviour of em-
ployees in the organizational environment and to
achieve social rather than commercial objectives. In
other words, internal social marketing uses social
marketing to motivate and coordinate employee
behaviours regarding social issues in an organiza-
tional context (Previte and Russell-Bennett, 2014;
Rafiq and Ahmed, 2000; Wells et al., 2016). The
authors above have considered the application of
the concept of internal social marketing to achieve
sustainable behaviours in the work environment
related to both pro-environmental attitudes, such
as recycling and saving resources, as well as heal-
thy behaviours, such as promoting adequate nu-
trition in the work environment. These behaviours
are intended to engage and motivate employees
within an organization to improve employee sa-
tisfaction, commitment, and overall performance,
improving organizational success and customer
satisfaction. Based on this approach, Gonzélez
et al. (2020) carried out a study on cooperatives
in Ecuador. They identified several dimensions
to promote employee well-being and align their
goals with organizational objectives: Value ex-
change, internal market segmentation (emplo-
yees), internal communication, leadership, and
family conciliation. The same author found that
successful internal marketing strategies include
clear communication of organizational objectives,
continuous training and development programs,

and initiatives that balance work and family life.
These strategies help create a motivated workforce
aligned with the company’s vision and values.

Furthermore, internal social marketing signifi-
cantly influences service innovation within organi-
zations. By meeting employee needs, companies can
foster an environment conducive to creativity and
innovation, leading to better service offerings and
competitive advantages (Raeisi et al., 2020). At this
point, it is necessary to comment on all of the above,
stating that a voluntary behavioural change caused
by intrinsic motivation factors can result in positive
effects, less resistance from the community, and
more likely to persist over time (Geiger et al., 2021).

Comments on Glassdoor and the role
of the Great Resignation

Several research has shown how employee
reviews on Glassdoor provide insight into re-
signation and termination practices, which are
crucial during periods of major workforce change,
such as the Great Resignation. Glassdoor in sha-
ping organizational strategies during periods of
substantial workforce changes such as the Great
Resignation. Employee feedback online reflects
a range of experiences with resignation and dis-
missal, providing valuable insights into corporate
culture and management practices.

On the one hand, the study by Klotz and Boli-
no (2016) delves into the nuanced nature of how
employees resign and its implications for organi-
zational climate and management. Their research
uses social exchange theory to analyse the impact
of resignation styles on managers and colleagues,
revealing that the way employees exit can signi-
ficantly affect the workplace environment. This
understanding is crucial, as the narratives shared
on platforms like Glassdoor often highlight these
resignation experiences, influencing potential and
current employees’ perceptions.

On the other hand, Richardson (2001) offers
practical guidance on constructive dismissal.
This paper explains the importance of handling
dismissals properly to avoid legal repercussions
and damaging public perception, as reflected
in Glassdoor reviews. It underscores the need
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for transparent and fair termination processes
to maintain a positive organizational reputation.

Neaves (2017) investigates in her explorative
study which personal reasons behind employee
resignations. Neaves finds that discrepancies be-
tween employee expectations and organizational
realities often lead to resignation, a sentiment
frequently expressed in Glassdoor reviews. The-
se insights highlight the importance of aligning
organizational practices with employee expecta-
tions to enhance retention and satisfaction.

Another research was developed by Karl and
Hancock (1999), that analysed the effectiveness of
expert advice on termination practices. The study
discovers that deviations from recommended prac-
tices in conducting dismissals can lead to negative
employee experiences, which are often shared on
Glassdoor, emphasizing the necessity of adhering
to best practices in termination processes to foster
a positive end-of-employment experience.

Lastly, the research by Richter et al. (2018)
shows that how layoffs are conducted profoundly
influences employee reactions and subsequent
reviews on public forums like Glassdoor. Respec-
tful and considerate layoff processes can mitigate
adverse reactions, underlining the importance
of maintaining dignity and respect in difficult
organizational transitions.

Employee comments on Glassdoor are not
just reflections of individual experiences but are
indicative of broader organizational practices.
They emphasize the practical implications of ethi-
cal management and effective communication
during the resignation and dismissal processes,
particularly during turbulent times like the Great
Resignation. This body of research underscores
the need for organizations to manage transitions
effectively, ensuring a supportive work environ-
ment that upholds a positive corporate image
amidst significant workforce changes.

Understanding the factors that motivate em-
ployees to resign is crucial for organizations ai-
ming to improve retention and manage turnover
effectively. The study by Klotz and Bolino (2016)
delves into the nature, causes, and consequences
of employee resignation styles, emphasizing how
the relationships between employees and their
organizations or supervisors influence resignation

methods. They found that resignation styles sig-
nificantly impact how managers and coworkers
react to an employee’s departure, which in turn
affects the overall workplace atmosphere. This
points to the importance of maintaining positi-
ve relational exchanges to mitigate the negative
impacts of resignations.

In a related exploration, Klotz and Zimmer-
man (2015) study the detailed processes emplo-
yees navigate from planning their exit to their
final working day. Their research highlights that
individual differences significantly influence how
employees handle the resignation process, affec-
ting both their performance during the notice
period and the broader organizational dynamics.

Sojan (2023) investigates the broader labour
market dynamics, suggesting that movement
beyond organizational boundaries and internal
labour market rotation are significant factors
driving employee turnover. Sojan suggests that
strategies such as applying motivational theories
and enhancing job satisfaction can effectively
reduce turnover.

Further illuminating the importance of career
opportunities, Leonardi and Panggabean (2021)
examine how perceptions of career advancement
opportunities impact organizational commitment
and the intention to leave. Their study indicates
that positive career prospects can significantly
diminish employees’ resignation intentions by
reinforcing their commitment to the organization.

Lastly, Jia and Zhang (2017) focus on the in-
fluence of salary standards on resignation rates,
particularly within the banking sector. Their fin-
dings underscore the critical role of competitive
compensation structures in retaining employees,
particularly in industries with high attrition rates.

Sample, data collection and
descriptive analysis

Glassdoor is a widely used platform that provi-
des a comprehensive look at various jobs and com-
panies through user-generated content. It allows
current and former employees to submit anony-
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mous reviews about their workplaces, offering in-
sights into company culture, salaries, benefits, and
management practices. Additionally, Glassdoor
features job openings, interview questions, and
company ratings. This transparency aims to aid job
seekers in making informed career decisions and
helps employers understand areas for workplace
improvement. Glassdoor has become an invaluable
resource in the job market ecosystem, but it has di-
fferent bias, such as self-selection bias and response
bias. To mitigate the impact of these biases, several
strategies were employed in this study.

Firstly, for this research a total of 138,764 reviews
were collected from 136 companies over the period
from 2021 to 2023. The data were collected using
web scraping techniques via Octoparse 8 version,
tool that allows you to download all user reviews,
from the creation of each company’s profile on
Glassdoor, until the date of download. This tool
enabled the downloading of large volumes of struc-
tured data, facilitating its cleaning and analysis. The
data were organized by rows (each representing an
anonymous review) and columns (each detailing
characteristics of the reviews such as rating, ad-
vantages, disadvantages, etc.), making it ready for
subsequent analytical processes. This large dataset
helps to balance the extremes and capture a more
comprehensive picture of employee sentiment.

Secondly, the sample selection was based on
specific criteria to ensure a robust and represen-
tative dataset. Only companies with over 10,000
employees were included, ensuring that the re-

views represented experiences from large, poten-
tially more structured organizations. The compa-
nies selected spanned various sectors including
construction, consulting and advisory, consumer
goods, financial services, industry, IT, advertising
and public relations, healthcare, telecommunica-
tions, transportation, and tourism. This diversity
aimed to capture a broad spectrum of employee
experiences across different industries that are
being intensely impacted by the great resignation
(Massachusetts Institute of Technology, 2022).

Finally, to understand the key organizational
elements that significantly impact employee con-
tentment and loyalty, Glassdoor reviews were
divided into four groups prior to semantic ne-
twork analysis: advantages and disadvantages
for both current employees and ex-employees.
This classification provides a clear view of the
primary themes and sentiments expressed by
both groups, highlighting the similarities and
differences in their experiences and perceptions.

Descriptive analysis of the data obtained
shows that of the 138 64 reviews, 121 838 had
the advantages section, and 52 694 disadvantages.
Specifically, of the 86 113 employees who shared
their review, 76 162 users indicated advantages,
and 10 640 disadvantages. Regarding the 52 641
ex-employees who wrote reviews, 45 676 shared
the advantages, and 45 676 the disadvantages.
The distribution of reviews obtained with web
scraping by sector is shown in Table 1.

Distributions of the reviews obtained with web scraping by sector

Glassdoor reviews

Sector 2021 2022 2023 Total
Accounting & Tax 8937 15715 14 308 38 960
Restaurants & Cafes 3449 10 898 11 640 25987
Computer Equipment 5539 5669 8058 19 266
Business Consulting 1976 2240 1767 5983
Consumer Products Manufacturing 1608 1537 1462 4607
Electronics Manufacturing 520 1419 2193 4132
Biotechnology & Pharmaceuticals 1117 1220 1180 3517
Banking & Lending 1266 1159 1084 3509
Computer Services 1559 1102 730 3391
Internet & Web Services 756 1061 850 2667
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Glassdoor reviews

Sector 2021 2022 2023 Total
Food & Beverage Manufacturing 814 912 843 2569
Hospitals & Healthcare 466 756 1283 2505
Architecture & Engineering 738 686 765 2189
Business Software & Network Solutions 667 832 676 2175
Department Stores, Clothing & Shoe Stores 575 769 682 2026
HR Consulting 512 690 706 1908
Telecommunications Services 742 593 550 1885
Machinery Manufacturing 537 603 504 1644
Hotels & Resorts 590 523 450 1563
Energy & Utilities 499 530 532 1561
Freight Shipping & Transportation 126 167 945 1238
Construction 439 418 366 1223
Medical Product Manufacturing 127 127 881 1135
Asset & Investment Management 362 352 261 975
Transportation Equipment Manufacturing 219 274 297 790
Insurance Companies 223 216 241 680
Real Estate 125 145 149 419
Advertising & Public Relations 86 99 75 260

Total 34 574 50 712 53 478 138 764

Semantic network analysis

The analysis conducted for this research uti-
lized a semantic network analysis approach to
understand the connections and patterns within
employee reviews from Glassdoor.

Semantic network analysis is a powerful me-
thod for examining the relationships between
different entities. In this context, entities refer to
the words and phrases used in employee reviews.
By creating a network of these entities, we can

visualize and analyse the connections and co-oc-
currences, providing insights into the main the-
mes and sentiments expressed by employees. The
semantic network analysis was performed using
the NoCodeFunctions Semantic Networks Tool.
This tool is designed to analyse large text corpora
by creating semantic networks that illustrate the
relationships between terms. The analysis invol-
ved several key steps and parameters to ensure
the robustness and relevance of the results with
text data engineering (Table 2).

Key steps on text data engineering for word semantic network analysis

Steps Explanation Parameters
Language The first step in a semantic network analysis is to select the language in which the texts English
are written, since it facilitates the next step, which is normalization, allowing for better
locating plurals and semantic similarities.
Normalization = The raw text data was subjected to normalization, a crucial step to standardize the text Applied

for further analysis. This process involved converting all text to lowercase to ensure
uniformity, removing punctuation, numbers, and special characters that do not contri-
bute to the semantic meaning. Additionally, common stop words (e.g., “the,” “and,”
“is”) were removed focus the analysis on meaningful content.

Minimum
word length

To eliminate insignificant words and focus on meaningful content, a minimum word
length of 4 characters was set. This parameter helps in excluding common short words

4 characters

that do not contribute significantly to the analysis.
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Steps

Explanation

Parameters

Minimum
word
frequency

The words that appeared less than twice in the dataset were excluded. This threshold
helps in filtering out rare terms, ensuring that the analysis focuses on commonly dis-
cussed topics and themes.

2 occurrences

Tokenization
and length of
n-grams

After normalization, the text data was tokenized. Tokenization refers to the process of
breaking down the text into individual words or terms (tokens). This step is essential
for analysing the frequency and co-occurrence of specific terms within the reviews. The
analysis included n-grams (sequences of words) with a maximum length of 4. N-grams
help in capturing phrases and multi-word expressions that provide more context and
meaning than individual words. For example, “career growth” as a n-gram is more
informative than “career” and “growth” analysed separately.

Up to 4 words

Lemmatization

To further refine the tokens, lemmatization was applied. Lemmatization reduces
words to their base or root form (lemma), allowing for the grouping of different forms
of a word (e.g., “running” and “ran” to “run”). This step helps in consolidating similar
terms and improving the accuracy of the semantic analysis. Lemmatization is the pro-
cess of reducing words to their base or root form. This step is crucial for standardizing
different forms of a word, ensuring that variations such as singular/plural and diffe-
rent tenses are considered as the same entity. Lemmatization improves the consistency
and clarity of the analysis.

Applied

Pointwise mu-
tual informa-
tion (PMI)

To identify significant word associations, the Pointwise Mutual Information (PMI) method
was employed. PMI measures the association between two words by comparing the pro-
bability of their co-occurrence with the probability of their individual occurrences. Higher
PMI values indicate stronger associations between terms, which is critical in constructing
meaningful semantic networks. PMI is a statistical measure used to identify the association
between pairs of words. It helps in highlighting strong connections between terms, which
are indicative of significant co-occurrences within the text. Applying PMI to network con-
nections ensures that the network reflects meaningful relationships between words.

Applied

Co-occurrence
Analysis

The last step is the co-occurrence analysis. It was performed to identify relationships be-
tween key terms in the reviews. This analysis was crucial for understanding the thematic
structure of the text data and for constructing the network visualizations used in the study.

Applied

The tool’s configuration and the application of
these parameters ensured that the analysis focused
on significant and meaningful terms, capturing the
essence of employee sentiments as expressed in
the reviews. The analysis leveraged the concept
of co-occurrence, which refers to the frequency
with which two or more words appear together
in the text. Co-occurrence is a fundamental aspect
of semantic network analysis, as it helps in iden-
tifying related terms and constructing a network
that reflects the underlying structure of the text.!
By using co-occurrence and PMI, the semantic
network analysis tool was able to highlight the key
themes and topics discussed by current and former
employees. The resulting network maps provided
a visual representation of these themes, making
it easier to identify patterns and draw insights.

Using these parameters, the tool constructed
semantic networks for the reviews. The semantic

1 See: https:/ /bit.ly/4eoVUer

network analysis was divided into two main
categories: reviews from current employees and
reviews from former employees. Each category
was further classified into advantages and di-
sadvantages.

The figures presented in this study and shown
in this section have been generated from the VOS-
viewer extension and allow for the visualization
of relationships between key terms and themes
derived from employee reviews. In these network
visualizations, nodes represent specific terms or
keywords, while the size of each node indicates
the frequency of that term’s occurrence in the
dataset (Wang et al., 2024). Larger nodes signify
terms that appear more frequently and are thus
more central to the discussion. The connections,
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or edges, between nodes illustrate co-occurrences,
meaning that the linked terms frequently appear
together within the same context. The strength of
these connections is depicted by the thickness of
the edges; thicker lines represent stronger rela-
tionships or higher co-occurrence rates. By exa-
mining these visualizations, readers can quickly
identify the most prominent topics and how they
interrelate, providing a comprehensive overview
of the critical factors discussed by employees. This
approach allows even non-specialized readers to
understand which elements are most influential
in shaping employee satisfaction and retention.

For current employees, the reviews frequent-
ly highlight a positive work environment as a
significant advantage. Terms such as “good
working environment,” “team,” and “positive
culture” are prominently mentioned, indicating
that these factors play a crucial role in their job
satisfaction (Figure 1). The emphasis on team

Advantages mentioned by the current employees

dynamics and a supportive culture underscores
the importance of a collaborative and friendly
workplace. Opportunities for career advance-
ment and development are also highly valued.
Phrases like “career growth,” “opportunity,” and
“learning” are commonly noted, reflecting the
importance of professional development and the
availability of growth opportunities within the
company. Although not as emphasized as the
top two advantages, work-life balance remains
a significant factor. Terms like “flexible hours”
and “work-life balance” indicate that employees
appreciate the ability to balance their professional
and personal lives, which contributes to their
overall satisfaction. Health benefits and insurance
are frequently cited as advantages, showing that
employees value the tangible perks provided by
their employers, which contribute to their sense
of security and well-being.
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However, there are notable disadvantages
for current employees as well. A common com-
plaint is the heavy workload, with terms like
“overwork” and “overtime” indicating dissa-

tisfaction with the amount of work and long
hours required, suggesting that this is a signifi-
cant stressor (Figure 2). Issues with management
practices are also a major concern. Words such as
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“poor management” and “micromanagement”
suggest dissatisfaction with leadership and the
way employees are managed. Concerns about
compensation are highlighted by terms like “low
pay” and “salary,” indicating dissatisfaction with
financial remuneration, which could be a poten-

Disadvantages mentioned by the current employees

tial risk factor for employee turnover. Phrases
like “no promotion” and “dead-end job” suggest
frustration with limited career growth opportuni-
ties, indicating that despite appreciating current
opportunities, some employees feel stagnated in
their roles.
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For ex-employees, a good work environment
and supportive team are also highly valued, si-
milar to current employees (Figure 3). The em-
phasis on these terms indicates that these were
significant positive aspects of their employment
experience. Learning opportunities and career
advancement are commonly mentioned advan-
tages, suggesting that these factors were valued
even though they eventually left the organization,
indicating that career development was an impor-
tant consideration. Terms like “flexible schedule”
and “work from home” are more prominently
mentioned by ex-employees, indicating that fle-
xibility was highly appreciated and perhaps even
a deciding factor in their tenure. Health benefits
and insurance are also noted as significant ad-
vantages, reflecting the ongoing importance of
these perks.

Disadvantages for ex-employees are notably
similar to those for current employees. Issues with
workload, such as “overwork” and “long hours,”
are frequently mentioned, suggesting that exces-
sive workload was a contributing factor to their
departure (Figure 4). Issues with management,
such as “bad management” and “favouritism,”
are strongly highlighted, indicating that poor
leadership and perceived unfairness were signifi-
cant reasons for leaving. Complaints about “low
pay” and “no bonus” are significant, although
slightly less emphasized compared to current
employees, reflecting ongoing concerns about
financial compensation. The lack of career growth
opportunities is more heavily emphasized by
ex-employees, with phrases like “no career grow-
th” and “limited opportunities” being prominent,
suggesting that a lack of advancement prospects
was a major reason for their departure.
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Advantages mentioned by the former employees
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Table 3 highlights several key insights. Both
current and former employees value a positive
work environment and career growth opportu-
nities, indicating that these are critical areas for
employee satisfaction and retention. Workload
and management issues are significant concerns
for both groups, suggesting that these areas need
improvement to enhance employee satisfaction

and reduce turnover. Current employees empha-
size compensation issues more, while former em-
ployees highlight the lack of career advancement
more prominently, indicating different factors
influencing their current status and reasons for
leaving. Flexibility is a stronger advantage for
former employees, indicating its importance in
retention and satisfaction.

Classification of reviews by advantages and disadvantages: current employees vs. former os

Current employees

Former employees

“Flexible schedule” and “work from

Work-Life Phrases like “flexible hours” and home” iated by f
balance “work-life balance” highlight this aspect. ome are appreciated by tormer
employees.
Work Topics like “good workin.g. environ- Similar to current employees.;, forme.r em-
environment ment,” “team,” and “positive culture” are  ployees value a “good working environ-
prominent. ment” and “supportive team.”

Advantages

Terms such as “opportunity,
growth,” and “learning” indicate that
employees value opportunities for advan-

Career growth

cement and development.

”ou

career
Terms like “learning opportunities” and
“career advancement” are common.

Terms like “health benefits” and “insu-
rance” show that employees appreciate
the benefits provided by their employers.

Benefits

Former employees also mention “health
benefits” and “insurance” as advantages.
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Current employees

Former employees

Issues like “overwork” and “overtime”

Similar to current employees, former

Workload .. .. . . employees mention “overwork” and

indicate dissatisfaction with workload. " ploy .,

long hours.
Lack of Phrases like “no promotion” and “dead-end ~ “No career growth” and “limited oppor-
advancement job” indicate concerns about career growth. tunities” are concerns.
Disadvantages Topics like “poor management” and “mi- o P
. . . Issues with “bad management” and
Management cromanagement” suggest dissatisfaction " e .
. . favouritism” are prominent.
with leadership.
Los términos como “sueldo bajo” y “sala- . e
< . ; Resultan comunes las quejas sobre “baja

Compensacién rio” resaltan las preocupaciones sobre la

compensacion.

paga” y “sin bonificacién”.

Addressing these issues by improving mana-
gement practices, providing better career growth
opportunities, and ensuring fair compensation
can enhance employee satisfaction and reduce

Disadvantages mentioned by the former employees

turnover. Additionally, offering flexible work
arrangements can significantly improve emplo-
yee retention and attract top talent.
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Table 4 categorizes the similarities and diffe-
rences between current and former employees’
reviews provides a detailed look into their ex-
periences and perceptions. Both groups value a
positive work environment, highlighting terms
such as “good working environment,” “suppor-
tive team,” and “positive culture.” This indicates
that a supportive and collaborative workplace is
crucial for employee satisfaction across the board.

Additionally, career growth opportunities are
highly appreciated by both current and former
employees, with frequent mentions of “career
growth,” “opportunity,” and “learning.” This
shows the importance of providing clear paths
for advancement and professional development
to maintain employee engagement and retention.

However, there are notable differences in how
these groups perceive work-life balance and fle-
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xibility. Current employees tend to emphasize
work-life balance more, mentioning terms like
“flexible hours” and “work-life balance” as signi-
ficant advantages. This suggests that achieving a
balance between professional and personal life is
a key factor for their satisfaction and a reason they
might choose to stay with the company. On the
other hand, former employees highlight flexibility
more strongly, with terms like “flexible schedule”
and “work from home” being prominent. This
indicates that flexible working conditions were
highly valued and that their absence might have
been a factor in their decision to leave.

Compensation is another area where percep-
tions differ between the two groups. Current em-
ployees seem more focused on concerns about
salary and lack of bonuses, which are frequently
mentioned disadvantages. This might indicate
dissatisfaction with financial remuneration that
could potentially lead to attrition if not addressed.

Former employees also mention compensation
issues but tend to emphasize the lack of career
growth more heavily. Terms like “no career grow-
th” and “limited opportunities” are significant,
suggesting that a lack of advancement prospects
was a major reason for their departure.

Workload and management issues are signifi-
cant concerns for both groups. Both current and
former employees frequently highlight overwork
and long hours as disadvantages, indicating a
need for companies to address work-life balance
more effectively. Issues with management, such
as poor leadership and favouritism, are common
complaints among both groups, underscoring the
importance of effective leadership and fair treat-
ment in the workplace. These shared concerns
suggest that improving management practices
and addressing workload issues could enhance
employee satisfaction and reduce turnover.

Comprarative analysis of similarities and differences in the reviews: current employees vs. former

Similarities

Differences

Work environment: Both current
and former employees value a good
working environment, supportive
teams, and a positive culture.

Work-Life balance: Current employees emphasize work-life balance more as an
advantage, while former employees highlight flexibility more. Current employees
highlight work-life balance more frequently as an advantage, with slightly larger
balls for related terms. This might indicate that current employees value their current
work-life balance, which could be a reason they stay.

Career growth: Opportunities for
advancement and learning are
appreciated by both groups.

Compensation: Current employees seem more focused on concerns about salary and
lack of bonuses, while former employees also mention these but emphasize no career
growth more heavily. Current employees emphasize compensation issues more, which
might indicate dissatisfaction that could potentially lead to attrition if not addressed.

Workload: Both groups highli-
ght overwork and long hours as
disadvantages.

Flexibility: Former employees emphasize flexibility more strongly as an advantage,
with larger balls for terms like “flexible schedule” and “work from home.” This in-
dicates that former employees particularly valued flexible working conditions, and
their absence might have been a factor in their decision to leave.

Management: Issues with mana-
gement, such as poor leadership
and favouritism, are common
complaints.

Lack of advancement: Former employees highlight the lack of advancement and li-
mited opportunities more prominently, with larger balls for related terms. This sug-
gests that former employees left due to stagnation in their career growth.

Finally, Table 5 ranking the reasons for em-
ployees leaving versus staying provides valuable
insights into the key factors influencing these deci-
sions. For employees who decide to stay, a suppor-
tive and positive work environment stands out
as a crucial factor. Current employees frequently
highlight the importance of team dynamics and
a positive culture, suggesting that a harmonious

and collaborative workplace is a significant reason
for their continued employment. Additionally,
opportunities for career growth and learning are
prominently mentioned. This indicates that access
to professional development and advancement
opportunities plays a pivotal role in retaining
employees. Furthermore, the balance between
work and personal life is often cited as a reason for

Retos, 14(28), 233-254
Print ISSN: 1390-6291; Electronic ISSN: 1390-8618



Araceli Galiano-Coronil and Sofia Blanco-Moreno

staying, emphasizing the importance of work-life
balance in employee satisfaction and retention.

On the other hand, the reasons for leaving are
starkly different. Lack of career advancement is a
primary reason cited by former employees. Terms
such as “no career growth” and “limited oppor-
tunities” are frequently mentioned, indicating
that employees are likely to leave if they feel their
professional growth is stagnated. Management

issues are also a significant factor contributing to
attrition. Complaints about “bad management”
and “favouritism” suggest that poor leadership
and perceived unfairness can drive employees
to seek opportunities elsewhere. Additionally,
workload is a major concern among those who
leave. Frequent mentions of “overwork” and
“long hours” indicate that excessive workload can
lead to burnout, prompting employees to resign.

Ranking of reasons for employees’s retention vs. attrition

Reasons for leaving vs. reasons to stay

Leaving

Stay

Lack of advancement: Former employees often cite Work environment: Both current and former employees appreciate
“no career growth” and “limited opportunities” as a supportive and positive work environment, but current emplo-
reasons for leaving, indicating that a lack of career yees particularly emphasize “team” and “positive culture,” indica-

progression can lead to attrition.

ting that a good work environment is a reason for staying.

Management issues: Complaints about “bad mana-
gement” and “favouritism” suggest that poor lea-
dership contributes to employees leaving.

Career growth: Opportunities for advancement and learning are hi-
ghlighted as reasons for staying by current employees.

Workload: Overwork and long hours are common
complaints among former employees, suggesting
that excessive workload can lead to burnout and
departures.

Work-life balance: Current employees frequently mention work-li-
fe balance as an advantage, indicating that achieving this balance is
a reason for staying.

The findings of this research provide crucial
insights into the factors that influence employee
satisfaction and retention, highlighting several
key areas that organizations need to address to
improve workplace conditions.

Both current and former employees underscore
the significance of a supportive and positive work
environment. This is evident from the frequent
mentions of terms such as “good working envi-
ronment,” “positive culture,” and “supportive
team” (Klotz and Bolino, 2016). These elements
are crucial for fostering employee satisfaction and
engagement. A harmonious work environment
promotes collaboration and a sense of belonging,
which are essential for maintaining high morale
and productivity. This alignment with organizatio-
nal culture can significantly enhance job satisfac-
tion and reduce turnover intentions, as noted by
MacIntosh and Doherty (2010). Thus, maintaining
a positive team culture and work environment is

not just beneficial but essential for retaining talent
and ensuring organizational stability.

The desire for career growth and learning
opportunities is a prominent theme among both
current and former employees. This trend hi-
ghlights the importance of providing clear paths
for advancement and professional development.
Singh (2018) found a strong positive correlation
between career management practices and ca-
reer satisfaction, indicating that structured career
growth opportunities can significantly reduce tur-
nover rates. Furthermore, the emphasis on terms
such as “career growth,” “learning opportuni-
ties,” and “advancement” reflects the employees’
need for continuous professional development
(Leonardi and Panggabean, 2021). Organizations
that invest in their employees’ career develop-
ment not only enhance job satisfaction but also
build a more skilled and committed workforce.

The issue of overwork and long hours emer-
ges as a major disadvantage for both current and
former employees, indicating a critical area for or-
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ganizational improvement. Terms like “overwork”
and “long hours” are frequently mentioned, sug-
gesting that excessive workloads contribute signi-
ficantly to employee dissatisfaction and burnout
(Spagnoli et al., 2020). This aligns with the findings
of Suprani et al. (2022), who noted that high wor-
kloads and poor work-life balance are key factors
driving turnover intentions. Addressing these
issues by implementing policies that promote a
better work-life balance, such as flexible working
hours and manageable workloads, can significant-
ly improve employee well-being and retention.

Both groups express dissatisfaction with
poor management and favouritism, highligh-
ting the importance of effective leadership and
fair treatment in the workplace. Phrases such
as “poor management,” “micromanagement,”
and “favouritism” point to significant issues that
impact employee morale and trust in leaders-
hip (Rachman et al., 2022). Effective leadership
is crucial for fostering a positive organizational
climate and employee engagement. As Olani-
yan and Hystad (2016) demonstrated, authentic
leadership that promotes trust and integrity can
significantly reduce job insecurity and turnover
intentions. Therefore, organizations need to fo-
cus on developing management practices that
are transparent, fair, and supportive to enhance
employee satisfaction and loyalty.

Leadership has been one factor considered
crucial in worker resignation situations. From
an internal social marketing point of view, it is
considered one of the critical factors in achieving
greater employee performance, as shown by the
research of Almaslukh et al. (2022) and Akbari et
al. (2017). The first identifies participative and
supportive leadership as critical components of
internal social marketing that significantly im-
prove job satisfaction. These leadership styles
facilitate effective communication, training, and
development, vital to maintaining high employee
morale and performance. The second proposes
that transformational leadership can improve in-
ternal marketing efforts by fostering a motivating
and supportive work environment. It, in turn,
strengthens social capital and employee loyalty.
Related to leadership is favouritism towards some
specific employees. As indicated by Almaslukh

et al. (2022), favouritism can lead to a decrease in
overall employee morale. When certain employees
receive preferential treatment, others may feel un-
dervalued and demotivated, leading to resentment
and disengagement. Furthermore, the perception
of unfairness can erode trust in the administration.
Employees must believe that their efforts and con-
tributions are recognized. Favouritism disrupts
this belief and creates a divide between manage-
ment and staff. Furthermore, when favouritism
is perceived, the positive effects of internal social
marketing efforts to improve job satisfaction are
nullified. Another aspect that former employees
have highlighted in the results is the lack of job
promotion. Internal social marketing can foster
employee satisfaction and readiness for career
advancement, benefiting the organization through
improved performance and reduced turnover
(Raeisi et al., 2020). Finally, workload appears as
another critical factor to consider in employee
resignation, which coincides with studies such
as that of Spagnoli et al. (2020), who found that a
high workload, when managed well, can improve
performance by motivating employees, but it can
also cause work addiction, which hurts health and
personal life. The study emphasizes the need for
managers to carefully monitor and balance wor-
kload to avoid adverse outcomes such as burnout
and decreased work performance.

Therefore, this research has met the three pro-
posed objectives. The first was related to explo-
ring the integration of theories. The analysis of
employee reviews reveals that organizations that
successfully integrate these theories into their
practices see improved employee morale and re-
tention rates, highlighting the practical impact
of these integrated strategies. The second was to
identify the critical factors. The results of the se-
mantic network analysis clearly demonstrate that
a supportive work environment and opportunities
for career growth are highly valued by employees,
while issues such as excessive workload and poor
management practices significantly contribute to
dissatisfaction and turnover. Finally, the third was
to assess the impact on organizational success. The
study’s findings indicate that companies that prio-
ritize these factors not only reduce turnover but
also build a more resilient workforce, ultimately
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contributing to sustained organizational success
in a competitive global market.

This research provides empirical evidence and
actionable insights into how enhancing workplace
environments and adopting ethical management
practices can directly improve employee retention
and satisfaction. In the context of the Great Resig-
nation, where turnover rates are alarmingly high,
understanding these factors is crucial for mana-
gers who seek to maintain a competitive edge.
The findings highlight the importance of creating
a positive work environment, offering clear career
advancement opportunities, and implementing
effective management practices—all of which
are critical for fostering employee loyalty and
reducing turnover. By integrating these insights
into their organizational strategies, managers can
not only retain top talent but also build a more
resilient and motivated workforce, essential for
long-term success in a competitive global market.

Furthermore, this study offers a novel explo-
ration of the intersection between employee we-
1l-being and corporate responsibility, contributing
to the growing body of literature on sustainable
business practices. It addresses gaps in existing
research by providing an integrated analysis that
links employee satisfaction with long-term or-
ganizational success, particularly in the face of
global workforce changes. Theoretical concepts
such as social responsibility and happiness ma-
nagement are operationalized within real organi-
zational settings, providing a valuable template
for future empirical research. This study not only
advances our understanding of how these con-
cepts can be effectively applied in practice but
also opens up new theoretical pathways for explo-
ring the synergies between employee well-being,
corporate ethics, and organizational performance.
By bridging the gap between theory and practice,
this research lays the groundwork for further
studies that can explore these dynamics across
different industries and cultural contexts.

While this study provides valuable insights
into the factors influencing employee satisfac-
tion and retention, particularly during the Great
Resignation, it is essential to acknowledge the
limitations related to the data source and the
scope of the study. While the use of Glassdoor

reviews provides valuable insights into emplo-
yee satisfaction and organizational practices, it
is important to acknowledge the potential biases
inherent in this data source. One significant con-
cern is self-selection bias. This bias arises because
the individuals who choose to leave reviews on
platforms like Glassdoor are often those who are
either highly satisfied or deeply dissatisfied with
their employment experience. As a result, the
dataset may overrepresent extreme Viewpoints,
potentially skewing the analysis toward more
polarized opinions. Additionally, response bias
can occur when reviewers provide feedback that
they believe is expected by others, rather than an
objective reflection of their experience. This could
be influenced by the public nature of the reviews
and the knowledge that potential employers or
other employees may view them. Because of that,
one limitation of this research is its reliance on
self-reported data from Glassdoor, which may
introduce bias as the reviews are subjective and
can be influenced by individual experiences and
perceptions. Additionally, the scope of the study,
focusing on large companies with over 10,000
employees, limits the applicability of the results
to smaller organizations or those in different
sectors. The organizational dynamics in smaller
companies or industries not represented in the
sample might differ significantly, meaning the
factors identified here may not be as relevant or
impactful in those contexts.

The limitations related to self-selection and
response biases are explicitly acknowledged in
the interpretation of the results. While Glassdoor
reviews offer unique and real-time insights into
employee experiences, the findings should be un-
derstood within the context of these limitations. To
mitigate these limitations, future research could
adopt a multi-method approach, combining quan-
titative analysis of Glassdoor reviews with quali-
tative methods such as interviews or focus groups
with employees across different organizational si-
zes and industries. This mixed-methods approach
would allow for a more comprehensive unders-
tanding of employee satisfaction and retention,
capturing a broader spectrum of experiences and
perspectives. Through the proposed mixed-me-
thod approach, future research can delve deeper
into the specific mechanisms by which different
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leadership styles—such as transformational, au-
thentic, and participative leadership—uniquely
impact organizational culture, employee engage-
ment, and retention. By integrating quantitative
analysis of broad datasets like Glassdoor reviews
with qualitative insights gathered from interviews
or focus groups, researchers can explore how these
leadership models foster positive organizational
climates or, conversely, contribute to employee
dissatisfaction and turnover. This comprehensive
examination will provide actionable insights for
organizations seeking to optimize their leadership
approaches for better outcomes, addressing a cri-
tical gap in the current literature and enhancing
our understanding of the role leadership plays in
shaping employee experiences and organizational
success. Additionally, expanding the sample to
include smaller companies and different industries
could provide a more comprehensive understan-
ding of employee experiences. Investigating the
impact of specific interventions, such as leadership
training programs or workload management po-
licies, on employee well-being and organizational
outcomes could also provide valuable insights for
improving workplace practices.
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Resumen: el incremento de la importancia del concepto de gestion de la felicidad en los 10 tltimos afios hace necesario una revision de la
literatura que permita valorar las principales lineas de investigacion y posibles gaps. Adicionalmente existe la necesidad de mayor educaciéon
empresarial dentro de las universidades. Por lo que el presente trabajo pretende contribuir al avance de gestién de la felicidad en el contexto
del emprendimiento universitario, donde se identifican las relaciones existentes entre los constructos gestion de la felicidad y emprendimiento y
felicidad y emprendimiento. En este trabajo se hace una revisién de la literatura, donde a través de cinco procesos de filtrado se llega a un total
de 391 articulos seleccionados como objeto de estudio. Posteriormente se debate sobre el estado de la cuestién y se identifican las dreas temadticas
de investigacién del emprendimiento universitario en relacién con la gestién de la felicidad, las cuales son: el andlisis de la gestién y organizacién
empresarial, modelos de negocio, tipos de emprendimiento, financiacion y capacidades y formacion como temaéticas mds destacadas. Por tltimo,
se mencionan las aportaciones de este estudio al estado de la cuestién y las conclusiones alcanzadas, determinando, mediante la identificacién
de las distintas dreas de tematicas, la hoja de ruta para la implementacion de futuras estrategias de gestion de la felicidad dentro de los empren-
dimientos en la universidad.

Palabras claves: emprendimiento, desarrollo econémico, satisfaccién laboral, economia urbana, rural y regional, actividad econémica regional:

crecimiento, desarrollo, cuestiones medioambientales, cambio.

This work consists of a review of the literature
on entrepreneurship in the university and how
“happiness management” influences entrepre-
neurial activity. Its starting point are previous
reviews of the literature (Alonso-Garcia et al.,
2021; Ravina-Ripoll et al., 2023; Cuevas-Estrada
and Seinchez—Bayén, 2024; Sierra-Casanova et al.,
2024; Melendo Rodriguez-Carmona et al., 2024).

The management of happiness has become
an essential element in the operation of the com-
pany, and it can be applied in various areas or
departments and serves to promote business
growth. It is also important to note that the de-
mand for entrepreneurship-related training wi-
thin the University has increased (Piperopoulos
and Dimov, 2015). This need arises due to the
difficulty of setting up a company for potential
entrepreneurs, who lack the necessary training
and knowledge in business matters (Martinez
Martin et al., 2019), i.e. even having an innova-
tive and potentially successful business idea is
perceived as difficult to undertake, especially if
it is in the rural world (Martinez-Campillo et al.,
2019). Faced with this and with a proper uni-
versity orientation, the student is placed at the
heart of the business ecosystem, so that he or she
makes decisions and influences business activity
(Audretsch and Belitski, 2017).

In line with the above, Ruiz-Navarro et al.
(2021) find that 11.6% of nascent university
students and 20.8% of consolidated university
students intend to undertake. This is due to the
mediating effect of proactivity and optimism that

has occurred since 2022, increasing entrepreneu-
rial intention (Cardella et al., 2024). This situation
highlights the need to support business educa-
tion in universities, where the highly educated
workforce becomes the core of innovation and
knowledge transfer in today’s economy (Ravi-
na-Ripoll et al., 2017). It is here that universities
increase their range of action by assuming new
missions and relationships to contribute to the
economic and social development of the territory
in which they operate based on innovation and
entrepreneurship (Gonzélez Moreno et al., 2019),
promoting the management of happiness within
the company and what this management can
bring to entrepreneurs and workers.

It is worth highlighting the statements made
by La Rubia et al. (2021) and Bel Durén et al.
(2023), who highlight the need to promote en-
trepreneurial culture at all educational stages,
given that when students arrive at university it
is too late to promote such culture. Likewise, it
is essential to orient careers that do not have a
direct link with business sciences towards the
inclusion of training modules on entrepreneu-
rship within their programming (Salas-Velasco,
2023) and do so with specialized training in the
different requirements to be an entrepreneur, as
well as in the way of managing happiness within
their working life as a new trend within the ma-
nagement sciences.

All of the above demonstrates how entre-
preneurship gains strength and how happiness
management takes center stage, being involved
in different parts of the company, such as social
marketing strategies (Elias Zambrano et al., 2021;
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Jiménez-Marin et al., 2020). Another way to ad-
dress happiness management would be to focus
their efforts on incentivizing creativity and inno-
vation (Ravina-Ripoll et al., 2019). In addition,
this concept of happiness management is also
linked to the management of human talent (Ra-
vina-Ripoll et al., 2021a) of the company taking
into account the capital of the staff. Happiness
management is also considered an element of
economic progress (Ravina-Ripoll et al., 2022),
as it drives complex productive or sustainability
actions within the company.

Then, first, the traditional economic change
and entrepreneurship and happiness manage-
ment in this sector are presented; then, the se-
lection criteria of the corpus; then, the debates;
then, the contributions on the state of the matter
and, finally, the conclusions.

The support and promotion of entrepreneu-
rship in the university is an action to advance in
the change of the traditional economic model, by
allowing the growth of a recent productive area
that is more innovative and intensive in the use
of technologies and competitive internationally
(La Rubia et al., 2021). This entrepreneurial ac-
tion within the university can take place from
the academic and the university approach. The
differences between both entrepreneurial approa-
ches are: the assumption of risks by the entrepre-
neur, the organizational effort and that the object
of entrepreneurship must be an innovative task
(Abreau and Grinevich, 2013). Both approaches
are characterized by the resource limitation of
the university (Bezanilla et al., 2020) .

On the one hand, there is academic entrepre-
neurship (Abreau and Grinevich, 2013) defined as
an act that goes beyond the traditional academic
roles of teaching and / or research, being unders-
tood as an innovative activity that carries a risk
and that brings financial rewards for the academic
or the institution in which the person works. Also,
the definition is expanded to emphasize the com-
mercial value of entrepreneurship with the social
character of the entrepreneurial task to provide

a greater intangible value to academic entrepre-
neurship, such as the stimulation of learning in
entrepreneurial environments, the sustainability
of institutions, etc. This type of entrepreneurship
facilitates academic transfer and the creation of
university spin-offs (Vega Gémez et al., 2019).In
addition, university entrepreneurship, which is
gaining more and more relevance (Bel Durdn et
al., 2023), is led by the student mass, and it is an
interesting phenomenon in universities with less
research capacity by focusing their focus on the
creation of companies by their students (Siegel
and Wright, 2015).

Business workshops and training comple-
ments that encourage entrepreneurship are
encouraged (Escalante Castro et al., 2024). The
entrepreneurial university perfects the research
university by linking the search for solutions to
the problems of industry and society with the
academic field (Etzkowitz, 2017) using the basic
research model traditionally used by universities.

University-born companies are understood as
genuinely innovative, not only by being originated
from research groups but by transferring knowle-
dge from the university to society (Bel Duran et al.,
2023), for example, the implementation of virtual
reality in a business can affect consumers, creating
an experiential value (Li ef al., 2023). In addition,
the entrepreneurial university acquires a strong
social character, understanding that the generation
of wealth that occurs through this function has to
contribute to the creation of social value (Bel Duran
et al., 2023), which would lead to considering en-
trepreneurship the engine of innovation and social
growth (Ward et al., 2019; Aparicio et al., 2021) of a
country. Entrepreneurs can be seen as a source of
innovation, job creation, responsible practices and
promoters of the concept of sustainable enterprises
(Boscan Carroz et al., 2023).

The social change that entrepreneurship seeks
to produce is reflected in job creation, economic
growth, boosting productivity, increasing com-
petitiveness, encouraging companies to improve
efficiency and introducing innovation (Mortan et
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al., 2014; Robb and Robinson, 2014). This social
change when affecting people is linked to the ma-
nagement of happiness within the entrepreneurial
ecosystem. The company seeks to adapt to society
by adopting happiness management strategies
oriented to changing social demands. For example,
through the creation of social enterprises (Bull and
Ridley-Duff, 2019) that challenge the traditional
conceptualization of the company for the sake of a
moral orientation of the economic system and the
social value that it generates. Another example is
the “ecopreneurship” oriented to sustainable deve-
lopment (Del Brio Gonzalez et al., 2022).

These movements are part of the “green eco-
nomy” that gives special importance to the sus-
tainable nature of productive activity to preserve
ecosystems (Gonzdlez-Argote et al., 2024). The
green economy is influenced by consumer beha-
vioral changes, as there is an increase in customer
preference for sustainable brands (Ravina-Ripoll
et al., 2021b). The “green economy” is also extra-
polated to the field of human resources along
with happiness management (Martinez-Falcé
et al., 2024), showing that these practices perfect
work commitment, employee welfare and sus-
tainable performance.

In addition, the implementation and use of the
sustainable culture of the organization oriented
to corporate social responsibility practices can
lead to a higher level of financial performance
and the company itself to climb positions wi-
thin the corporate ranking (Pinzén-Castro and
Maldonado-Guzman, 2023). Also, this type of
projects causes a direct effect within the regional
growth of the site in which they are developed,
contributing to the increase of regional wealth
(Aparicio et al., 2023).

It is interesting to encourage sustainable as-
pects or corporate social responsibility within the
company to influence the happiness of both the
company itself and the consumer (Cuesta-Valifio
et al., 2023a), being consistent with the current
values and social purposes sought by the entre-
preneur. This happiness of the consumer, caused
by seeing their social and sustainable demands
satisfied, influences their loyalty and supposes an
alignment with the management of the happiness
of the company, since it encourages the adoption

of habits or social and sustainable behaviors wi-
thin the organization to satisfy the demands of
its consumers (Gutiérrez-Rodriguez et al., 2023).

Likewise, it is understood that the beginning
of entrepreneurial activity generates a procedu-
ral utility (Frey and Benz, 2003; Kautonen et al.,
2015), i.e. we work with an approach oriented to
welfare results. Thus, it can be identified that the
fact of being an entrepreneur, working in redu-
ced hierarchies, can increase happiness at work,
which is related to better internal communication
of these companies since there is a close link be-
tween happiness and it (Castro-Martinez and
Diaz-Morilla, 2020). Just as it can be beneficial
to work in the communication of the company
in general, quality informative content through
social networks can be very effective, directly
impacting on the purchase intention and the lo-
yalty of consumers (Cil et al., 2023). In addition,
using communication and content marketing
techniques by the company creates functional,
social and emotional value at the consumer level
(Repoviene and Pazeéraite, 2023).

Another aspect that can increase the happiness
of the entrepreneur is autonomy, also understood
as individual self-organization (Shir et al., 2019; Ro-
senblat and Stark, 2016), since they are considered
“their own bosses”. This characteristic is held in
such high esteem that it compensates for the diffi-
culties associated with self-employment (Binder
and Coad, 2010); in addition, entrepreneurs are
also characterized by their shared mentality, talent,
innovation and flexibility in work (Ravina-Ripoll
etal., 2017; Teece, 2014a), which is also understood
as fundamental components of emotional wages
(Madero-Goémez et al., 2021). This emotional salary
has a direct impact on happiness at work and,
in addition, it mediates between organizational
justice and happiness at work, so it becomes a
fundamental element in the management of ha-
ppiness (Ravina-Ripoll et al., 2024).

Also, the happiness derived from entrepre-
neurial traits can contribute to maximizing the
achievements of the subject and those of the or-
ganization (Cuesta-Valifio et al., 2023b; Stam et al.,
2014). Therefore, “happiness management” within the
business environment, through social enterprises
(Battilana et al., 2015) or sustainable, for example,
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can generate personal and professional benefits
within employees and employers, impacting on the
entity (Ravina-Ripoll ef al., 2022; Rando-Cueto et al.,
2023) which would end up increasing the quality
of life of the population in general.

Table 1 summarizes the relationship between
the constructs under study, the management of
happiness with entrepreneurship and happiness
with entrepreneurship.

Analysis of the relationship between happiness management-entrepreneurship and happiness-entrepreneurship

Related Constructs

Relationship between constructs

Happiness management

- entrepreneurship others

In entrepreneurship, happiness management has a crucial role, since it
applies to concepts such as salary, hours, entrepreneurial autonomy, among

The happiness within the enterprises is reflected in the results of the enter-

Happiness-entrepreneurship
company.

prise, because the well-being of the entrepreneur affects the profits of the

In order to contribute to the study of happi-
ness management within the context of univer-
sity entrepreneurship, a systematic review of
the literature is carried out. This is done using
a PRISMA methodology where data is collected
from the Web of Science database on June 17, 2024.
Search criteria are based on choosing items that
contain Topic: “happiness management” AND
“entrepreneur” AND “university” AND “happi-
ness management” OR “happiness at work” OR
“workplace happiness” OR “happiness index” OR
“employee happiness” OR “entrepreneur happi-
ness” OR “wellbeing management” OR “wellbeing
at work” OR “wellbeing index” OR “wellbeing”
OR “wellbeing” OR “wellbeing index” OR “we-
lIbeing well-being” OR “well-being at work” OR
“entrepreneur well-being” OR “subjective well-be-

ing” AND “entrepreneur” OR “entrepreneurial”
OR “entrepreneurship” OR “entrepreneurs” OR
“university entrepreneur” OR “university entre-
preneurial” OR “university entrepreneurship”.

Subsequently, a first filtering is carried out
which is limited by Document type, Article. Then
it is filtered for the second time by language, li-
miting the search to English and Spanish and also
a third filtering by publication date, from 2014-
2024, because it is the period in which the bulk
of the articles of this subject has been identified.

It is later re-filtered for the fourth time by Re-
search Area: Business, Economics, Behavioral Scien-
ces, Social Issues, Social Sciences Other Topics, Social
Work and Development Studies. And finally, a fifth
filter is made by Highly Cited Papers. After this
search process 391 articles are obtained. Below
is a flowchart to visually explain the process of
searching and filtering articles (Figure 1).

Retos, 14(28), 255-268
Print ISSN: 1390-6291; Electronic ISSN: 1390-8618



@ Pedro Cuesta-Valiiio, Pilar Yustres-Duro, Laura Melendo-Rodriguez-Carmona and Estela Niifiez-Barriopedro

Figure 1
Flowchart of the systematic literature review
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(N = 144,560)
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(n=87,485)
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a second filtering phase
(n=79,079)
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analysis
(n=58,237)
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Discussions on
the-state-of-the-art

The selected articles are described below in
order to identify the thematic areas that addres-
sed the topic in order to expose the main contri-
butions and the application of these articles to
the object of study. For reasons of space, a table
is made where the most relevant articles of this

Choice of studies for systematic literature review

Records excluded after
filtering by a document type
(n=57,075)

Records excluded after
filtering by language
(n=8,406)

Records excluded after
filtering by Highly cited
paper (n=44,502)

review are synthesized according to their num-
ber of citations and thematic area, and the main
contributions and applications of happiness ma-
nagement in university entrepreneurship.

Thematic areas

With the analysis of this section it is intended
to expose which are the areas that arouse the most
interest in the study of happiness management
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in university entrepreneurship. Table 2 shows
the different areas ordered by number of articles,
management and business organization groups
181 articles out of 391, which represents 46.29%
of the total, business models includes 66 articles,

16.88% of the total, types of entrepreneurship has
59 investigations, 15.09% of the total, business
financing has 44 studies, 11.25% of the total, and
skills and training includes 41 articles, 10.49% of
the total.

Thematic areas by number of articles and percentage of total 391 articles

Thematic area

Number of items

Percentage of total

Management and business organization 181 46.29 %
Business models 66 16.88%
Types of entrepreneurship 59 15.09 %
Corporate finance 44 11.25 %
Skills and training 41 10.49 %

Note. Own elaboration through the revision of 391 articles.

Management and business organization is the
most relevant thematic area in this study, since
it includes 181 articles out of the 391 that have
been analyzed. The aspects related to creativity
and innovation and methods of evaluation of the
different management strategies and business
organization are shown, where the opportunity
to implement happiness management strategies
in a more concrete and effective way is identi-
fied. It also describes the steps to venture into
internationalization and studies the creation of
business sense, identifying feelings, emotions

and processes that are involved in the creation of
meaning in a company. These works give a point
of view from which to treat the management of
happiness from the company

Table 3 identifies the three most relevant arti-
cles within this area. It can be seen how the idea
is to create a reference for business management
and organization, creativity, innovation, sense
creation and apply experimental methods within
this field. In addition, a series of proposals for the
application of happiness management for each
of these contexts are provided.

Most cited articles of management and business organization, main contribution and application of happiness
management in the entrepreneurship of the most cited articles of the literature review

. of c N &
Authors .NO. ° Main contribution Application of
citations
happiness Ser una fuente de referencia para Detectar con rapidez nuevos temas emergen-
management in 2420 especialistas en gestion y organizacion  tes en cuanto a la gestién de la felicidad en el
entrepreneurship empresarial. emprendimiento.
. To be a reference source for specia- . L .
Zupic and Cater 0 D¢ © or sp Rapidly detect new emerging issues in the mana-
2420 lists in management and business . . .
(2015) - gement of happiness in entrepreneurship.
organization.

Identification of the main themes in

Anderson et al.

Introduce happiness management within creativi-

2023 terms of creativity and organizational S . 5
(2014) . . ty & ty and organizational innovation.
innovation.
Emotions, cognitive processes, etc. are identified
Maitlis and Creating sense to face problems within within the process of creating meaning in the
Christianson 1391 5 p organization. In our case, it would be transferred

(2014) an organization.

to the emotion of happiness and its management
in the company.

Note. Own elaboration after the revision of 391 articles.
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In the second most prominent thematic area
are the articles aimed at knowing more about
business models. This area included 66 of the
391 articles analyzed. It studied how the factors
affect business models, whether social issues,
related to digital transformation or otherwise and
that are increasingly gaining validity within the
business model approach. There are also different
concerns such as the effect of current changes and
currents in the economy, such as the impact of

the coronavirus in the economy or how this new
reality has affected companies.

In Table 4 are the three most relevant research
studies of business models, among these are those
that delve into innovation in business models, the
composition of the entrepreneurial ecosystem, the
collaborative economy and the effect of creating
National Entrepreneurship Systems. Table 4 shows
how these studies can contribute to the application
of happiness management in entrepreneurship.

Most cited articles of business models, main contribution and application of happiness management in
entrepreneurship of the most cited articles of the literature review

Authors N o of Main contribution Application of
citations
happiness . . .
E 1 6 1 . . .
management studio s.obre 2 mnovacion de mode o Incluir la gestién de la felicidad dentro de la
. 1179 de negocio aplicado orientado a la gestion . L .
in entrepre- . innovaciéon de modelos de negocio.
. empresarial.

neurship
Foss and 1179 Study on the innovation of business models Include happiness management within the
Saebi (2017) applied oriented to business management. innovation of business models.

Spigel (2017) 989

Study the composition of the entrepreneurial

Study the entrepreneurial ecosystem from

ecosystem. the perspective of happiness management.
Martin . Consider the happiness management factors
(2016) 889 el 20 L iy that make up the sharing economy.

Note. Own elaboration through the revision of 391 articles.

The third thematic area is the one that studies
the types of entrepreneurship. In this area, there
are 59 articles out of 391. It analyzes the types
of entrepreneurship and how social, digital and
sustainable companies gain prominence. These
articles show the need to manage this type of
organization, resulting in the use of happiness
management strategies from these companies.

In addition, Table 5 presents the most outstan-
ding articles within this thematic area, highligh-
ting digital, social, hybrid entrepreneurship and
the new concept of entrepreneurship within a
large company. Identifying these contributions
to literature aims to expose examples of how ha-
ppiness management can be applied within each
type of enterprise.

Most cited articles of types of entrepreneurship, main contribution and application of happiness management
in entrepreneurship of the most cited articles of the literature review

N.° Y %o Aplicacién de la gestion de la
Autores citas Contribucién principal felicidad en el emprendimiento
Nambisan . . . Ver cémo la gestién de la felicidad puede introducir-
(2017) Hs8  Hanelio ¢l izt ¢zl se dentro del emprendimiento digital.
Battilana y Lee 1086 Andlisis sobre las organizaciones hibridas  Utilizar la gestion de la felicidad como herramienta para
(2014) con especial foco en las empresas sociales.  afrontar los desafios organizativos de cardcter social.
Dobherty et al. Estudiar la empresa social a través de la Estudiar cémo se implementa la gestion de la felici-
1015 o . .
(2014) organizacion hibrida. dad dentro de la empresa social.

Note. Own elaboration through the revision of 391 articles.
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The fourth thematic area comprises 44 arti-
cles out of the 391 that have been analyzed and
studies business financing. They seek to extra-
polate the creation of benefits in the first parts of
the entrepreneurship to generate social benefits
for both the entrepreneur and the financier, thus
managing happiness at different levels of the
entrepreneurial process.

Table 6 lists the three most relevant articles
within this area. These highlight the importance
of crowdfunding, the drive of financial markets,
social capital and the capital structure within
companies. In addition, examples of concrete
application of happiness management are inclu-
ded, linked to the studies analyzed.

Most cited articles of business finance, main contribution and application of happiness management in
entrepreneurship of the most cited articles of the literature review

Authors N o of Main contribution Application of

citations

Nambisan 1155 St o dbgfil @i ETEE T See hc?w. happiness managgment can be introduced

(2017) into digital entrepreneurship.

Battilana and A.maly51.s on hy?rld organiza- Use of happiness management as a tool to face orga-
1086 tions with special focus on social o .

Lee (2014) . nizational challenges of a social nature.

enterprises.

Doherty et al. Study social enterprise through Study how happiness management is implemented
1015 ; o e . .

(2014) hybrid organization. within the social enterprise.

Note. Own elaboration through the revision of 391 articles.

Finally, there is the thematic area of skills and
training where 41 articles of the 391 analyzed are
identified. In this area it is evident that human
capital has gained relevance within the literature
of the management of happiness in entrepreneur-
ship, becoming essential to monitor the skills and
training of entrepreneurs and their workers. Their
adaptation to change and their adaptation to the
new business requirements at all times focusing
on the individual well-being of the worker or
entrepreneur, to identify the skills they have and
the gaps or limitations to help them overcome and

find themselves well in their job. It also shows the
role of universities as promoters of entrepreneu-
rship within the academic environment and the
promotion of entrepreneurial intention.

Table 7 presents the three main articles within
this area, in which we can highlight the interest
in how companies are trained for digital transfor-
mation, dynamic skills and entrepreneurial inten-
tions. In addition, proposals on how happiness
management could be applied in the context of
each of these investigations are included.

Most cited articles on skills and training, main contribution and application of happiness management in
entrepreneurship of the most cited articles of the literature review

No. of . — —
Authors 0 Main contribution Application of
citations
Investigar cémo las empresas tradicionales Ver como se adaptan las capacidades a la trans-
Warner and 1012 se capacitan para adaptarse a la transfor- ~ formacién digital integrando la gestién de la

macion digital.

felicidad en este proceso.

Teece (2014b) 1006
entrepreneurs.

Analyze the dynamic capabilities of

Introduce training on happiness management
within the dynamic capacities of entrepreneurs.
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No. of

Authors T Main contribution Application of
citations
Estudiar la relacién entre la educacién Afadir el estudio de cémo influye la gestién de la
Bae et al. 938 en emprendimiento y las intenciones felicidad desde la educacién emprendedora y su
emprendedoras. efecto en las intenciones emprendedoras.
Study the relationship between entrepre-  Add the study of how happiness management
(2014) 938 neurship education and entrepreneurial influences entrepreneurial education and its effect

intentions.

on entrepreneurial intentions.

Note. Own elaboration through the revision of 391 articles.

This research yields data on the reference arti-
cles within this field of study. At the same time, it
shows the progression of the research field over
the last ten years and how it has gained weight
progressively, contributing to valuable informa-
tion on what are the most popular topics in this
field, mainly the works related to management
and business organization (Besharov and Smith,
2014; Nambisan et al., 2019) and the works related to
the different business models (Falk et al., 2018; Schot
and Steinmueller, 2018; Acs et al., 2015).

Among the managerial contributions of this
work, there is a growing interest in issues such as
creativity and innovation (Anderson et al., 2014)
within the strategies of happiness management
in the company. It also highlights the need to
create business sense (Maitlis and Christianson,
2014; Nambisan et al., 2017) through emotions
and complex processes that involve the employee
and entrepreneur. Also interesting is the way in
which financing can be obtained (Navarro et al.,
2024) for these ventures. In this case, alternatives
launched by companies that go beyond conven-
tional sources of financing are identified, linking
the concept of financing to innovation that was
previously discussed in the sphere of the com-
pany’s own management. It is also interesting to
monitor the skills and training of human capital
when it comes to entrepreneurship (Lifidn and
Fayolle, 2015; Schlaegel and Koenig, 2014).

It highlights the types of entrepreneurship,
since the social (Battilana and Lee, 2014) and di-
gital character (Nambisan, 2017) are key points
for new ventures, therefore the management of

happiness within the company must align with
these realities if it is to be successful. Finally, there
would be social contributions; within this type of
contributions it should be noted that the social
aspect is a fundamental element within the ma-
nagement of happiness in university enterprises.
This results in that the enterprises are acquiring
a strong social character (Doherty et al., 2014)
in order to adapt to the demands of society. In
addition, this social character of the enterprises is
directly linked to the management of happiness
within the company and, consequently, to the
happiness of the customers, making the entire
business ecosystem end up being in harmony.

This research concludes in a theoretical way
with the importance of happiness management
in the university entrepreneurial landscape. The-
refore, it is determined that this topic has gained
relevance in the last 10 years, evidencing the need
to incorporate mechanisms of support and pro-
motion of entrepreneurship from the different
parts of the university. At the same time, it also
highlights the value of having and working with
the mechanisms of happiness management that
have been subtly masked with other nomencla-
tures over the years, such as the management of
emotions or the valuation of the investor’s we-
1l-being according to the expected benefits. This
need is met by literature reviews, as these texts
serve as a guide for scholars and practitioners.

At a practical level, the lack of implementation
of clear mechanisms of happiness management
shows, on the one hand, the need to contemplate
this type of management within the training of

© 2024, Universidad Politécnica Salesiana, Ecuador
Print ISSN: 1390-6291; Electronic ISSN: 1390-8618



Happiness management and university entrepreneurship: literature review

entrepreneurs and workers, in order to familia-
rize themselves with the concept and be able to
contribute to the growth of this happiness in the
workplace. This can be done from the university
itself. This review of the literature has practical
implications by presenting different cases on how
to deal with problems of university entrepreneurs
through the implementation of mechanisms of
happiness management.

On the other hand, it also shows internal defi-
ciencies at the business level, since it has not been
given the recognition it deserves to happiness,
a term that according to Aristotle is called the
main purpose of the human being, i.e. it is the
concept in which the sciences of administration
and economy should revolve. Therefore, expo-
sing different applications in specific contexts, as
can be seen in table 2, 3, 4, 5 and 6, facilitates the
employer to apply these happiness management
strategies in his/her work environment. In this
way, it is easier to address the inclusion of hap-
piness management strategies within university
entrepreneurship.

This research has as main limitation that it has
been carried out only with the Web of Science
database. Therefore, future lines of research are
proposed to present a parallel work with Sco-
pus and ProQuest databases in order to compare
and enrich the results. It is also proposed to treat
the management of happiness by linking it to
consumer happiness, conducting cross-sectional
studies.
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Abstract: the changes caused by the COVID-19 pandemic pushed organizations to attempt to remain current and competitive. Thus, the ability
to respond to new demands and adapt to shifting conditions was an unavoidable requirement, which implies innovating in the development of
their processes. In that sense, the growing importance of innovative work behaviors in the development of organizations has driven researchers
to investigate mechanisms that foster such behaviors in workers. The objective of this study Is to analyze the psychometric properties of the
Innovation Climate Scale (ICS). The instrumental study involved 273 Peruvian workers (50.916 % male) ranging in age between 22 and 76 years
old (Mean = 45.224), employed mostly in the private sector (75.092 %). The psychometric analysis explored item clarity and relevance by means
of assessment by expert judges (content validity). Internal structure was assessed via confirmatory factorial analyses, both of oblique models
and bi-factor. Finally, scoring reliability (alpha coefficient) and construct reliability (omega coefficient) were estimated. This study finds the ICS
items to be clear and relevant, a greater empirical support for the unidimensional model as its internal structure, and an adequate reliability.
In conclusion there is favorable evidence of validity and reliability for the application of the ICS in Peruvian companies as a useful tool to
measure the innovative climate perceived by its workers, providing information for decision making and planning of innovation strategies
and organizational creativity.

Keywords: innovation, innovation climate, workers, content analysis, factorial analysis, multivariate analysis, structural equation models, relia-
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Resumen: los cambios, producto de la pandemia, impulsaron a las organizaciones a mantenerse vigentes y competitivas. Por ello fue necesaria la
capacidad para responder a las nuevas demandas para adaptarse al cambio, lo que implica innovar en el desarrollo de sus procesos. En ese senti-
do, la creciente importancia del comportamiento laboral innovador en el desarrollo de las organizaciones impulsé a los investigadores a buscar los
mecanismos que estimulen dicho comportamiento en los trabajadores. Por lo expuesto, esta investigacién tuvo como objetivo analizar las propie-
dades psicométricas de la Escala de Clima de Innovacién (ECI). El estudio instrumental se realiz6 en 273 trabajadores peruanos (50.916 % hombres)
entre 22 y 76 afios (Media = 45.224) pertenecientes en su mayoria a empresas privadas (75.092 %). En cuanto al andlisis psicométrico se exploré
claridad y relevancia de los items por medio de la valoracién de jueces expertos (validez de contenido), la estructura interna se evalu6é mediante
el andlisis factorial confirmatorio tanto de los modelos oblicuos como bifactor, y por dltimo se estimé la confiabilidad de las puntuaciones (coefi-
ciente alfa) y del constructo (coeficiente omega). En cuanto a los hallazgos, los items de la ECI son claros y relevantes, el modelo unidimensional
tiene mayor respaldo empirico como estructura interna, y la confiabilidad es adecuada. Se concluye que la ECI tiene evidencias favorables de
validez y confiabilidad para su aplicacién en empresas peruanas, constituyendo una herramienta ttil para conocer el clima innovador percibido
por sus trabajadores, aportando informacién para la toma de decisiones y planeamiento de estrategias de innovacion y creatividad organizacional.

Palabras claves: innovacion, clima de innovacién, trabajadores, andlisis de contenido, andlisis factorial, andlisis multivariado, modelos de ecua-

ciones estructurales, andlisis de confiabilidad.

Emergency measures to deal with the CO-
VID-19 pandemic required changes in the ac-
tivities and processes of public companies and
institutions, as well as in the behavior of consu-
mers and users. For example, social distancing
and mobility restrictions disrupted business tran-
sactions and led to layoffs and job losses. While
some areas of work, such as health services and
the sale of basic products, maintained in-person
care, albeit with limitations, other jobs moved to
virtuality. For its part, electronic commerce had a
boost when digital platforms were implemented
to meet economic activity and consumer needs
(Céamara Peruana de Comercio Electrénico, 2021;
Lizarzaburu, 2023; United Nations Conference
on Trade and Development, 2021).

Innovation is fundamental to the productivity,
profitability and sustainable development of any
organization; also, globalization, technological de-
velopment and the tendency to associate with the
public and private sectors have significantly increa-
sed the importance of innovation (Chan et al., 2014).
For organizations to remain current and competitive
in ever-changing environments, they must respond
to new demands and the ability to innovate and
adapt to these changes (Kodden, 2020). Innovation
in organizations can be understood both by the
innovative results themselves, and by the process
by which innovative practices are developed and
established in the organization (Pichlak, 2016).

The innovation climate could be positively
affected by a supportive climate, by the positi-

ve emotional response to change and by being
subject to risk-taking in the workplace (Ye et al.,
2022). There are factors that support or limit
the development of innovation climates within
companies, whose identification can help us to
understand the benefits that an innovation cli-
mate offers to the organization and its workers,
as well as to know those contingencies that occur
between the innovation climate, the team, factors
and organizational results (Newman et al., 2020).
Precisely, one of these factors is the organizational
climate, which refers to the lines of interaction
established in the organization and the psycho-
social environment that characterizes it, while at
the individual or psychological level it denotes
the perception that workers have about the cli-
mate of the workplace in general, or the area in
which they work (Ehrhart and Schneider, 2016;
Patterson et al., 2005).

At the organizational level, the innovative
climate refers to organizations that promote and
guide their efforts to encourage the innovative be-
havior of their workers, rewarding their perfor-
mance and investing in their innovative proposals
(Newman et al., 2020). At the individual level, the
innovative climate is defined as the cognitive re-
presentations of the organizational environment
that workers have as a result of psychologically
significant interpretations of the context (Baltes et
al., 2009). Thus, the person would behave according
to what he/she considers relevant and expected.

Considering the individual-psychological
perspective, Scott and Bruce (1994) defined the
innovative organizational climate as the degree
to which members of a workplace perceive a cli-
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mate that supports innovation. These authors
evaluated an explanatory model of innovative
worker behavior, finding that perceptions of an
organizational climate that supports innovation
have an effect on such behavior, and act as a me-
diating variable in the influence of leader-worker
interactions and systematic problem-solving style
on individuals’ innovative behavior.

For West and Sacramento (2012), creative and
innovative organizations are places where most
of their members belief in the organization’s ins-
piring vision and the achievements it wants to
achieve. Consistency, norms that foster diversity,
continuous development, membership and lea-
dership are some of the hallmarks of innovative
organizations (Kanter, 1996; Siegel and Kaemme-
rer, 1978). Moreover, there is evidence that the in-
novative climate depends, in part, on interactions
with the leader and colleagues as well as on orga-
nizational culture (Sarros et al., 2008). In addition,
transformational leadership is related to worker
performance through the climate of innovation
(Brimhall, 2019) and creativity (Mumford et al.,
2023). Other elements that promote innovation
and creativity in an organization are strategies
(institutional mission, means to achieve goals),
incentives to innovate (recognition, availability
of resources, consideration of ideas) and shared
communication in the organization (between
areas and working groups, decision-making in-
formation) (Carmona et al., 2020).

Hence, because of the characteristics of or-
ganizations, as well as the perspective from
which the innovative organizational climate is
defined, there are various ways to measure the
construct (Isaksen, 2023). For example, Patter-
son et al. (2005) developed and validated an or-
ganizational climate measure that includes the
institution’s administrative practices as well as
the organization’s productivity and innovation,
while Siegel and Kaemmerer (1978) constructed
a scale to assess workers’ perception of innova-
tion support in their workplaces by identifying
three dimensions, creativity support, difference
tolerance, and personal engagement.

For their part, Scott and Bruce (1994) propo-
sed the Innovative Climate Scale (ICS) to evalua-
te organizational support for innovation with a

modified version based on two dimensions of the
scale of Siegel and Kaemmerer (1978), support for
creativity and tolerance for differences. In addition,
the authors added questions to assess the percei-
ved rewards for innovation at the organizational
level and the degree to which people believe the
resources available are adequate to achieve inno-
vation goals. To evaluate the structure of the 26
items of their scale, they performed an exploratory
factor analysis with the main components of the
Varimax extraction and rotation method.

When evaluating a two-dimensional structure,
they retained 22 of the initial 26 items, as they had
factor loads above .40 and were factorially com-
plex, i.e., they loaded by more than one factor at
a time. In that sense, they identified a first factor
composed of 16 items, which they called support for
innovation which explained 31.67% of the variance.
This dimension assesses whether an organization’s
members perceive it as open to change, tolerant
of diversity, and supportive to search for new
ideas. The second factor, resource provision, had six
items that measured the degree to which human
resources, funding and time in the organization
are perceived as adequate by workers, explaining
15.74% of the variance. All items had factor loads
between .52 to .80 and Cronbach’s alpha was .92
in the innovation support dimension and .77 in
the resource supply dimension.

The ICS is one of the most requested instru-
ments to evaluate the innovation climate (New-
man et al., 2020), and was used along with other
variables, such as transformational leadership
and organizational innovation (Jung et al., 2003),
organizational culture (Sarros et al., 2008), or crea-
tivity and climate of support for innovation (Kha-
lili, 2016). While it has no known psychometric
studies, one paper reported Cronbach’s alpha
coefficients of .94 for innovation support and .76
for resource provision (Sarros et al., 2008), while
others assumed its one-dimensionality, reporting
adequate reliability Hence, the aim of this pa-
per is to analyze the psychometric properties of
ICS in Peruvian workers because in recent years
companies are focusing their attention on the
creation of a more favorable organizational cli-
mate to promote the innovative behavior of their
workers, i.e.,, how workers perceive their work
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environment (Ye et al., 2022). Among the various
implications of this situation, is the need to have
evaluation tools with psychometric evidence,
validity and reliability, to assess the climate of
innovation present in organizations.

This study is important at the applied level be-
cause the use of an instrument, in a context and po-
pulation different from those of the original study,
requires evidence of both validity and reliability to
ensure its applicability. In addition, having an inno-
vation climate measurement scale is an important
resource for developing the innovative behavior
of its members (Dhar, 2015), and can contribute
to knowing the degree to which employees in the
country perceive their organizations as open to
change, which support new ideas with tolerance to
the diversity of its members, as well as the degree
of agreement with the adequacy of their resources.
It is also possible to know the factors that support
or limit the development of innovation climates,
which would facilitate understanding the benefits
and disadvantages of the innovation climate, and
its organizational and individual implications.
Thus, a measure with appropriate psychometric
properties would allow to know and understand
the innovation climate of a company so that pro-
fessionals develop actions that promote innovation
within the organization (Newman et al., 2020).

The increasing and significant importance of
innovative work behavior in the development and
survival of competitive organizations has promp-
ted researchers to look for mechanisms that stimu-
late this type of behavior in employees (Afsar and
Umrani, 2019). In this sense, several studies highli-
ght the need to create an organizational climate
structure that supports and provides resources for
the development of innovation, tolerating risk, due
to its significant influence on the innovative work
behavior of employees (Afsar and Umrani, 2019;
Shanker et al., 2017). The model of social interac-
tionism on which the study is based emphasizes
that leadership, working group relationships and
problem solving directly or indirectly affect indi-
vidual innovative behavior through perceptions
of innovation climate (Scott and Bruce, 1994).

On the other hand, it is justified at a methodo-
logical level because, in addition to the original
study, there are no other scientific publications

on evidence of psychometric validity of the In-
novative Climate Scale (Scott and Bruce, 1994) in
national and international contexts, so providing
psychometric evidence would legitimize its use
both in the context of professional and academic
application, since only empirical studies were
found whose use of the ECI would not be con-
clusive because the validity evidences are neces-
sary conditions to properly interpret the results
(American Educational Research Association et
al., 2014), and the reliability estimate does not
replace the validity (Cortina, 1993). Likewise,
although some instruments use inverted items,
the study of their impact on their factor struc-
ture is relevant (Dominguez-Lara ef al., 2019),
since the literature recommends dispensing with
such items (Suérez-Alvarez et al., 2018), because
sometimes they are usually eliminated during
the research process (Sdnchez-Villena et al., 2021).
Also, in view of the potential association between
dimensions, it is necessary to explore the possi-
ble presence of a global factor through bifactor
modeling (Rodriguez et al., 2016).

Based on the above, as a research hypothesis it
is established that the items are representative of
the construct (hypothesis 1), an internal structure
of two dimensions predominates (hypothesis 2),
and presents adequate reliability magnitudes
(hypothesis 3).

Design

This is a non-experimental and cross-sectional
study. Specifically, it is an instrumental study
(Ato et al., 2013) that analyzes the psychometric
properties, particularly evidence of content vali-
dity and internal structure, as well as reliability,
of ICS in Peruvian workers.

Participants

273 Peruvian workers between 22 and 76 years
of age were evaluated (Average = 45,224; Stan-
dard deviation = 12,794). Of the total, 75,092%
(n =205) worked in private for-profit companies.
The characteristics of gender, occupation of the
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participants, type of employment contract, range
of years working in the institution, modality of

Characteristics of participants

work and number of workers in the company
are shown (table 1).

Socio-demographic variable Categories Frequency (n) Percentage (%)
Male 139 50.9
Gender Female 133 48.7
I prefer not to say 1 0.4
Analyst 16 5.9
Assistant 29 10.6
Specialist 62 22.7
Occupation Coordinator / Supervisor 37 13.6
Area Chief 34 12.4
Manager / Manager 94 344
Other 1 0.4
Fixed-term contract 71 26.0
Contract indefinite term 130 47.6
Employment contract Entrepreneur 37 13.6
Freelance or by product 18 6.6
Other 17 6.2
1 to 5 years 114 41.7
it . 6 to 10 years 67 24.5
i\;e:é:u\gggkmg in the company or in the —;7 "= years 39 142
Ages 16 to 20 20 28]
Over 20 years 33 12.3
100% Presential 26 DI
Mixed or hybrid non-flexible 26 9.5
Modality of work Flexible hybrid 68 24.9
Remote 100% 37 13.6
Other 2 0.7
Socio-demographic variable Categories Frequency (n) Percentage (%)
Self-employed 7 2.6
Up to 10 (micro-enterprise) 47 17.2
Number of workers in Up to 50 (small business) 51 18.7
company p
Up to 200 (medium-sized enterprise) 45 16.5
More than 200 (large company) 123 45.0
Instruments ployees see the organization as open to Change,

The Innovation Climate Scale created by Scott
and Bruce (1994) was used, which measures how
employees perceive the organizational innovation
climate. It consists of 22 items (Annex 1) that are
integrated into the dimensions called innovation
support (16 items), which evaluates whether em-

support for new ideas and tolerance for diversity
of members, and provision of resources (6 items),
which measures the degree to which resources
in the organization are perceived to be adequate.
Each item is answered in an ordinal range from
totally disagree (1) to totally agree (5).
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Procedure

The translation was carried out according to
specialized recommendations (Mufiiz et al., 2013).
Permission was initially sought from the authors
of the instrument to translate it into the Spanish
language as spoken in Peru. Subsequently, the
back-translation method was used, which consists
of having a first translation of the instrument,
including instructions, writing of items and res-
ponse options of two Peruvian professionals,
and then that version was translated again into
English with two translators of English.

The evaluation protocol was built as a Google
form. The first page included an informed consent,
where in addition to the objective of the investi-
gation, other aspects of the data collection process
were mentioned, such as confidentiality in data
handling, voluntary and anonymous participa-
tion, as well as the possibility of abandoning the
evaluation if the person considers it so. The second
section comprised the target scale of this work.

The evaluation was carried out according to
the norms of the Helsinki Declaration (World
Medical Association, 2017), as well as the code
of ethics of the College of Psychologists of Peru
(2018), and the Standards for Educational and

Abbreviated representation of measurement models

Dimension 1

Psychological Testing (American Educational
Research Association et al., 2014).

Data analysis

Validity findings based on the content of the
items were explored based on the opinion of ex-
pert judges regarding clarity and relevance, and
this opinion was quantified using the Aiken V
coefficient including confidence intervals (CI;
Penfield and Giacobbi, 2004). In both cases, the
perceived clarity and relevance were significant
when the lower limit of the CI was above .50 and
the calculation was performed with a specialized
module (Merino-Soto and Livia-Segovia, 2009).

The internal structure of the scale was
analyzed under a factorial analytical approach,
but in a preliminary way the presence of atypical
scores (outliers) multivariate with the Mahalano-
bis distance and with p-values less than .001 were
eliminated from the database. On the other hand,
the univariate normality of the items was explo-
red with asymmetry (< 2; Finney and DiStefano,
2006) and kurtosis (< 7; Finney and DiStefano,
2006), and the multivariate normality was eva-
luated with the Mardia’s multivariate kurtosis
coefficient (G2 < 70; Dominguez-Lara et al., 2022).

[b ]

Positive
ltem

Positive
ltem

General

factor
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To assess the overall fit of the models, the mag-
nitude of the ICS (> .90; McDonald and Ho, 2002),
the RMSEA (< .08; Browne and Cudeck, 1993),
and the SRMR. (< .08; Hu and Bentler, 1999) were
considered. In addition, the convergent internal
validity was evaluated with factor loads (> .50;
Dominguez-Lara, 2018) and with the average va-
riance extracted by factor (AVE > .37; Moral-de la
Rubia, 2019), which represents the proportion of
the variance explained by the construct. Likewise,
the internal discriminant validity was evaluated
according to the magnitude of the interfactorial
correlations (¢ < .80; Brown, 2015), and the com-
parison between the square of the interfactorial
correlation (¢2), which indicates the shared va-
riance between factors, and the AVE.

On the other hand, the relevance of GF in the
bifactor model, i.e., if it explains more variance
than the specific factors, was analyzed with com-

plementary indicators: hierarchical omega of GF
(wH; > .75; Rodriguez et al., 2016), hierarchical

Validity of Innovation Climate Scale content

omega of the specific factors (wHS; < .30; Smits ef
al., 2015), and common variance explained (CVE
> .60; Rodriguez et al., 2016).

Finally, the coefficient a (> .70; Ponterotto and
Charter, 2009) was used to assess the reliability
of the scores, while the construct reliability was
estimated with the coefficient w (> .80; Raykov
and Hancock, 2005).

As for the evidence of item content validity, the
judges indicate that the items are clear and relevant
to the evaluation of the construct (Table 2). Hypo-
thesis 1 (the items are representative of the construct)
received support, and this would contribute to the
operationalization of the construct in Peru, since
according to experts the items appropriately reflect
the main characteristics of the innovation climate.

Aiken’s V

Innovation climate

Clarity (CI 95%) Relevance

Support for innovation

Ttem 1 .925 (.823, .970) .980 (.900, .996)
Ttem 2 .888 (.777, .948) .962 (.873, .989)
Item 3 .852 (.734, .923) .980 (.900, .996)
Item 4 .852 (.734, .923) .685 (.552, .793)
Item 5 .667 (.534, .778) .740 (.610, .838)
Item 6 .962 (.873, .989) .943 (.847, .980)
Item 7 .795 (.670, .881) 777 (.649, .867)
Item 8 .907 (.800, .959) .962 (.873, .989)
Item 9 .907 (.800, .959) .925 (.823, .970)
Item 10 .980 (.900, 996) .870 (.755, .936)
Item 11 .925 (.823, .970) .740 (.610, .838)
Item 12 1925 (.823, .970) .980 (.900, 996)
Item 13 .833 (.713, .910) .907 (.800, .959)
Item 14 .943 (.847, .980) .962 (.873, .989)
Item 15 .925 (.823, .970) .943 (.847, .980)
Item 16 777 (.649, .867) .907 (.800, .959)
Provision of resources
Ttem 1 .943 (.847, .980) .943 (.847, .980)
Ttem 2 .943 (.847, .980) .980 (.900, 996)
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Aiken’s V

Innovation climate

Clarity (CI 95%) Relevance

Provision of resources

Item 3 .925 (.823, .970) .925 (.823, .970)
Item 4 .925 (.823, .970) .925 (.823, .970)
Item 5 888 (.777, .948) 777 (.649, .867)
Item 6 .907 (.800, .959) .925 (.823, .970)

Note. M: Mean; SD: Standard deviation; g1: Asymmetry; g2: Kurtosis.

Preliminary ICS analysis suggests eliminating
11 cases that were considered multivariate out-
liers. After that, the items approach the univariate
(table 3) and multivariate (G2 = 72,502) normality.

Descriptive statistics of the Innovation Climate Scale

This informs that the items usually do not show
empirical distributions that significantly affect the
estimation of the measurement models.

M OF gl g2 M OF gl g2
Item 1 3.879 1.009 -0.620 -0.231 ftem 12 2.795 1.321 0.142 -1.084
Item 2 4.048 0.932 -0.863 0.339 ftem 13 2.674 1.364 0.256 -1.228
Item 3 4.103 0.893 -0.857 0.352 ftem 14 3.271 1.188 -0.286 -0.676
Item 4 3.905 0.882 -0.331 -0.727 ftem 15 3.425 (53] -0.416 -0.877
Item 5 2.974 1.341 0.056 -1.191 ftem 16 2.777 1.282 0.130 -1.021
Item 6 3.934 1.012 -0.874 0.330 ftem 17 3.656 1.053 -0.645 -0.162
Item 7 2.766 1.354 0.245 -1.065 ftem 18 3.260 1.145 -0.227 -0.643
Item 8 2.853 1.317 0.098 -1.062 ftem 19 3.278 1.155 -0.228 -0.762
Item 9 2.901 1.321 0.010 -1.111 ftem 20 3.176 1.215 -0.217 -0.796
Item 10 BlI92E 1.049 -0.808 0.010 ftem 21 3.015 1.200 0.010 -0.826
Item 11 3.198 1.280 -0.312 -0.966 ftem 22 3.267 1.178 -0.274 -0.709

Note. M: Mean; SD: Standard deviation; g1: Asymmetry; g2: Kurtosis.

The first model with two oblique factors (model
1), obtained unacceptable adjustment indices (ta-
ble 4), as well as lower than expected factor loads
(table 5). Subsequently, the model that included
a MF (model 2) was evaluated and although it
obtained adjustment indexes with adequate mag-
nitudes compared to the previous model (table 4).
Itis noted that some items decrease their factorial
load drastically in the presence of MF (e.g., item
4; table 5) and even reach negative magnitudes
(e.g., item 5; table 5), which reflects the empiri-
cal strength of the MF. In this case, the items that
make up the MF were eliminated. In this sense,
it was corroborated that inverted items usually
have insufficient psychometric evidence to retain

them as elements of assessment of the construct
(Dominguez-Lara et al., 2019; Sdanchez-Villena et
al., 2021; Sudrez-Alvarez et al., 2018).

In addition, it should be noted that although
experts argued that the items were relevant for
assessing the two dimensions of the innovation
climate (support for innovation and provision of re-
sources), when performing the empirical testing
some did not show the association with the other
items that allow the presence of well-defined di-
mensions to be inferred. For this reason, it is neces-
sary to analyze the data beyond expert judgment,
since it is only a source of evidence and does not
determine the configuration of the instrument.
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Adjustment rates of measurement models

Measurement model ICS RMSEA 90% CI SRMR.
Model 1 ,391 ,346 ,339; ,353 ,333
Model 2 ,921 ,128 ,121; ,136 ,067

Modified Model 2 ,971 ,142 ,126; ,158 ,043
Model 3 ,993 ,080 ,061; ,100 ,019

Factor parameters of the Innovation Climate Scale items: Oblique and method factor model

Model of two oblique factors

Two-factor model with a method factor

F1 F2 F1 F2 FM
ftem 1 770 864
ftem 2 796 .896
ftem 3 592 756
ftem 4 369 168 520
ftem 5 441 -255 739
ftem 6 761 880
ftem 7 552 -.402 806
ftem 8 678 -.308 841
ftem 9 669 -.259 836
ftem 10 772 .900
ftem 11 402 228 560
ftem 12 420 -.359 777
ftem 13 412 -342 783
ftem 14 793 813
ftem 15 818 864
ftem 16 445 -.066 737
ftem 17 861 887
ftem 18 912 899
ftem 19 882 894
ftem 20 138 -.107 539
ftem 21 .189 -.046 530
ftem 22 629 622
R 771 885
AVE 394 467 365 466 502

Note. F1: Support for innovation; F2: Resource provision; FM: Factor Method; MEV: Mean variance extracted by factor.

Oblique model fitting without inverse items
(modified model 2) improved, except for RMSEA
(table 4), and while factor loads were moderate
and high in all cases (table 6), the interfactor co-
rrelation was high and there is no empirical dis-
tinction between factors (> > AVE; table 6). The

two-factor model (model 3) presented the best
fit among all the evaluated models (table 4), and
the statistics associated with the GF indicate that
it has enough support to consider a total score
obtained from the 11 items (table 6). Hypothesis 2
(a two-dimensional internal structure predominates)
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received no empirical support, as it is a one-di-
mensional scale. In this way, it is inferred that
some items (e. g., item 20) had no empirical re-
lationship with the construct, while the positive
items that were maintained after eliminating the
inverted items, due to their psychometric mal-
function, configured factors that presented a high
association. Evidence was obtained by bifactor
modeling that a more abbreviated and one-di-

mensional version of 11 items is recommended,
which would be the definitive version. In this
sense, at least in the study sample, the original
dimensions (support for innovation and supply
of resources) appear together, so it follows that
the innovation climate requires both the support
and the resources of the company to implement
innovative ideas.

Factor parameters of the Innovation Climate Scale items: Modified oblique and bifactor model

Modified model of two oblique factors

Two-factor model

F1 F2 GF F1 £
ftem 1 .858 822 822
ftem 2 891 802 .802
ftem 3 742 640 640
ftem 6 869 826 826
ftem 10 887 854 854
ftem 14 826 859 .859
ftem 15 864 884 884
ftem 17 876 837 837 160
ftem 18 903 831 831 356
ftem 19 894 810 810 471
ftem 22 642 594 594 258
VME 722 699
Iy 903
qézc y 815 o
oh 921
whs .064 128

Note. F1: Support for innovation; F2: Resource supply; GF: Overall factor; AVE: Average variance extracted by factor;
¢: Interfactorial correlation; ¢2: Shared variance between factors; CVE: Common variance explained; wH: Hierarchical

omega; wHS: Hierarchical omega of specific factors.

Finally, the reliability was high at the level of
scores (a = .939) and construct (w = .960), which
supports hypothesis 3 (has adequate reliability mag-
nitudes), indicating that the measure is necessary
to assess the innovation climate.

Regarding the implications for the applied field,
the evaluation of the innovation climate through a
brief, one-dimensional measure and solid psycho-
metric properties is important because it provides
the company with information that would allow
it to make decisions regarding the development

of effective strategies to create work contexts that
promote creativity and innovation, including the
design of self-employment and challenging work,
supporting creative activities, as well as granting
benefits and rewards, all within a positive envi-
ronment and effective climate for improving the
quality of leadership and a work environment wi-
thout negative conditions (Ye et al., 2022).

For that reason, people in managerial posi-
tions could invest in the development of their
human resources for a rapid adaptation of the
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company to changing environments, inspiring
employees through the explanation and creation
of collective objectives, promoting achievement
goals, and building friendly and trusting rela-
tionships (Usmanova et al., 2023). Then, business
practices could also be designed that allow em-
ployees to develop a knowledge management
system associated with positive innovative beha-
vior (Huang and Li, 2021), given the impact that
knowledge sharing has on innovative behavior,
where information technology can help redu-
ce or eliminate communication barriers among
employees, through an interactive platform for
sharing knowledge (Ye et al., 2022).

In this way, members of an institution with
a favorable innovation climate would be more
willing to disseminate their innovative ideas,
promote innovative behaviors and participate in
innovation programs (Jiang et al., 2023). In sum-
mary, in a favorable organizational innovation
climate, the behavior of sharing and dissemina-
ting knowledge is usually valued and recognized
by leaders and organizations (Liu et al., 2019).

It is concluded that the ICS is a positive tool
of validity in terms of its content and its internal
structure, as well as its high reliability. Despite the
relevance of the innovation climate in the innova-
tive behavior of workers and in the adaptation of
companies, there are not adapted instruments in
Peru that allow to evaluate it, hence study scales are
used with psychometric information of the moment
and context in which they were built. Therefore, as
the ICS is a short and robust measure based on the
social interactionism model, its application could
allow companies to understand the benefits and
disadvantages that the innovation climate exerts
on organizations and their employees, and develop
actions to promote innovation within the organi-
zation, through the areas of human resources and
business management (Newman et al., 2020).

As for the limitations, the sample does not
belong to a single category of work, professio-
nal or service performance, and given that the
sampling and institutional characteristics are
influential aspects in the psychometric behavior

of the items, this can be reflected in the definitive
internal structure of the instrument. Similarly,
because the data were collected through a ques-
tionnaire and online, through the Google Forms
platform, some bias (e.g., social desirability) could
have been presented in the respondents’ response.

For future studies, it is recommended to have
specific occupational samples, as well as to use
additional strategies to obtain other evidence of
validity (e.g., due to its relationship with other
variables), that support the adequacy of its psy-
chometric properties and its predictive power. On
the other hand, the innovation climate has been
evaluated at an individual level of analysis, i.e.,
considering how employees perceive the inno-
vation climate in their organizations, so it would
also be relevant to compare it with a measure of
the evaluation of the climate at the organizational
level to have information about the correspon-
dence with the shared perceptions of workers.
Likewise, it is necessary to develop empirical
works that include related aspects such as the
creative climate and the organizational culture
of the institution (Newman et al., 2020).
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Innovation Climate Scale

Answer your agreement or disagreement with
the following statements regarding your wor-
kplace, considering the scale presented below.

1 2

8 4 B

Completely at odds At odds

Neither agree nor disagree

All right Completely agree

In this company, creativity is promoted.

Bosses respect our ability to work creatively.

In this company, people are allowed to try to solve problems in different ways. 1 2 3 4

The main function of the members of this organization is to follow the directives provided by the

established means.

—_
N
(€8]
~
Q1

In this company, you can get into a lot of trouble by doing your job differently.

This organization can be described as flexible because it continually adapts to change.

One cannot do things that are very different in this company because it causes anger.

The best way to get along in this organization is to think like the rest of the group.

In this company, all people are expected to face problems in the same way.

This organization is open and receptive to change.

The people in charge at this company are usually recognized for the ideas of others.

In this organization we do things as they were done in the past.

This company seems more interested in continuing with the current state of affairs than in change.

In this organization, the rewards system promotes innovation.

This organization publicly recognizes innovators.

In this company, the rewards system mainly benefits those who do not go against the rules.

Support to develop new ideas is available when needed.

Sufficient resources are allocated to innovation in this organization.

Sufficient time is available to develop creative ideas in this company.

In this organization, the lack of funds to explore creative ideas is a problem.

In this organization, the shortage of personnel hinders innovation.

During the working day I have free time to develop creative ideas.
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Abstract: at the beginning of the current century, the world economy experienced several crisis events that negatively influenced business
performance. Many businesses have experienced long periods of declining sales. This paper continues the series of scientific works on the
study of restarting growth, i.e., the growth of companies after a long period of stagnation or falling sales. The paper contributes to the world
literature by analyzing the impact of different types of restarting growth on firm performance (firm’s return on equity — ROE). The panel
data includes 7528 observations (1882 firms * 4 years). Regression models with fixed effects are used for data analysis. The study revealed a
positive impact of long-term growth on ROE, but it did not confirm the impact of short-term growth on ROE. The maximum benefits accrue
to young companies with long-term fast sales growth. Empirical studies provide varying results on the impact of growth on firm profitability.
Our approach reconciles these contradictions and shows that sustainable long-term growth allows firms to achieve higher profitability. These
results will be of interest for investors, who should focus on finding companies that can demonstrate annual sales growth for several years. It
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Resumen: a principios del presente siglo, la economia mundial experimento varios eventos de crisis que afectaron negativamente el desempeno
empresarial. Muchas empresas han atravesado largos periodos de reduccion de las ventas. Este articulo continda la serie de trabajos cientificos
sobre el estudio del reinicio del crecimiento, es decir, el crecimiento de las empresas después de un largo periodo de estancamiento o caida de las
ventas, y contribuye con la literatura mediante el andlisis del impacto de diferentes tipos de reactivacion del crecimiento en el desempefio de las
empresas (rendimiento sobre el capital de la empresa-ROE). Los datos de panel incluyen 7528 observaciones (1882 empresas * 4 afios). Para el ana-
lisis de datos se utilizan modelos de regresion con efectos fijos. El estudio revelé un impacto positivo del crecimiento a largo plazo sobre el ROE,
pero no confirmé el impacto del crecimiento a corto plazo sobre el ROE. Los maximos beneficios los obtienen las empresas jévenes con un répido
crecimiento de las ventas a largo plazo. Los estudios empiricos arrojan resultados variables sobre el impacto del crecimiento en la rentabilidad de
las empresas. Nuestro enfoque muestra que el crecimiento sostenible a largo plazo permite a las empresas lograr una mayor rentabilidad. Estos
resultados serdn de interés para los inversores que deberian centrarse en encontrar empresas que puedan demostrar un crecimiento anual de las
ventas durante varios afios. También se recomienda que los propietarios y gerentes se esfuercen por lograr un crecimiento anual a largo plazo en

las ventas de la empresa.

Palabras claves: empresas de rdpido crecimiento, reactivacién del crecimiento, desempefio empresarial, ROE, andlisis de datos de panel.

Many scholars focus on the study of young
and fast-growing firms. This approach is jus-
tified in a growing economy, when new firms
are more promising and are gradually replacing
unsuccessful businesses and older companies
(Boscén Carroz et al., 2023). However, at the be-
ginning of the 21st century, the world economy
and many countries experienced long periods of
stagnation and a number of acute crisis events
that negatively influenced business performance.
Many businesses have experienced long periods
of declining sales (Sabek and Hordk, 2023); they
cannot be replaced by new companies because
their ability to generate new business is limited.

An urgent scientific problem arises in the study
of restarting growth, i.e. the growth of companies
after a long period of stagnation or falling sales.
This problem is insufficiently studied in the world
economic literature. According to the organiza-
tional life cycle theory, it is traditionally believed
that the period of growth passes into a period of
maturity, followed by decline, decreased sales and
the collapse of the company (Adizes, 2004). Howe-
ver, there are a number of studies presuming that
the companies have a chance to resume growth.
These studies are fragmented and they consider
only individual factors of restarting growth: en-
trepreneur personality (Hegarty et al., 2020; Saadi
et al., 2023), technological innovation and business
process improvement (S8 et al., 2021; Nyvall et
al., 2023), collaborations and major projects (Ull-
berg, 2023), etc. Such work and growth factors are
systematized in (Spitsin et al., 2024).

This paper continues the series of scientific wor-
ks on the study of restarting growth, i.e. growth
of companies after a long period of stagnation or
falling sales. Four types of restarting growth of firms
are identified and analyzed: moderate long-term
growth (MLTG), fast long-term growth (FLTG),
moderate short-term growth (MSTG), fast short-
term growth (FSTG). The paper investigates the im-
pact of these types of restarting growth on a firm'’s
financial performance (return on equity (ROE)).
Using a sample of 1,882 firms, this study models
both the direct effects of different types of restarting
growth on ROE and the moderation effects of the
interaction of growth types with firm age.

The scientific novelty of the paper is that it
develops a new and little-explored scientific area,
related to the restarting growth of firms after a
long period of falling sales, and assesses the im-
pact of different types of growth on the profitabi-
lity of the company. The theoretical contribution
will be in the identification of patterns of the in-
fluence of restarting growth on the profitability
of the company. In practical terms, these patterns
will be of interest to the economies of countries
that have experienced acute crisis events or long
periods of stagnation or recession, as well as to
the investors who are assessing the feasibility of
investing in enterprises with restarting growth.

The scope of this paper lies at the junction
of two research areas. On the one hand, this is
the theory of rapid growth of companies; on the
other hand, this is the impact of growth on the
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profitability of the company. They are described
in detail below.

Fast-growing companies and
companies with restarting growth

Fast-growing firms have been the focus of
economics for a long time (Grover Goswami et
al., 2018; Nightingale and Coad, 2014). Scientists
identify and study several types of such firms:
young gazelle firms, adult scale-ups, etc. (Pias-
kowska et al., 2021). However, the phenomenon
of firm growth after stagnation or falling sales
(restarting growth) remains poorly studied in
modern science. Economists consider cyclical de-
velopment in relation to countries or local areas.
However, in the case of enterprises, they use the
concept of the organizational life cycle of a com-
pany’s development, which traditionally assumes
that the life cycle ends with company closure
(Adizes, 2004). Some scientists are considering
the possibility of a company, moving towards
restarting growth, and highlighting certain factors
that may determine such growth:

e Entrepreneur Personality (Hegarty et al.,
2020; Saadi et al., 2023).

e Technological innovation and business
process improvement (Suf et al., 2021;
Nyvall et al., 2023).

e Market expansion (Vertakova ef al., 2016).

e Entrepreneurial social networks (Anis et
al., 2018).

e Collaborations and major projects (Forrest
et al., 2021; Beria, 2022; Ullberg, 2023); etc.

These are fragmentary studies of individual
growth factors, while a comprehensive and de-
tailed study of the phenomenon of restarting
growth is just beginning (Spitsin et al., 2024).
The critical significance of this phenomenon is
due to the cyclical nature and crisis events of the
world economy, which manifested themselves at
the beginning of the 21st century (global finan-
cial crisis, increased political tension, economic
sanctions, Covid-19 pandemic, etc.) (Vukovic et
al., 2017; Kohler and Stockhammer, 2021).

Under these conditions, many companies ex-
perienced long periods of declining sales. The
share of such companies is large (in the case of
Russia, it exceeded 25% according to Spitsin ef al.,
2022), and they cannot be quickly replaced by the
generation of new business. The transition of such
companies to restarting growth will contribute
to the economic recovery of countries and local
areas and will be of interest to investors who will
receive new objects for financing.

There are several myths, regarding what the
characteristics of high-growth firms are (Brown
et al., 2017). Particularly, they are: 1) young and
small, 2) high-tech-oriented, 3) originated from a
university, 4) based on venture capital and some
other. But when trying to analyze data on fast-
growing firms in developed countries, we are
aware that these myths are not confirmed.

There are two pressing scientific problems: iden-
tifying growth factors and assessing the financial
results of growth. This paper focuses on the second
issue and assesses the impact of restarting growth
on firm profitability. The study suggests that the
different types of restarting growth, outlined above,
may have different impacts on profitability.

There are several approaches to the fast-
growing companies’ identification. Mainly, re-
searchers employ the Absolute approach (OECD,
2008), the Relative approach (Haltiwanger ef al.,
2016), and the firms’ growth distribution approach
(Halvarsson, 2013). We implement the first one and
identify high growth as an annual sales growth
with the rates that are more than 20% per annum.
These criteria were modified, taking into account
the economic problems in Russia, caused by poli-
tical tensions and economic sanctions. Developing
the criteria and growth types, proposed by (Spitsin
et al., 2022), the study encompasses four types of
post-stagnation growth:

e Fast long-term growth (FLTG): firms of
this type show an annual sales growth
of more than 20% annually for three or
four out of four years after a stagnation
period. The total sales growth for these
four years is more than 60%.
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* Moderate long-term growth (MLTG): an-
nual sales of these firms grow at a rate
above 10% during the same period, as in
the case of FLTG; but their total sales rates
for four years are in the range of 30-60%.

e Fast short-term growth (FSTG): total sales
growth of such firms over four post-stag-
nation years should exceed 60% at an an-
nual sales growth rate of more than 20%
for no more than two of four post-stag-
nation years.

Restarting growth types: Rates and periods of growth

* Moderate short-term growth (MSTG):
total sales growth for four years goes
beyond 30% at an annual sales growth
rate, exceeding 10% for no more than two
of four post-stagnation years, and these
companies were not included in the group
of FSTG firms.

The types of growth are summarized in Table 1.

total sales growth over four

long-term post-stagnation

short-term post-stagnation

Growth post-stagnation years period period
Fast exceeding 60% above 20% per year above 20% per year
Moderate exceeding 30% above 10% per year above 10% per year

For the firms that satisfy these criteria, a de-
pendent variable (1) was assigned. Otherwise,
the value was 0. This classification is critical for
the methodology.

Main goals of a company’s development are
sales growth and profitability, which are often
considered alternative. The first of them is a goal,
based on a management position (Piaskowska et
al., 2021); the second is a goal, proceeding from an
economic position (Revilla and Fernandez, 2013).

e Empirical research on sales growth and
profitability follows two paths:

e Econometric modeling the relationships
between these variables (Federico and
Capelleras, 2015).

Grouping the firms in the coordinates “sales
growth - profitability” and studying the transition
of firms between groups (Zhou et al., 2013).

The traditional economic theory assumes that
sales growth should lead to an increase in the

firm’s profitability. According to the economies of
scale, profit growth occurs due to constant fixed
costs. However, despite the often-assumed linear
positive relationship between these indicators,
empirical research results are surprisingly incon-
sistent. When some studies report this relations-
hip as positive (Federico and Capelleras, 2015),
others suggest a negative association between
sales growth and profitability or do not find a
statistically significant relationship between them
(Jang and Park, 2011). If performance of gazelles
is compared with non-gazelles’ indicators, the
first have significantly higher EBIT, operating
income, cash flow from operation, change in net
operating assets (Blomkvist and Paananen, 2017).

The impact of firms’ restarting growth on pro-
fitability has not currently been studied in world
economic science. It will be of great importance to
assess the financial results of restarting growth for
the economies of countries and local areas, as well
as for investors who have invested in such firms.

This paper makes the following contributions
to two research areas that were described above:

It develops the theory of rapid growth by
analyzing the financial consequences of rapid
growth of a firm. We can expand this theoretical
direction by considering not only the phenome-
non of rapid growth, but also its impact on effi-
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ciency (firm profitability) and provide estimates
for different types of rapid growth.

It offers an approach that allows scientists to
reconcile the tensions between growth and firm
profitability described above. This study suggests
and proves that different types of growth have
different effects on profitability. In addition, the
profitability of a firm is affected by the age of
the enterprises that demonstrate different types
of rapid growth.

First, let us test hypotheses about the impact
of different types of growth on profitability. Many
scholars note that sales growth should have a posi-
tive effect on the profitability of firms. Sales growth
typically leads to a more favorable cost structure
due to economies of scale, which, in turn, impro-
ves firm profitability (Steffens et al., 2009). Many
empirical studies support this assumption and do-
cument the direct correlation between sales growth
and profitability (Federico and Capelleras, 2015).

However, sales growth is not always transla-
ted into higher profit margins for the following
reasons:

e The change in scale leads to new challen-
ges and requires significant organizational
changes that firms’ management teams
may not be equipped to cope with ade-
quately. Markman and Gartner (2002) re-
port no significant relationship between
rapid (extraordinary) growth and profi-
tability for young firms.

e Companies try to choose the most profitable
projects for expansion. However, to sustain
growth, they inevitably turn to less profi-
table projects, which jeopardizes further
gains in profitability (Davidsson et al., 2009).

e The growth of companies increases the
strain on and complexity of their organi-
zational structures, and reduces the abi-
lity of managers to control costs, driving
profitability down (Jang and Park, 2011).

These reasons lead to the fact that in several
studies, scientists may not find a significant effect
of sales growth on profitability or, on the contrary,
identify a negative relationship between them.

However, we believe that these reasons only
apply to very rapid (extraordinary) sales growth.
In this case, we should talk about the absence or
negative relationship between growth and profi-
tability. Such extraordinary growth is shown by
companies with short-term restarting growth.
Indeed, they should show an increase in sales for
the year of about 30% or more (MSTG) or about
60% or more (FSTG). In this case, the negative fac-
tors may outweigh the benefits of growth. In the
case of long-term annual growth, we expect low
annual sales growth rates of about 10% (MLTG)
or about 20% (FLTG). Low growth rates will allow
firms to benefit from growth and will not lead to
the implementation of negative factors.

Accordingly, we can formulate the following

hypotheses:

Hypothesis 1.1. Long-term restarting growth
will lead to increased profitability of firms.

Hypothesis 1.2. Short-term restarting growth
will lead to lower profitability of firms, since this
option means a sharp one-time increase in sales.

The following hypotheses concern differences
in profitability of young and mature firms with
restarting growth. Current studies focus on di-
fferences in development dynamics of younger
and older companies (Ewerth and Girotto, 2021).
The second may possess specific capital (for ins-
tance, resources, knowledge and experience) that
young companies may not have. The lack of the
well-established brand may also increase compa-
nies’ uncertainty in challenging times. andounger
firms can experience even higher expenses. These
factors can negatively affect the profitability of
young firms if they grow rapidly (cases of FSTG
and MSTQG).

On the other hand, empirical studies (Vuko-
vic et al., 2023; Vithessonthi and Tongurai, 2015)
confirm higher profitability of young firms. This
result is largely because young firms use modern,
effective technologies for organizing business and
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business processes, including digital technologies.
This allows for significant cost savings. In line with
the imprinting literature (Marquis and Tilcsik,
2013), firm’s early choices, strategies, capabilities
and performance are imprinted on the context at
the time of the founding. As the internet has beco-
me a de facto norm fairly recently, younger firms
are more likely to be “born digital”, compared
to their older counterparts, and they function in
the digital environment effortlessly. Apart from
providing obvious economic benefits, this further
contributes to their perceived legitimacy, thus re-
ducing the challenges, otherwise associated with
the young age. Older firms, in contrast, may not
have the inborn competence of functioning smoo-
thly in the digital space. They find it hard, spend
more, and emerge as a losing party from the digital
competition (Fonseca et al., 2021).

Accordingly, the paper tests the following
hypotheses:

Hypothesis 2.1. Long-term restarting growth
will lead to increased profitability of young firms.

Hypothesis 2.2. Short-term restarting growth
will lead to increased profitability of young firms.

Data and variable

The initial database included more than 10,000
Russian industrial enterprises with financial in-
dicators for 2012-2021, which was created based
on SPARK data (SPARK, 2023). The Russian clas-
sification of types of economic activity generally
corresponds to the Eurostat classifier NACE Rew.
2 (European Commission, 2008). The sample is
represented by industrial enterprises that are
reflected in sections B and C (divisions 05-33) of
the European classification system. To account
for sectoral differences in profitability dynamics,
regression models include a corresponding va-
riable, which is described below. Based on this
database, we formed a working sample of 1,882
firms with a long period of falling sales (firms
with sales, falling annually for three years in 2013-
2017), which showed sales growth in 2016. The

paper tested a wide range of factors and assessed
their impact on the profitability of these firms for
the period of 2016-2019. This panel data includes
7528 observations (1882 firms and 4 years).

The dependent variable is the firm’s return
on equity (ROE). This variable is calculated as
the ratio of net profit to the firm’s equity capital.
This indicator is critical for investors as it shows
the return on equity and affects the size of divi-
dends. Such dependent variable is used in (Le
and Phan, 2017).

The independent (tested) variables are dum-
my variables, reflecting the four groups of firms
with restarting growth, which were described
above (FLTG, MLTG, FSTG, MSTGQG). If the com-
pany belongs to this group, the variable takes the
value of 1. Otherwise, it is equal to 0.

The control variables are as follows:

e Size of the enterprises (Size), defined as
the natural logarithm of revenue, adjusted
for the inflation index (Munyjal et al., 2019).

e Share of fixed assets in total assets (FATA)
(Anokhin et al., 2021).

e Leverage (Leverage), defined as debt capi-
tal, divided by total assets, multiplied by
100%, (Vithessonthi and Tongurai, 2015).

e Asset Turnover (Asset Turnover), me-
asured as sales divided by total assets,
multiplied by 100% (Liang et al., 2020).

e Firm’s age (Age) (Vithessonthi and Ton-
gurai, 2015).

*  Average profitability by sectors and years
(Sectoral average), which we use to ac-
count for differences in firm performance
across business sectors and years (Vukovic
etal., 2023).

e Sales growth (Growth), which is calcu-
lated as the difference in sales between
years t and (t — 1), divided by sales in year
(t— 1), multiplied by 100% (Le and Phan,
2017; Federico and Capelleras 2015).

Statistical characteristics of control and tested
variables are presented in Table 2.
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Statistical characteristics of control and tested variables

. ST e SZi?i?;i - Cor:rlation coe;f'icients - -
1 Size 19,61 1,50 1,00
2 FATA 24,61 19,68 0,16 1,00
3 Leverage 36,99 21,31 0,10** -0,02 1,00
4 Asset Turnover 166,86 108,50 -0,09%* -0,12* 0,14 1,00
5 Age 19,75 6,36 0,08 0,14 -0,10**  -0,11*** 1,00
6 Sectoral average 13,72 40,31 0,02* -0,10%** -0,01 0,12** -0,08**
7 Growth 7,59 32,94 0,06 -0,05%** 0,09 0,09 -0,10%**
8 FLTG 0,03 0,18 0,00 -0,05*** 0,03 0,00 -0,07**
9 MLTG 0,08 0,28 -0,02 -0,05*** 0,07 0,01 -0,07**
10  FSTG 0,11 0,31 0,03* -0,03* 0,03 0,01 -0,10***
11  MSTG 0,14 0,34 0,03 0,03 0,05** 0,00 -0,04**
N SRR Correlation coefficients
6. 7o 8. g 10 11.
1. Size
2. FATA
3. Leverage
4. Asset Turnover
5. Age
6. Sectoral average 1.
7. Growth -0,04** 1.
8. FLTG 0,06 0,19 1.
9. MLTG 0,07 0,14 -0,06™* 1.
10 FSTG 0,01 0,22 -0,07** 0,17 1.
11. MSTG 0 0,05** -0,07** -0,12%* -0,14** 1.

*p<.001; " p<.01;*p<.05.

Note. Calculated by the authors.

According to our calculations, we do not ob-
serve a strong correlation between the predictor
variables, since r <0.70. In this case, all the consi-
dered variables can be used in regression models.

Models

Model 1 includes only control variables, as
well as the square of the variable Growth. Mo-
dels 2.1-2.4 alternately test dummy variables that
reflect different types of restarting growth of fir-

ms and allow us to test hypotheses 1.1 and 1.2.
Models 3.1-3.4 add the interactions of dummy
variables with the variable Age of the firm (mo-
deration effects) to models 2.1-2.4 and allow us
to test hypotheses 2.1, 2.2.

Since we are analyzing panel data, the least
squares model is inadequate for this task. The Haus-
man test was applied to select the regression model
for our panel data. It favors a fixed-effects regres-
sion model, which is used in further calculations.
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The general formula for a regression model
with fixed effects is as follows (Baltagi, 2021):

Y = Intercept +X,*B +A +¢,, (1)
where

Intercept — constant;

X, — variables and 3 — coefficients for variables;
A, — time effect;

&, —model regression residual.

Applying this general formula to our Model
1, we obtain:

ROE = Intercept + (3, *Size +{3,"FATA + 3,"Leve-
rage + 3,"Asset Turnover + (3, *edad + {3, *Sectoral
average + 3, *Growth + B *Growth? +A + ¢,  (2)

Regression results

Based on a similar technique, let us construct
formulas for Models 2.1-2.4 and 3.1-3.4.

To minimize the problems of multicollinearity,
all controls variables in regression models were
standardized according to Marquardt (1980). The
independent dummy variables (FLTG, MLTG,
FSTG, MSTG) were not standardized and took
values of 0 or 1 to simplify the interpretation of
the results.

Regression modeling

The results of regression modeling are pre-
sented in Tables 3 and 4. In all the models, the
dependent variable is ROE; standard errors are
shown in parentheses.

Variables Model1  Model 2.1 (FLTG) Model 2.2 (MLTG) Model 2.3 (FSTG) Model 2.4 (MSTG)
Intercept 12.31%* 12.09%** 11.92%** 12.37%** 12.28%*
P (0.57) (0.57) (0.57) (0.57) (0.58)
. 2,17 2,12 2,12
Size (0.57) 12.09 (0,28) (0,29) (0,29)
e 2,68%* -2,74 -2,74
FATA (0.57) 11.92 (0,29) (0,29) (0,29)
ek -1/35** '1/27** _1’27**
Leverage (0.57) 12.37 (0,28) (0,28) (0,28)
o 4,82 4,77 4,77
Asset Turnover (0.57) 12.28 (0,28) (0,28) (0,28)
-2,67 -2,68** -2,77%* -2,75%*
Age (0.58) (0,29) (0,29) 0,29) (0,29)
Sectoral average 4,38 29 5l o ho)
& (0,29) (0,29) (0,29) (0,29) (0,29)
Growth 8,58 8,06** 8,23** 8,62™* 8,57
(0,40) ©04) (0,40) 04 04)
-0,66** -0,62** -0,62** -0,66** -0,66**
10,57
Dummy (FLTG) (1,55)
5,49
Dummy (MLTG) (1,02)
-0,73
Dummy (FSTG) (0,93)
0,22
Dummy (MSTG) (0,81)
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Variables Model1  Model 2.1 (FLTG) Model 2.2 (MLTG) Model 2.3 (FSTG) Model 2.4 (MSTG)
Adj. R2 0,185 0,191 0,189 0,185 0,185
p <0,001 <0,001 <0,001 <0,001 <0,001

¥ p <.001; ** p<.01;* p<.05.

Note. Calculated by the authors according to SPARK data.

According to the obtained regression coeffi-
cients, we construct the following formula for
Model 1:

ROE =12.31 +2.12 * Size-2.74 * FATA-1.27 * Le-
verage +4.77*Asset Turnover-2.75*Age +4.38*Me-
an_ +8.48*Growth-0.66 * Growth? +A +e,  (3)

Las férmulas para los modelos 2.1-2.4, 3.1-3.4
se elaboran de manera similar de acuerdo con los
datos de las tablas 3y 4.

Formulae for Models 2.1-2.4, 3.1-3.4 are cons-
tructed similarly according to the data in Table
3 and Table 4.

Model 1 is significant and explains about 18%
of the variation in the dependent variable. All

Nonlinear impact of sales growth on ROE

50
40
30

20

control variables in Model 1 are highly significant,
with Size, Turnover and Sectoral average, ha-
ving a positive effect on ROE, and with Leverage,
Age and FATA, having a negative effect. Model
1 shows the nonlinear (inverted u-shape) impact
of sales growth on a firm’s return on equity. The
graphic visualization of this influence is presented
in Fig. 1. When plotting the graph, we take into
account the fact that all the variables in model
1 are standardized. We assume that all control
variables take average values, but these values
are zero because they are standardized, and we
can exclude them from the calculations. In this
case, the formula for model 1 will be as follows:

ROE =12.31+8.48 * Growth-0.66 * Growth? (4)

Growth (standardized values)

Note. Calculated by the authors.

Figure 1 shows that high sales growth rates,
first, slow down ROE growth and then lead to a
decrease in ROE.

Models 2.1-2.4 add dummy variables, reflec-
ting different types of restarting growth of firms.
These models give different results. A signifi-
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cant positive impact of long-term sales growth
on ROE was revealed in models 2.1 and 2.2 for
the cases of FLTG and MLTG. The coefficients for
these variables in the regression model are 10.57
and 5.49, which means an additional increase in
profitability for firms with these types of growth
by 10.57% and 5.49%, respectively (since these
variables take values of 0 and 1). Such increase
in profitability will be observed annually during
4 years of the study period, which is extremely
attractive for investors. In contrast, short-term
sales growth does not have a significant effect
on ROE. The coefficients for the variables FSTG
and MSTG are not significant and are close to

Regression results with moderator age

zero. Models 2.1-2.4 are highly significant and the
share of the explained variation in the dependent
variable increases to 19%.

Consequently, Models 2.1-2.4 confirmed hypo-
thesis 1.1 about the positive impact of long-term
growth on ROE, since the coefficients in models
are significant and positive and do not confirm
hypothesis 1.2; they did not reveal a significant
effect of short-term growth on ROE.

Table 4 presents the results of the joint influen-
ce of dummy variables and the variable age on
ROE. In all the models, the dependent variable is
ROE; standard errors are shown in parentheses.

Variables Model 3.1 (FLTG) Model 3.2 (MLTG) Model 3.3 (FSTG) Model 3.4 (MSTG)
Intercent 12,08*** 11,92%* 12.36*** 12.30**
ereep (0,57) (0,57) (0,57) (0,58)
Sive 2174 2.16** 2,12 2 xe
(0,28) (0,28) (0,29) (0,29)
2,69 2,69 2,74 2,73%
FATA (0,29) (0,29) (0,29) (0,29)
Levernsc -1,28% -1,35** 1,27% -1,28%
& (0,28) (0,28) (0,28) (0,28)
Asset Turnover 4,83™ 481 477 477
(0,28) (0,28) (0,28) (0,28)
Ave 2,51% 2,56 2,74 -3,04%
5 (0,29) (0,3) (0,31) (0,31)
Sectoral 4,33* 436 447 439
cctoral average (0,29) (0,29) (0,29) (0,29)
N 8,05** 8,23 8,63 8,55**
(0,4) (0,40) (0,40) (0,40)
-0,63** -0,62** -0,67* -0,67*
, , , , ,
Growth (0,08) (0,08) (0,08) (0,08)
Dummy (FLTG) ?1924)
Dummy (MLTG) 51253)
Dummy (FSTG) Eg’gé)
Dummy (MSTG) (()6452)
Ave * Dummm -4,70** 1,29 0,31 2,36
8¢ Y (1,58) (0,96) (0,91) (0,84)
Adj. R? 0,191 0,188 0,185 0,185
P <0,001 <0,001 <0,001 <0,001

**p <.001; ** p<.01;* p<.05.

Note. Calculated by the authors according to SPARK data.
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Models 3.1-3.4 are significant; R2 remains at the
level of 18-19%. The coefficients and significance
of the control variables and the dummy variable
remain virtually unchanged. The new variable
(Age * Dummy) is highly significant in two cases:

e In the case of FLTG, it negatively affects
profitability.

e In the case of MSTG, it has a positive effect
on profitability.

To correctly interpret the results obtained,
these dependencies are visualized (Fig. 2 and 3).

When plotting the graph, we take into account
the fact that all variables in model 1 are standar-
dized, except for the dependent and dummy va-
riables. We assume that all control variables take
average values, but these values are zero because
they are standardized, and we can exclude them
from the calculations. In this case, the formula for
model 3.1 (FLTG) will be as follows:

ROE =12.08-2.51 * Age + 8.99 * Dummy
(FLTG) - 4.70 * Age * Dummy (FLTG) (5)

Joint influence of FLIG and firm age on ROE

28

13 S -

Since the dummy variable takes the value of
0 or 1, we obtain two functions:

ROE =12,08-2,51 * Age +8,99-4,70 * Age  (6)
ROE =12,08- 2,51 * Age 7)

Formula 6 is for companies that have shown
FLTG. The next one is for companies that did
not show FLTG.

To visualize Model 3.4 (MSTG), functions are
constructed in a similar manner.

Figure 2 shows the advantages of young firms.
andoung firms with FLTG receive the greatest
gains in ROE, compared to those without FLTG.
As age increases, the advantage of firms with
FLTG by ROE decreases. In the MSTG case (Figu-
re 3), the opposite picture is observed. andoung
companies without MSTG receive the greatest
gains in ROE, compared to young firms with
MSTG. As age increases, the advantage of firms
without MSTG by ROE decreases.

Age (standardized values)

Note. Calculated by the authors.

the company shows the FLTG = = the company does not show the FLTG
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Joint influence of MSTG and firm age on ROE

16
15 ~
14 ~

13 —

ROE, %

12

1

10

-1

0 1

Age (standardized values)

the company shows the MSTG

= = the company does not show the MSTG

Note. Calculated by the authors.

Consequently, hypotheses 2.1 and 2.2 are par-
tially confirmed for cases FLTG and MSTG.

Robustness test
To check the robustness of results, the authors

build additional regression models for Models
3.1-3.4 with robust correction that takes into

Robustness tests results

account possible heteroscedasticity and serial
(cross—sectional) correlation in the data (“arella-
no” method, “HC3” type), according to (Arella-
no, 1987). The results of the robustness test for
Models 3.1-3.4 are presented in Table 5. In all the
models, the dependent variable is ROE; standard
errors are shown in parentheses.

Variables Model 3.1 (FLTG)  Model 3.2 (MLTG)  Model 3.3 (FSTG)  Model 3.4 (MSTG)
Variables 12,08%** 11,92** 12,36** 12,30*
0,57) (0,57) (0,57) (0,58)
Intercept 2,177 2,16 2,12 2,1%**
p 0,31) (0,33) (0,35) (0,34)
Sive 2,69 2,69 2,74 2,73
(0,05) (0,05) (0,07) (0,06)
-1,28* -1,35* -1,27* -1,28**
FATA (0,53) (0,55) (0,53) (0,53)
Leverage 4,83™ 4,81 4,77 4,77
& (0,37) 0,37) 0,37) 0,37)
Asset Turnover 2,51 -2,56 2,74 -3,04*
o (0,27) (0,34) (0,26) (0,27)
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Variables Model 3.1 (FLTG) Model 3.2 (MLTG) Model 3.3 (FSTG) Model 3.4 (MSTG)
Ave 4,33% 436 4,40% 4,39
& 0,12) (0,14) (0,14) (0,14)
Sectoral aver 8,05** 8,23** 8,63 8,55**
cctoral average 0,31) (0,45) (0,52) 0,51)
Growth -0,63%% -0,62** 0,67+ -0,67**
(0,07) (0,06) (0,07) (0,07)
Growth2 (84'9591)
Dummy (FLTG) ?1228)
Dummy (MLTG) (-(())'6811 )
Dummy (FSTG) (8';1(;)
-4,70* 1,29 0,31 2,36
Dinmmangy WEIE) (2,02) (0,94) (0,69) (0,41)
Age * Dummy 0,191 0,188 0,185 0,185
Adj. R? <0,001 <0,001 <0,001 <0,001
p

Note. Calculated by the authors according to SPARK data.

Our calculations confirm the stability of the
obtained results. Tested variables (Dummy and
Age* Dummy) remain significant in robust models:

*  Dummy remains significant in models
3.1and 3.2.

e Age*Dummy remains significant in mo-
dels 3.1 and 3.2.

The study performed additional estimates of
the standard errors and significance of the coe-
fficients, considering possible heteroscedasticity
and serial (cross—sectional) correlation in the data.
These calculations (robustness check) confirmed
the results and conclusions, described in the Re-
sults section.

Theoretical contribution

The impact of growth on firm performance has
been deeply studied in the world literature. Scien-
tists have described the theoretical background
and reasons that determine the positive (Federico
and Capelleras, 2015) or negative impact of grow-

th on profitability (Jang and Park, 2011). However,
the impact of different types of restarting growth
on a firm’s return on equity is not in the focus. We
attempted to solve this problem and show that
different types of restarting growth might have
different effects on firms’ profitability. It shows
that long-term fast or moderate growth leads
to an increase in profitability (5-10% increase in
ROE), in contrast to short-term types of growth
that do not affect ROE. We believe that long-term
annual sales and growth rates are not too high,
which means that such growth will have a positi-
ve impact on profitability. In contrast, short-term
growth often means an increase in sales of 30%,
60%, or more percent per year. With such high
growth, its negative impact on profitability begins
to appear, and no increase in ROE is observed. We
also note that, in this case, we are talking about
growth rather than about a rebound after a fall.
We have demonstrated this using a comparable
sample of firms (Spitsin et al., 2024). This work
shows that firms with restarting growth not only
compensated for the decline in sales during the
troubled period, but also exceeded it during the
growth period, i.e. achieved higher sales than
those before the start of the troubled period.
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Further research showed that additional bene-
fits and greater ROE gains accrued to young firms
with fast long-term growth. We believe that this
result is consistent with the fact that young firms
use modern, effective technologies for organizing
business and business processes, including digital
technologies, as shown in (Marquis and Tilcsik,
2013; Fonseca et al., 2021). Indeed, this feature of
young firms may make them more flexible and
capable of rapid sales growth without a signifi-
cant increase in costs.

We can recommend the following direction
for further research. This paper documents the
differential impact of different types of growth
on ROE when firms restart growth after a long
period of declining sales. However, we can expect
similar differences for traditional cases of fast-
growing companies (gazelle firms, scale-up firms,
etc.). This assumption is consistent with the paper
(Spitsin et al., 2022), which proves the advantage
of long-term growth over short-term growth for
fast-growing companies in high-tech industries
using analysis of variance. It is advisable to fur-
ther test this assumption for different countries
and industries, using regression modeling.

Practical implementation

The obtained results can be of interest to inves-
tors, owners and managers of firms. They show
that annual long-term growth allows firms to
achieve higher performance (ROE), and firms
should strive for it. Firm owners and managers
benefit from this type of growth, and investors
should look for firms that can exhibit this type
of growth.

However, investors, owners and managers
of firms need to take into account the following
point: the predominance of “Growth Episodes”
over “Growth Firms”. The empirical evidence on
firm growth shows that the fluctuation within
firms exceeds that between firms (Coad and Sr-
hoj, 2019). This finding corresponds to “Growth
Episodes” rather than designating entities such
as “Growth Firms” (Grover Goswami et al., 2018).
In this study, there were significantly more firms
with short-term rapid or moderate growth than
those with similar types of long-term growth. Fin-

ding firms with long-term fast or moderate annual
sales growth (for investors) or providing firms with
this type of growth (for owners and managers) is
a challenging task. Some factors that increase the
likelihood of long-term growth of a company (for
the case of restarting growth) were identified in
the work (Spitsin et al., 2024). However, further
scientific research in this area is required.

This paper examined the profitability cha-
racteristics of firms with restarting growth and
reconciled the tensions between growth and firm
profitability.

In the world literature, many works are de-
voted to the analysis of fast-growing companies.
Scholars analyze in detail the reasons for rapid
growth and try to predict companies that can
move to growth, but there is practically no as-
sessment of financial results (profitability) for
fast-growing companies.

We addressed this gap in economic research
and modeled the impact of different types of
growth on profitability in a sample of firms with
restarting growth. We introduced four types of
restarting growth: moderate (MLTG) and fast
(FLTG) long-term growth, moderate (MSTG)
and fast (FSTG) short-term growth. The study
revealed a positive impact of long-term grow-
th on ROE, but it did not confirm the impact of
short-term growth on ROE.

Scholars have noted certain contradictions
between the goals of growth and profitability
and often consider them as alternative goals for
business development. Empirical studies provide
varying results on the impact of growth on firm
profitability. Our approach reconciles these con-
tradictions and shows that sustainable long-term
growth (growth over several consecutive years)
allows firms to achieve higher profitability.

This research showed that additional benefits
and greater ROE gains accrued to young firms
with fast long-term growth. This can be explained
by the fact that the low base effect is realized in
this case, or there are no accumulated significant
contradictions in development as in long-esta-
blished firms.
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Our approach to studying the impact of diffe-
rent types of growth on a company’s profitability
was implemented for a sample of companies with
restarting growth. It seems appropriate to use it
to study other types of fast-growing companies
(gazelle firms and scale-up firms), as well as in
other cases of modeling the impact of growth on
the profitability of the company. We believe that
introducing different types of firm growth into
models will help reconcile the tensions between
growth and profitability and identify the types
of growth that maximize firm profitability.

Limitations of the study. This work was ca-
rried out based on a sample of industrial enterpri-
ses in one country, which found itself in difficult
economic conditions. It is necessary to verify the
obtained results using the example of other coun-
tries with developed and developing economies
over different time periods.

Suggestions for further research have been
briefly described above. Firstly, we plan to con-
tinue research into the restarting growth of com-
panies after a long-term decline in sales in order
to identify new (additional) factors that increase
the likelihood of long-term growth of a company.
Secondly, we consider it promising to study the
impact of different types of growth on profitabili-
ty for traditional cases of fast-growing companies
(gazelle firms, scale-up firms, etc.).
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Abstract: changes in business dynamics require closer attention to the interests and motivations of the human talent to captivate and retain
individuals to meet their personal expectations and organizational goals. This study aims to examine whether gender presents an orientation
towards extrinsic, intrinsic, social, and prestige work values of individuals in the workplace. Quantitative cross-sectional research was con-
ducted, and the data was collected through a questionnaire. The Kaiser-Meyer-Olkin factor analysis and sample adequacy analysis were used
to analyze the correlations between variables and evaluate the fit of the data, as well as the hypothesis test that provides the difference of
means for comparison. The study involved 535 individuals, who were classified into 331 women and 204 men located in Colombia. The results
showed that there is a greater orientation of women towards extrinsic work values, aspects such as salary and job security are essential when
looking for a job or staying for a long time in an organization, with no differences between men and women to intrinsic, social and prestige
values.

Keywords: work values, gender, human talent, workers, human resource management.

Resumen: los cambios en las dindmicas empresariales requieren atender con mayor detalle los intereses y motivaciones del talento humano con
el fin de cautivar, retener y fidelizar a los individuos para que cumplan sus expectativas personales y objetivos de la organizacién. El propésito
de este estudio es examinar si el género presenta una orientacién hacia los valores laborales extrinsecos, intrinsecos, sociales y de prestigio de los
individuos en su lugar de trabajo. Se realiza una investigacién cuantitativa de corte transeccional, la recoleccién de informacién se llevé a cabo a
través de un cuestionario. Se aplica el andlisis factorial y adecuacién muestral de Kaiser-Meyer-Olkin para analizar las correlaciones entre varia-
bles y evaluar el ajuste de los datos, asi como la prueba de hipétesis que proporciona la diferencia de medias para realizar comparaciones. En el
estudio participaron 535 individuos clasificados en 331 mujeres y 204 hombres ubicados en Colombia. Los resultados mostraron que existe una
mayor orientacién de las mujeres hacia los valores laborales extrinsecos, aspectos como el salario y seguridad laboral son esenciales a la hora de
buscar un empleo o permanecer durante mucho tiempo en una organizacién, con nulas diferencias entre hombres y mujeres frente a los valores
intrinsecos, sociales y de prestigio.

palabras claves: valores laborales, género, talento humano, trabajadores, gestién de recursos humanos.
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There are several challenges to be faced by ma-
nagers in the area of human talent. Diversity dri-
ven by demographic changes, the entry and exit of
talent in organizations as a result of globalization
have promoted the analysis of the expectations and
interests of people about employment and suggest
promoting the participation of relationships with
employees as a strategy to attract and retain the
best assets (Cachén-Rodriguez et al., 2022).

In order to deepen the knowledge of the wor-
kforce, research in human resources management
has been oriented towards the study of labor va-
lues, which represent the priorities of the indivi-
duals to be achieved through their work (Dahiya
and Raghuvanshi, 2023) or are defined as the inter-
nal rules of the collaborator that serve to evaluate
factors (Li et al., 2022; Ren et al., 2020) offered by
the employer such as organizational support, job
compensations, flexibility and autonomy in the
activities to be performed (Drewery et al., 2023).

Some studies indicate that knowing the prefe-
rences that an individual has to select a company
or decide to remain linked, facilitates adjusting
policies and practices of human management
(Mohammadi et al., 2023), as well as managing
labor diversity in terms of generation and inclu-
sion (Bosch and Herndndez, 2020; Chillakuri,
2020), controlling rotation, in addition to favoring
motivation and leadership (Ramirez et al., 2022).

In addition to the above, several authors have
decided to include the gender variable in the
analysis of labor values based on the alleged exis-
tence of discrepancies in the labor field between
men and women that could guide their behaviors
and impact on the results of their position and,
therefore, of the company (Cemalcilar et al., 2019;
Trzebiatowski and Triana, 2020). Studies have
validated this position, highlighting that there
are differences, where women express greater
favoritism for social and intrinsic values such as
labor flexibility and pleasant work environments.
Meanwhile, men are oriented towards values re-
lated to power, higher wage expectations and jobs
with greater autonomy and/or prestige (Krahn
and Galambo 2014; Silva and Carvalho, 2021).

Other research indicates that job preferences
between men and women are statistically weak
to assume that they are different when it comes
to adopting roles in companies and working as
a team (Gilbert et al., 2010). Proof of this is the
study conducted by Bacher et al. (2022) where they
identified little effort to support gender differences
with respect to extrinsic values, but they found
greater differences in intrinsic values when peo-
ple reached an older age or reported not having
a partner. These assumptions open the door to
analyze whether or not there is a gender orienta-
tion towards work values, fundamentally when
changes in preferences and expectations occur in
individuals that lead to it being more difficult for
organizations to propose successful recruitment
and retention strategies (Waterwall et al., 2023).

In Latin America there are few studies that
examine labor values and in general, the beha-
viors of employees in the framework of human
resources management. In a bibliometric analysis
carried out by Pedraja-Rejas et al. (2022), the au-
thors pointed out that the Ibero-American pro-
duction on human resources management issues
in prestigious journals was still marginal, being a
challenge for those who wanted to expand mana-
gement knowledge in this area. In addition to the
above, the literature review carried out for this
research reflected that some studies on gender
in this context were related to employment and
digital divide (Galperin and Arcidiacono, 2021),
family business (Vazquez et al., 2024), female lea-
dership (Baselga-Pascual and Vahamaa, 2021) and
entrepreneurship ecosystems (Villegas-Mateos,
2022), indicating that there is a knowledge gap
where this research is considered novel.

Hence, this research aims to investigate whe-
ther gender has an orientation towards labor
values taking individuals of working age from
Colombia, considered one of the most populous
Spanish-speaking countries in Latin America
(Zwerg-Villegas et al., 2022) with a heterogeneous
labor market that presents levels of inequality in
terms of income and gender (Garcia et al., 2023;
Fajardo et al. 2018).

The implementation of this research falls into

two purposes, from the theoretical point of view
this study seeks to contribute to a field of scientific
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literature unexplored in Latin America that encou-
rages other scholars to address human resources
management issues in relation to the differences
that may exist in the behaviors of men and women
in the work environment. Secondly, the contribu-
tion is made in order to favor business practice
due to the “war for talent” that is being presented
between organizations that seek to work with the
best (Stiglbaue et al., 2022). The findings presen-
ted in this article constitute guiding elements for
human management managers to redesign their
personnel policies aligned with the work values
of their employees, taking gender as a differen-
tiator. In addition, facilitate the construction of an
advantage based on a favorable business image
that meets both the expectations of the organiza-
tion in terms of performance and as a means for
employees to achieve their personal goals.

The structure of this article begins with the
theoretical foundation that contributes to the
development of the study and the hypothesis
approach. Subsequently, the methodology used
is explained, which includes the participants, the
instrument and the applied statistical analysis te-
chnique. Finally, the results discussed with other
authors that guide the conclusions are offered, as
well as the limitations and future lines of research.

Labor Values

Understanding the behaviors of employees
in companies is a key practice that facilitates
identifying work values. Prioritizing people’s
expectations of their work environment and what
they perceive as valuable in creating a desirable
work experience (Drewery et al., 2023) can be an
input to design human resource strategies, as
well as an important predictor of outcomes such
as engagement (Dahiya and Raghuvanshi, 2023)
and labor turnover (Li et al., 2022).

The first contributions in this topic relate to
work values with aspects of work that motivate
the human being, where the individual with his/
her attitudes and opinions evaluates the work
environment (Pennings, 1970) and, in addition,
has beliefs about employment (Elizur, 1984) that

are linked to the rewards expected for the per-
formance (Dose, 1997). Subsequently, other con-
tributions to the concept highlight that there are
preferences based on generalized opinions that
relate to attributes and results that the worker
wants from his/her employment (Dajani, 2018)
and that do not correspond to a specific profes-
sion but are part of a culture and basic human
values (Bacher et al., 2022).

Common classifications of labor values in-
clude intrinsic values defined as the intangible
rewards that are generated when performing a
job, such as the opportunity for growth or the
possibility of carrying out an interesting activi-
ty (Cemalcilar et al., 2019); and extrinsic values,
which are classified as external rewards asso-
ciated with performance such as comfort and
money (Godlewska-Werner et al., 2020; Twenge,
2010). Other categories have been added to this
classification such as prestige values related to
labor aspects that grant power and contribute
to obtaining the respect of employees through
positions of authority and influence (Ng et al.,
2018); and, the corresponding social or affective
values with interpersonal relationships, social
roles within the company and contribution from
a position to society (Rani and Samuel, 2016).

On the other hand, professional development
theory highlights that labor values rooted in ado-
lescence reflect general human values and tend
to remain stable in adulthood, although they can
vary according to the cultural, social and eco-
nomic context (Cemalcilar et al., 2019; Silva and
Carvalho, 2021). This understanding suggests
that professional decisions are influenced by the
search for work roles that resonate with these in-
grained values, prioritizing those that align with
individual preferences and meet both work and
personal expectations (Baranik et al., 2022; Choi,
2017). This theoretical framework, supported by
diverse research, offers a valuable perspective
to understand how people navigate and make
decisions on their professional trajectories in the
contemporary world.
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Gender and its relationship
to labor values

Gender research has been the subject of in-
creasing study in the area of human resources.
Some authors have examined this variable in or-
der to provide further explanations on how work
values affect the preferences and expectations
of employees towards their work environment
(Godlewska-Werner et al., 2020).

The interest in conducting research taking
gender as a variable of analysis is based on some
studies that suggest that the roles assumed by
both men and women are built from socialization
processes that occur during the childhood of an
individual (Sharabi, 2014), experiencing life diffe-
rently, which means a variation in their behaviors
and behaviors (Huang et al., 2021). This could also
be due to the incorporation of stereotyped qua-
lities that originate when the individual selects
situations, roles or occupations that allow him
to show the characteristics associated with the
gender he/she represents (Netchaeva et al., 2022).

These arguments are supported in social
theory, which points out that individuals develop
different beliefs associated with gender that allow
them to form a personality as a result of social
pressure and in order to fulfill specific functions
within society (Masuda et al., 2023). This means
that the roles played by both men and women
could influence the expectations or meanings
they create in relation to what their employment
should be or the rewards that could be obtained
from it (Maseda et al., 2023).

Some studies have revealed the presence
of differences in work values based on gender.
Konrad et al. (2000) pioneered a meta-analysis in
which they examined 242 samples that showed
that men and boys had preferences for values
such as promotion, power and autonomy, while
women and girls preferred to develop interperso-
nal relationships, help others and have a positive
work environment. Something similar was found
by Warr (2008), who identified that men attached
more importance to responsibility and opportu-
nities for promotion, achievement and initiative,
and women were inclined to have pleasant com-

panions, the opportunity to meet people and a
work schedule that suited their needs.

Meanwhile, Sharabi (2014) conducted a study
in Israel showing that, unlike men, women are
oriented towards values such as flexibility in
schedules and the adjustment between work and
skills. It also found that, in relation to aspects
related to remuneration and job security, women
had the same preference as men.

In more recent research, Waterwall et al. (2023)
sought to test the orientation of women towards
intrinsic values and of men towards extrinsic
values. The results showed, unlike the authors,
that women gave more importance to both types
of values in the work than men. In the same year,
Lassleben and Hofmann (2023) concluded that
there are differences in the work values of men
and women, i.e., they found that women were
more inclined towards intrinsic values than men.
Meanwhile, they could not confirm that the male
gender had greater preference in extrinsic values.
These findings are similar to those examined by
Godlewska-Werner et al. (2020), who noted that,
compared to men, women prefer social relations-
hips and support to safety and showed no diffe-
rences in extrinsic values associated with comfort
and money.

As observed, the results obtained reveal that
there are gender differences in the labor values
presented by individuals. This could be the result
of the presence of social structures that orient men
and women towards certain values that symbo-
lize aspirations, expectations and life experien-
ces (Maseda et al., 2023); as well as changes that
have suffered gender roles where occupations
would no longer be related to traditional stereo-
types marked by society (Netchaeva et al., 2022).
Based on the assumption that there is a gender
orientation towards labor values, the following
hypotheses are proposed:

H,: gender does not have an orientation
towards labor values (extrinsic, intrinsic, social,
prestige).

H,: Gender has an orientation towards labor
values (extrinsic, intrinsic, social, prestige).
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Participants

The total number of participants for this re-
search was 535 individuals of working age from
Colombia. People were classified according to their
age, the ranges used were as follows: 176 born

Demographic characteristics of individuals

between 1965-1979; 186 born between 1980-1994
and 174 born between 1995-2012. The total number
of men was 204 and of women 331. Regarding the
educational level, the sample comprised 135 bache-
lors, 62 technicians and technologists, 94 professio-
nals and 244 postgraduate students, currently, 400
people have jobs and 135 do not work (see table 1).

Demographic characteristics Number (%)

Year range based on birth

1965-1979 175 (33 %)
1980-1994 186 (35 %)
1995-2004 174 (32 %)
Currently working

Yes 400 (75 %)
No 135 (25 %)
Educational Level

Bachelor 135 (25 %)
Technician and technologist 62 (12 %)
Professional 94 (18 %)
Graduate 244 (45 %)
Gender

Female 331 (62 %)
Male 204 (38 %)
Measures Procedure

Gender was coded for this research with fe-
male = 1 and male = 0. On the other hand, labor
values were measured through the Lyons scale
(2003) which is composed of 4 dimensions related
to intrinsic values 8 items ( eg. Work on tasks and
projects that challenge your skills), extrinsic va-
lues 9 items (e.g. having access to the information
you need to do your job), social values 4 items
(e.g. working in a lively and fun environment)
and prestige values 4 items (e.g. doing work that
makes a significant impact on the organization).
Response options were given from the Likert scale
from 5 (absolutely essential) to 1 (unimportant).
The reliability of the instrument, calculated by
Cronbach’s Alpha coefficient, was 0.89. In this
case, reliability is considered to be good, which
allows us to conclude that the instrument’s items
adequately measure the construct they represent
and present a high correlation with each other.

Factor analysis (FA) aims to detect if there are
unobserved (latent) variables that explain why
the variables are correlated with each other and
can be grouped in a data reduction process, i.e.,
if a set of visible variables has a strong corre-
lation between them, but at the same time the
correlation with another set of variables is low,
it is clear to reason that each set may explain an
implicit factor causing that characteristic beha-
vior. The FA consists of four stages: estimating an
ideal matrix to enunciate the joint variability of
all variables, calculating the optimal number of
factors, rotating the solution to provide a simpler
understanding and estimating the scores of indi-
viduals in the new dimensions (Hair et al., 2019).

Kaiser-Meyer-Olkin (KMO) sampling adequa-
cy is used as a criterion to assess how well the
data are suitable for FA. In addition, Chi-square
quality indices, the comparative adjustment index
(CFI) with an adjustment criterion, the non-nor-
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malized adjustment index (NNFI) with an adjust-
ment criterion, the standardized residual mean
square root (SRMR.) with an adjustment criterion,
and the square root of the approximation error
mean (RMSEA) with an adjustment criterion are
used. The hypothesis test for the difference of
means is also used in order to compare groups,
specifically gender with each of the labor values
(extrinsic, intrinsic, social, prestige).

Labor values own values for AFC

The value of KMO was estimated before the
factorial analysis, and its overall measure was
0.91. The KMO measure was also evaluated in
each item, which allowed to verify that all can be
used in the ACF because they presented a value
greater than 0.77. In addition, the Bartlett sphe-
ricity test gives a p-value < 0.001. These results
indicate that the database used is appropriate for
the AFC. For factor analysis, the 25 survey items
were introduced. The results indicate that four
factors have an eigenvalue greater than 1 and the-
se explain 46.7% of the total variance (see table 2).

Factor 1 Factor 2 Factor 3 Factor 4
Eigenvalue 4,918 2,575 2,233 1,950
Variance Proportion 0,197 0,103 0,089 0,078
Cumulative variance 0,197 0,300 0,389 0,467

Factor loads confirming factors for labor values

Intrinsic

Prestige
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o ]

0.62
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La figura 1 presenta inicialmente que los valo-
res laborales intrinsecos, prestigio, extrinsecos y
sociales presentan altas correlaciones entre ellos.
También se observa que todos los ftems que con-
forman los valores laborales de prestigio y valores
laborales sociales tienen cargas factoriales altas.
Figure 1 initially shows that intrinsic labor values,
prestige, extrinsic and social values present high
correlations between them. It is also observed
that all the items that make up the prestige labor
values and social labor values have high factor
loads. As for the factor loads of most items of the
other labor values are also good. The Chi-squa-

Factor analysis adjustment measures

re value (x*=825.42, n=535, p-valor=0,0000) was
determined to be significant.

The goodness-of-fit measures are shown in
Table 3, with a mean square approximation error
(RMSEA) value of 0.099 and residual square
mean root (SRMR.) value of 0.096, representing
an acceptable range for good fit. The comparative
adjustment index (CFI) is equal to 0.934 and the
non-normalized adjustment index (NNFI) is equal
t0 0.927, the adjustment being found to be adequa-
te. Overall, it can be concluded that the adjustment
is good for the four factors represented by intrinsic
labor values, prestige, extrinsic and social

Index Value found
RMSEA 0,099
IFC 0,934
NNFI 0,927
SRMR 0,096

The test of hypothesis of difference between
means at a level of significance of 5%, highlights
that there is a difference between the orientation
of the value of extrinsic work between men and
women, noting that the female gender is the one
who has a greater disposition in their working
life towards obtaining benefits that meet their
needs as a person, receive timely and constructive

feedback on their performance, have job securi-
ty, have a schedule that is compatible with their
personal life, work in an environment that favors
the balance between their interests and those of
the organization, have access to information to
perform their work, receive recognition for a job
well done and work under the supervision of
someone considered and who offers support.

Proof of the difference in means between labor values and gender of the worker

Labor Values Test Statistic p-value
Extrinsic 2,19870 0,02846
Intrinsic 1,59610 0,11130

Social 0,85495 0,39310
Prestige 1,10000 0,27200

Note. Significance level is 0.05.

Regarding intrinsic, social and prestige labor
values, it was found that there is no difference
between men and women. Therefore, there is
no orientation towards these three work values
and gender, which allows us to conclude that
carrying out activities that challenge their skills,

working in a lively and fun environment, and
performing tasks with a significant impact on
the organization is important for both women
and men. In sum, these findings offered by the
data analysis allowed to reject the null hypothesis
proposed for this research, which means that the

Retos, 14(28), 303-314
Print ISSN: 1390-6291; Electronic ISSN: 1390-8618



Carolina Monsalve-Castro, Eddy Johanna Fajardo-Ortiz and Reynier Israel Ramirez-Molina

alternative hypothesis that proves that the female
gender has an orientation towards extrinsic labor
values is accepted.

The results of this study suggest that there is
a gender orientation towards work values. This
makes sense from the social theory, which men-
tions that men and women adopt different values
that are subject to the roles they play in society
and the socialization experiences to which they
have been subjected during their development
(Eagly et al., 2020). In other words, this could
indicate that both men and women have diffe-
rent interests towards their workplace that vary
according to the situations, cultures and roles
that are created to respond to the socioeconomic
demands of the context where they grow profes-
sionally (Eagly and Wood, 2012; Ng et al., 2022).

The findings allowed to determine that there
is an orientation of the female gender towards
extrinsic labor values. An interesting contribu-
tion of this research is that women were the ones
who presented the most orientation by aspects
that are related to obtaining a high salary and
benefits that meet their personal needs based on
job security, performance, balance in their life,
access to information, among others. This result is
considered novel because it differs from previous
research where men valued extrinsic characteris-
tics more due to their competitive personality,
greater propensity to risk, in addition to granting
more value to money and power (Karriker ef al.,
2021; Krahn and Galambo 2014; Masuda et al.,
2023). Whereas, in a traditional way, women have
been more oriented towards intrinsic values due
to the lack of opportunities to ascend or occupy
positions with authority (Baranik et al., 2022),
seeking to eliminate the barriers that hinder their
advancement in the company through alternati-
ves of growth and progress (Maseda et al., 2023).

Likewise, when analyzing the reason for this
variation in the results compared to the findings
presented by other authors, it could be considered
that women have modified the way of concei-
ving work since they have had to face different
milestones in their personal and work lives, as

well as witness a movement that proclaims grea-
ter equality in the occupations derived from the
transformation in employment and education
(Eagly et al., 2020). Another aspect could be the
force being taken by initiatives to reduce the
gender pay gap in order to eradicate the glass
ceiling and give way to a gender-equal emplo-
yment position (Cdrdenas-Angarita et al., 2020;
Huang et al., 2021).

On the other hand, the findings of this study
did not allow to verify the orientation of gender
towards intrinsic, social and prestige labor values.
These results are probably due to the fact that
gender roles have changed, i.e., occupations no
longer bear a relationship with male or female
stereotypes due to the flexibility that has emerged
in individuals to adapt to more diverse work
environments (Eagly and Wood, 2012).

This could suggest that both genders value
equally organizational environments where they
can grow, have freedom to distribute their time
and develop their skills (Bacher et al., 2022). Si-
milarly, although women have been singled out
as more likely to value good teamwork and so-
cial networking (Lassleben and Hofmann, 2023),
men may also be orienting their values toward
organizations that offer a fun work environment
where they can put their skills into practice. With
respect to prestige values, men are related with a
greater propensity for the search for status and
promotion in the hierarchy of the organization
(Ng et al., 2022), however, the role of women over
time has varied to give them access to occupations
with cognitive demands and work prestige (Net-
chaeva et al., 2022). This could be a consequence
of increased opportunities in the labor market,
as well as changes in values and attitudes that
accompany new roles played in society.

These results suggest that there is in some
cases a gender orientation towards work values,
as well as changes that have characterized men
and women for years, especially in intrinsic and
extrinsic values. However, these findings should
be interpreted with caution since individuals de-
velop an orientation towards certain values from
cultural experiences, economic conditions, tech-
nological advances, among other variables that
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may affect their preferences towards the work
environment.

The labor values have been examined from the
academic and business field with the intention of
comprehending in depth the behaviors and pre-
ferences of the workers towards an organization.
From this perspective, this research delves into
the orientation that gender can present towards
work values in a specific work context. The re-
sults obtained are a contribution to Latin Ame-
rican literature that aims to encourage research
on human resources issues, but also strengthen
the progress offered in the academic world by
other authors so far. Although it is considered
incipient the publication of new knowledge from
this region, there are efforts to contribute to the
contextualization of concepts and theories that
can strengthen the business.

On the other hand, finding the orientation of
the female gender towards extrinsic labor values
and not checking differences in the orientation
towards intrinsic, social and prestige values,
offers a guide on how gender roles have chan-
ged in Latin American countries. This means that
efforts to equalize working conditions between
men and women are possibly impacting values
and attitudes towards jobs and organizations,
leaving behind traditional stereotypes.

In this way, the results of this study allow
us to provide several conclusions. It is conside-
red that the contribution in the academy can be
oriented towards the method used to carry out
the research. In other words, both the instrument
and the statistical technique implemented proved
to be reliable in determining whether or not there
was a gender orientation towards labor values.
This implies that other authors can rely on this
work to carry out their studies and to carry out
future comparisons that allow to outline the pre-
ferences of workers in the Latin American context.
On the other hand, the business sector will be able
to take these results as input to adjust or design
personnel policies that align with the expecta-
tions and interests of employees, taking gender
as a variable that provides distinction about the

different types of benefits to be implemented.
However, it is suggested to take this informa-
tion with caution because the findings could be
influenced by elements from the environment
where the study participants have developed. In
this case, it is recommended to examine the labor
values in each organization and adjust human
management practices according to what has
been obtained.

As for the limitations presented by this re-
search despite the rigor with which it was carried
out, it is necessary to mention the following. First,
the sample collected from participants was collec-
ted only in Colombia, reason for which it would
be interesting to expand the scope to other coun-
tries in Latin America in order to carry out com-
parisons that contribute to the distinctions made
by gender in a more global context. This would
widen the knowledge barrier in this area and
strengthen these countries’ position on human
resources. Secondly, the study is transactional,
making it difficult to understand whether work
values change as people grow or reach important
levels in their professional development. In this
sense, it is suggested to carry out longitudinal
research that provides data on the stage of life or
career of workers, in order to achieve a greater
adjustment between what the individual wants
from the personal level and what the organization
expects of him.

Finally, it is suggested to address future re-
search that is complementary to the issue of labor
values. In the first instance, examine whether
there are differences that can be attributed to the
generation to which the individual belongs and
that would continue to contribute to the explana-
tion of why men and women present or develop
different values towards their work environment.
Likewise, analyze whether these values can have
an impact on the performance of the organization,
as well as examine them with behavioral varia-
bles such as commitment and satisfaction. These
scopes would allow to expand the knowledge
about the behaviors and behaviors of workers
in companies and their relationship with orga-
nizational results.
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Abstract: core self-evaluation (CSE) refers to the essential judgments individuals make regarding their self-performance. This study aims to
empirically examine the correlation between employee’s CSE and key organizational variables, encompassing happiness, motivation, job satis-
faction, work commitment, and person-job fit. Through a cross-sectional self-administered instrument, the research delves into the perspectives
of 241 employees within four retail industry companies in northeastern Colombia. Employing a partial least squares-structural equation model,
the analysis explores the relationships among these variables. The results identify a lack of full reciprocity in the examined associations. When
treating CSE as the dependent variable, the study validates only the hypotheses proposing job satisfaction and motivation as independent
variables. Nevertheless, a significant association emerges between CSE, and all examined organizational variables when applying a supple-
mental analysis with inverted hypotheses. These findings emphasize the importance of adopting a multifaceted approach to enhance organi-
zational outcomes for employees in a business setting. Furthermore, they suggest that, beyond conventional knowledge, CSR could function
as a significant catalyst for various organizational behaviors, thereby advocating for its exploration and application in similar studies.

Keywords: organizational behavior, core self-evaluation, work performance, correlational study, non-reciprocal associations.

Resumen: la autoevaluacion central (AEC) se refiere a los juicios esenciales que los individuos hacen sobre su propio desempefio. Este estudio
tiene como objetivo examinar empiricamente la correlacion entre la AEC de los empleados y algunas variables organizacionales clave que incluyen
felicidad, motivacion, satisfaccién laboral, compromiso, y ajuste persona-trabajo. A través de un instrumento autoadministrado de corte trans-
versal, el estudio ahonda en las perspectivas de 241 empleados en cuatro empresas del sector minorista en el noreste de Colombia. Utilizando
un modelamiento de ecuaciones estructurales mediante minimos cuadrados parciales, el andlisis explora las relaciones entre estas variables. Los
resultados apuntan a una reciprocidad parcial en las asociaciones evaluadas. Al considerar la AEC como variable dependiente, se validan solo
las hipétesis que proponen la satisfaccién laboral y la motivacién como variables independientes. Sin embargo, surge una asociacion significativa
entre la AEC y todas las variables organizacionales examinadas al aplicar un analisis complementario con hipétesis invertidas. Estos hallazgos
subrayan la importancia de adoptar un enfoque multifacético en aras de mejorar los resultados organizacionales orientados a los empleados per-
tenecientes a un contexto empresarial. Ademds, proponen que, ademds del conocimiento convencional, la AEC podria funcionar como un catali-
zador importante para diversos comportamientos organizacionales relevantes, abogando asi por su exploracion y aplicacién en estudios similares.

Palabras clave: comportamiento organizacional, autoevaluacién central, desempefio laboral, estudio correlacional, asociaciones no-reciprocas.
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Beyond a categorical interpretation aimed at
defining an individual’s outcomes, work perfor-
mance can also be viewed as a set of behaviors,
actions undertaken by the employee. The results
are not solely indicative of an individual’s perfor-
mance but are also influenced by various external
factors (Campbell and Wiernik, 2015). Therefo-
re, the performance of employees is shaped by
a combination of their behaviors and actions, as
well as the external conditions that influence these
outcomes. In organizational literature, individual
performance is evaluated in two primary ways:
objectively, through indisputable evidence such as
sales and quantity of production, and subjectively,
through judgments made by others and the em-
ployee’s performance self-assessment (Schachter,
2010). This latter approach, referred to in this work
as core self-evaluation (CSE), emphasizes the em-
ployee’s internal assessment of their performance.

The present study adopts the CSE approach
and aims to establish whether there is a relations-
hip between this construct and other notions of
organizational behavior. However, the study
chooses to evaluate the behavior of these corre-
lations in two ways: first, considering CSE as a
consequent variable (i.e., original model), and
subsequently, as an antecedent variable (inverse
model). In this study, the notions or behaviors
examined are limited to six constructs: Happiness
(HP), Motivation (MT), Job Satisfaction (JS), Work
Commitment (CM), and Person-Job Fit (JF). The
fieldwork is conducted in four companies in the
Colombian retail industry, where a self-adminis-
tered cross-sectional instrument is applied to a
sample of employees. After hypothesis formu-
lation, these data are analyzed using two partial
least squares-structural equation modeling (PLS-
SEM) models: one for the original hypotheses and
another for the inverted hypotheses.

The results obtained are dissimilar. With the
original model, the study accepts the hypotheses
where the relationships between MT and JS with
the CSE are proposed, suggesting that these two
former variables are possible activators in achie-
ving better perceptions of one’s work performan-
ce. However, when analyzing the inverse model,

itis evident that CSE has a significant relationship
with all the organizational variables studied, and,
in that sense, it is shown that this variable also
acts as a possible activator on other behaviors.

Overall, this research suggests the importance
of considering multiple factors in evaluating and
improving work performance. At the same time,
the study highlights the relevance of understan-
ding this behavior not only as a variable resulting
from traditional organizational behaviors but also
as appreciating its true value and understanding
it as an antecedent variable. The theoretical but
mainly practical implications will be put into
perspective at the end of the document.

In selecting the factors to evaluate the corre-
lation with CSE, a multidimensional approach
supported by current academic literature on or-
ganizational behavior has been considered. In
this sense, happiness at work has been included
due to its intrinsic connection with productivity
and general satisfaction in the workplace (Oswald
et al., 2015). Likewise, MT, an essential element
in self-determination theory, is a key predictor
of work performance (Deci et al., 2017). Finally,
JS, CM, and JF have been selected in line with
the theory of person-job fit, supported by the
research of Kristof-Brown (2015), which suggests
that the congruence between individual charac-
teristics and job demands is positively related
to the productivity obtained. This selection of
factors is based on a deep understanding of how
these interrelated elements influence individual
perceptions of work performance. In this spirit,
the theoretical approach provides a comprehen-
sive framework supported by the most recent
academic research in organizational behavior.

Core-self evaluation

Employees’ work performance denotes a sort
of efficiency and productivity indicator helpful
for an entire organization. However, work per-
formance can also be defined as a construct com-
prising behaviors under employees’ control that
contribute to organizational objectives; it can be
understood as a set of behaviors, not the exter-
nal variables that define these behaviors or their
results (Campbell and Wiernik, 2015).
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Along these lines, core self-evaluation reflects
an individual’s overall self-concept and refers to
people’s subjective evaluation of their performan-
ce. In a more specific sense, CSE represents the
fundamental perceptions individuals have about
their worth and capabilities in relation to their
in-role and extra-role job performance. It integrates
key psychological constructs such as self-esteem,
generalized self-efficacy, locus of control, and emo-
tional stability (Kammeyer-Mueller et al., 2009).

A variety of factors can influence this self-as-
sessment. For instance, a study developed by
Downes et al. (2021) found that work self-efficacy,
the belief in one’s ability to carry out work tasks
successfully, is positively related to core self-eva-
luation. This suggests that people who perceive
themselves as more competent and effective at
their jobs also tend to evaluate their work perfor-
mance positively. Similarly, other studies provide
evidence that perceptions related with CSE can be
influenced by organizational constructs such as
organizational support (Ding et al., 2020), sociali-
zation tactics (Song et al., 2015), and work-family
balance (Katou, 2021), among others.

Literature also insinuates that individual’s
feedback may influence CSE. According to Su et
al. (2022), the quality and type of feedback em-
ployees receive from their superiors can affect
their work performance evaluation. The authors
found that constructive and specific feedback
was associated with greater perceptions of bet-
ter-perceived work performance. However, it is
important to remember that core self-evaluation
may not always coincide with objective evalua-
tions made by others. For instance, Dunning et al.
(2003) highlight a pervasive human inclination
to overestimate one’s performance and abilities,
a phenomenon extensively substantiated over
time. This phenomenon suggests that people may
have a more favorable view of their performance
than external evaluations.

But beyond what has been previously mentio-
ned, it is necessary to comment that authors such
as Chang et al. (2012), Gabini (2018) and Yazdans-
henas (2021) address the relationship between
different forms of CSE and other variables in their
studies. However, it is important to highlight
that it mainly considers work performance as

an antecedent rather than a result variable. This
perspective offers a valuable new understanding
of the factors that may influence core self-evalua-
tion, a perspective that, as previously mentioned,
is adopted in the present study.

In conclusion, CSE constitutes the subjective
evaluations of a person’s performance at work.
Such perceptions of work performance may differ
from objective appraisals or evaluations made
by others. CSE can be influenced by, but also can
influence several organizational constructs.

Happiness

The concept of happiness depends on each au-
thor’s approach to their work, which is why many
researchers refer to it as “subjective well-being”.
In fact, countless studies conclude that happiness
arises from a subjective assessment made by each
individual regarding the achievements in their
own life (Oswald et al., 2015).

Happiness at work is important because most
people do their job out of necessity or desire. The-
refore, happiness can be a source of income and
a way to practice personal skills, face challenges,
and work toward personal achievement. Happi-
ness at work can be analyzed globally and at the
organizational or business level, with most stu-
dies focusing on the employee as an individual or
as part of the workgroup or environment in which
they operate (Bellet et al., 2023). In this sense,
certain emotions, motivations, personalities, and
tasks combine to predict performance. However,
through the various tasks typically required of
employees, happiness is likely to benefit overall
productivity (Zelenski et al., 2008).

In this regard, authors such as Lin et al. (2022)
emphasize that CSE not only encompasses peo-
ple’s evaluations of their own abilities and self-es-
teem but also significantly affects their happiness
and overall well-being at work. This underscores
the importance of understanding the bidirectional
relationship between CSE and happiness, and thus,
the study suggests the following hypotheses:

H1: H is positively associated with CSE.
H1i: CSE is positively associated with H.
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Motivation

Motivation can be defined as an individual’s
need to show performance and willingness to
achieve in their environment (Ghaffari et al., 2017).
This behavior necessarily requires that there be
some need of any degree; This can be absolute,
relative, pleasure, or luxury. Whenever a person
is motivated to do something, that “something”
is considered necessary or convenient (Rhein-
berg and Vollmeyer, 2018). Motivated people are
always aware of the goal to be achieved and direct
their efforts to achieve that goal. Accordingly, it
seems important to understand motivation as a
predictor of work performance (Inam et al., 2023).

Rheinberg and Vollmeyer (2018) point out that
motivation is a key factor in the workplace, which
depends on internal factors, such as affiliation
with the organization, personal achievement,
and power, as well as external factors, such as
constant supervision of organizational leaders,
salary improvements, incentives for improving
professional skills, promotion, and organizational
advancement, among others; that is, motivation
depends on both individual and organizational
factors. The importance of work motivation lies
in how this factor influences an organization’s
human capital, who, by feeling motivated, can
adapt more easily to the business world (Deci et
al., 2017). More emphatically, Johnson et al. (2016)
highlight that CSE significantly impact motiva-
tional outcomes, suggesting that individuals with
high CSE are more likely to be motivated and
perform better in their tasks. Therefore, we pro-
pose the following hypotheses:

H2: MT is positively associated to CSE.
H2i: CSE is positively associated to MT.

Job satisfaction

Job satisfaction is an attitude variable that
indicates employees’ positive or negative per-
ception of their work, both in general and in the
different specific factors surrounding it (Guaya-
céan et al., 2022). Job satisfaction varies according
to the degree of agreement between what an em-
ployee wants and looks for in their job and what

they receive from it; therefore, the perception of
a greater negative difference between what is ex-
pected and what is found leads to less satisfaction
(Wright and Davis, 2003). Its deep understanding
and the discovery of its antecedents are necessary,
given that sufficient empirical evidence confirms
a positive relationship between this attitude and
achieving important positive results at the indi-
vidual and organizational levels (Pujol-Cols and
Dabos, 2018; Chiang-Vega et al., 2021).

The perception of satisfaction or dissatisfac-
tion would seem to be influenced by each per-
son’s needs, values, and expectations. In this sen-
se, it should be noted that job satisfaction causes
differ from employee to employee. For example,
some important factors that predict a variation
in this attitude may be the challenge and interest
aroused by the work, the working conditions, the
rewards received from the employer, and the rela-
tionship with colleagues and supervisors, among
others (Lepold et al., 2018). For this same reason,
job satisfaction is a consequence of employees’
work experience and, therefore, a variable that
can be analyzed based on a direct inquiry about
themselves in specific contexts (Guayacén et al.,
2022). Furthermore, research by Johnson et al.
(2016) suggests that CSE plays a crucial role in
shaping job satisfaction, indicating that indivi-
duals with high CSE are more likely to experience
greater job satisfaction. Hence, the study posits
the following hypotheses:

H3: ]S is positively associated to CSE.
H3i: CSE is positively associated to JS.

Work Commitment

According to authors such as Mercurio (2015),
each collaborator’s commitment to their organi-
zation is more than the simple fact of working
for a salary; It is a factor that makes him perform
and feel part of it. Therefore, this commitment
is necessary to give employees a clear sense of
belonging to the organization and feel the mis-
sion, vision, objectives, values, and organizational
goals as their own.

Employee’s work commitment is made up of
three components: affective commitment, which
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refers to an employee’s emotional association
with the organization; Followership commitment
refers to the awareness of the costs associated
with leaving the organization, such that the em-
ployee remains with the organization because
they believe they need the job; and normative
commitment that is associated with the feeling of
obligation, where employees feel that they must
remain in the organization (Prieto ef al., 2021).
Schaufeli et al. (2002) describes work commit-
ment (or engagement) as a positive, satisfying,
work-related state of mind characterized by vigor,
dedication, and absorption. Vigor refers to high
levels of energy and mental resilience at work,
the willingness to invest effort and persistence
in the face of difficulties; dedication refers to be-
ing strongly involved in work and experiencing
feelings of importance, enthusiasm, inspiration,
pride, and challenge; and absorption refers to
being fully concentrated and happily absorbed
in one’s work. In this spirit, the study suggests
the following hypotheses:

H4: CM is positively associated to CSE.
H4i: CSE is positively associated to CM.

Person job-fit

Person-job fit refers to the match between an
individual’s competences (i.e., knowledge, skills,
attitudes, and abilities) with the description of
his or her job and the incentives eventually deli-
vered to perform it (Kristof-Brown, 2015; Vogel
and Feldman, 2009). Two different types of po-
sition-person compatibility have been identified
in the literature. The first one, compatibility, is
skills-demand, which is understood as the co-
rrespondence between the competences of in-
dividuals and the specific demands of the job.
Once the employees achieve the needed compe-
tences to meet job demands, they are more likely
to perform at a higher level, meet supervisors’
expectancies, and stay on the job. The second
type of person-job fit is needs-supplies, which
is accomplished once the needs of individuals
are satisfied by the external incentives related to
their work. When the organization meets emplo-
yees’ affiliation, autonomy, and economic security

needs through like-minded colleagues, schedule
autonomy, and generous compensation, they ex-
perience greater job satisfaction and commitment
to the organization (Vogel and Feldman, 2009). On
the other hand, person-job fit is understood as the
match between the person and the features of the
position. In other words, person-job compatibility
occurs when a person’s knowledge, skills, and
abilities are compatible with the demands and
resources of the job (e.g., salary, working condi-
tions, and fringe benefits), therefore satisfying both
physiological and psychological needs and prefe-
rences of employees (Saufi et al., 2020). The present
research suggests these two final hypotheses:

Hb5: JF is positively associated to CSE.
Hbi: CSE is positively associated to JF.

The research design is correlational in nature.
To achieve the research objective, after data collec-
tion, the variables were measured and analyzed
through a PLS-SEM, which allows the analysis of
complex relationships between variables and put
into practice (i.e., testing the proposed hypotheses).

Data collection, sample sizes and
measurement instruments

The study utilized an anonymous, structured
cross-sectional questionnaire, including socio-
demographic variables, to investigate emplo-
yees’ perceptions of their work performance.
The measurement instruments, validated in the
relevant literature, comprised a total of 87 items.
Each scale, designed to assess distinct constructs,
incorporated validated measures such as Core
Self-Evaluation (18 items; Ramos et al., 2019), Ha-
ppiness (11 items; Ramirez ef al., 2019), Motiva-
tion (19 items; Gagné et al., 2015), Job Satisfaction
(11 items; Lepold et al., 2018), Employee’s Work
Commitment (10 items; Prieto et al., 2021), and
Person-Job Fit (six items; Vogel and Feldman,
2009). Respondents evaluated each variable using
a five-point Likert scale (1: “Totally disagree” to 5:
“Totally agree”). The inclusion of these validated
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scales in the survey ensured the reliability and
validity of the obtained results. Additionally, the
study controlled for company, gender, age, and
seniority within each company.

The research focused on a sample of emplo-
yees from four Colombian companies in the
retail industry. Data collection involved direct
in-person contact, with 296 self-administered
questionnaires physically distributed. Ultimately,
241 questionnaires were deemed usable for data
analysis (70 from Company A, 98 from Company
B, 49 from Company C, and 24 from Company C).

The retail industry stands as a one of the
cornerstones of any economy, playing a crucial
role in driving economic growth and consumer
satisfaction. Comprised of diverse companies
offering goods and services directly to consu-
mers, the retail sector contributes significantly to
employment and commerce. Within this dynamic
landscape, employees who directly engage with
customers form the frontline ambassadors of the-
se companies. Their role is critical, as they not
only represent the face of the brand but also wield
influence over customer experiences (Moss, 2021).
The symbiotic relationship between employee
engagement and customer satisfaction is evident,
where content and motivated employees contri-
bute positively to the overall shopping experience
(Park et al., 2021). Therefore, understanding the
intricate dynamics of these employees’ percep-
tions and work performance becomes paramount.
This study aims to delve into the nuanced rela-
tionships within this context, recognizing the
significance of the retail industry and the pivotal
role played by employees in shaping the custo-
mer-facing facet of these businesses.

Data analysis

The model was analyzed and evaluated throu-
gh PLS-SEM. This technique allows researchers to
evaluate causal relationships between indicators
and causal relationships of latent constructs (Hair

et al., 2017). The study used the suggested pro-
cedures by the relevant literature to evaluate the
measurements and the structural model. The data
were analyzed in the SmartPLS 4.0 software since
it resolves relevant issues that arise when propo-
sing structural equations, such as inadmissible
solutions, indeterminacy of factors, and the no
need for a normal distribution of data (Ringle ef
al., 2015). To carry out the corresponding analysis,
the methodology was divided into two phases:
evaluation of the measurement model and eva-
luation of the structural model. First, the Smart
PLS software was run to evaluate the reliability
and validity of the measurement model.

This procedure was done by calculating Cron-
bach’s Alpha (@), the composite reliability (CR),
and the average variance extracted (AVE). Li-
kewise, the factor loadings (1) were obtained;
they represent the individual reliability of each
item towards its variable and the discriminant
validity of the constructs was evaluated using the
Fornell and Larcker criterion. Finally, to obtain
discriminant validity, the square root of the AVE
of a construct must be greater than its correlation
with any other construct (Hair et al., 2017).

As a second phase in evaluating the structural
model, the “bootstrapping” function was run to
verify the proposed hypotheses. First, the signi-
ficance of the relationship between the variables
was estimated. To do this, the t-student statistic,
the p-value, and the path coefficient (8) were
obtained for each hypothesis. With the interpre-
tation of these results, the respective conclusions
are obtained.

Measurement model evaluation

The first step considers a description of the
model (Hair et al., 2017). For this purpose, both
the original model (with hypotheses presented
as Hn) and the inverse model (with hypotheses
presented as Hni) are described graphically in
Figure 1.
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Structural Model - with “original” (Hn) and “inverse” (Hni) hypotheses

Motivation
Happiness Job Satisfaction
H2/H2i
H1/H1i H3/H3i
Core Self-
Evaluation
H4/H4i H5/H5i

Person-Job Fit

The individual reliability of the variables is
evaluated through the A of the elements of the
model, which must have a value greater than the
minimum acceptable value of 0.50. The criterion is
taken to accept those items whose value is greater
than or equal to 0.50; Items with 1<0.5 that do not
meet the minimum acceptable will be considered
for elimination only if the elimination results in
an increase in the composite reliability and AVE
above the recommended value (Hair et al., 2017).

As stated by Hair et al. (2017), it is found that,
out of the 18 original CSE items, six items are
outside the indicated levels, which is why CSE11,
CSE13, CSE14, CSE15, CSE16, CSE17, and CSE18
were discarded. Within the HP construct, HP06,
HPO07, and HP08 were eliminated. Also, MTO01,
MTO02, and MTO03 were discarded from the MT
construct. Regarding JS, items JS01, JS02, ]S04
and JS06 were eliminated. Continuing with CM,
two out of its 10 items were discarded, specifi-
cally AC09 and AC10. Lastly, regarding the JF
construct, all its items met the values proposed
in the theory.

The Fornell and Larcker (1981) criterion was
used to judge discriminant validity. According

Work Commitment

to this, the square root of the AVE, which corres-
ponds to the main diagonal of the table, must
be greater than the correlations with the other
constructs. The model’s constructs share more
variance with their indicators than other cons-
tructs. Following the proposed logic, about the
JS construct, item JS03 was eliminated; in the CM
construct, item ACO8 was eliminated; in the MT
construct, items MT09, MT10, MT11, MT15, and
MT19 were eliminated. These elements were dis-
carded from the data set because they generated
conflicts in their analysis and distorted the results.
It is important to mention that the analyses above
were carried out individually for the two propo-
sed structural models; However, the same result
was obtained in both cases.

An analysis was carried out to determine the
model’s reliability using a and CR as measures of
internal consistency. For both indices, a value of
0.7 is accepted for modest reliability in the early
stages of the research and 0.8 for basic investiga-
tion. For convergent validity, AVE is considered
(Chin, 1998). According to Fornell and Larcker
(1981), 0.5 is suggested as the lower limit of an
acceptable AVE, which means that more than 50%
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of the construct’s variance is due to its indicators;
in this way, the adjustment of the indicators will
be significant. They will be highly correlated;
then, the Fornell and Larcker (1981) criterion and
the HTMT ratio criterion were used to determine
the discriminant validity.

The model was evaluated through the statis-
tical significance of the loadings and estimating
the R?values. The R?value measures a model’s
ability to explain a construct’s variability. Chin
(1998) considers that an R?should have a value
of 0.67, 0.33, and 0.10 (substantial, moderate, and
weak, respectively).

Structural model evaluation

As mentioned above, the coefficients’ statistical
significance is obtained using the “bootstrapping”
function. 3 values represent standardized regres-
sion weights. Standardized regression coefficients,
also known as path coefficients, are essential for
analyzing the research model since they allow the
relationships between the hypotheses to be iden-
tified. Values of $=0.2 are considered significant,
although ideally, 3=0.3 is expected (Chin, 1998).

Description of the sample

The p-value is used to evaluate the statistical sig-
nificance of the coefficients in a structural equation
model. It is calculated using the bootstrapping
method and compared to a significance threshold
to determine the relevance of the relationships re-
presented in the model, usually 0.05. Suppose the
p-value is less than the significance threshold. In
that case, the coefficient is considered statistically
significant, and evidence supports the relationship
represented by that coefficient in the model (Hair
et al., 2017). The same technique is used for the
purpose of evaluating the eventual effect of the
control variables.

In the first instance, to thoroughly unders-
tand the study’s sample, we present the results
in terms of descriptive statistics focusing on con-
trol variables—age, seniority and gender within
each of the four companies analyzed and in total.
See Table 1. These demographic factors provide
crucial insights into the participant composition.

Company A Company B Company C Company D Total
Age (years); x(0) 32,45 (6,32) 27,83 (4,21) 30,12 (7,75) 29,3(5,21) 29,77 (5,32)
Seniority (years); x(o) 6,27 (3,41) 4,21(2,28) 4,99 (1,63) 3,54 (1,19) 4,87 (2,57)
Gender (%)
Male % 45,71 42,86 40,82 20,83 41,08
Female % 54,29 54,08 55,10 75,00 56,43
Other % 0,00 2,04 0,00 0,00 0,83
N/A % 0,00 1,02 4,08 4,17 1,66

Moreover, the study presents arithmetic means
(%) and standard deviations (o) for an overview
of the overall data behavior, as outlined in Table
2. Concurrently, an assessment of the model’s re-
liability and trustworthiness is provided, encom-
passing an evaluation of internal consistency and
convergent validity. Subsequently, we proceed to
validate the hypotheses posited in the structural

model. This process aims to determine the effecti-
veness of the selected constructs in explaining the
variability of core self-evaluation (and vice versa)
and verify if the anticipated relationships between
them hold true. The results derived from this
analysis enable us to gauge the model’s quality
and the validity of the formulated hypotheses.
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To ensure individual reliability, the variables  through a and CR analyses. Additionally, the AVE
underwent evaluation based on A loadings. The for each construct exceeded the recommended
reliability of each construct was further examined threshold of 0.5, as detailed in Table 2.

Reliability and Convergent Validity Criteria

Latet variable Element X o A o CR AVE
AEC01 0,825
AEC02 0,867
AECO03 0,762
AEC04 0,842
AECO05 0,822
Core Self-Evaluation (CSE) AEC06 4,347 0,882 0,731 0908 0,928 0,545
AEC07 0,523
AEC08 0,679
AEC09 0,812
AEC10 0,590
CSE12 0,567
F01 0,545
F02 0,767
F03 0,774
Happiness (HP) L0 4,133 1,478 L0805 0861 0,892 0,513
F05 0,617
F09 0,680
F10 0,821
F11 0,674
Mo04 0,707
Mo5 0,629
Mo6 0,692
Mo7 0,624
Mo8 0,666
Motivation (MT) Mi12 4,006 1,950 0,749 0906 0926 0,534
M13 0,723
M14 0,774
Mieé 0,819
M17 0,879
Mi18 0,736
SL05 0,477
SL07 0,784
Job Satisfaction (JS) L_SL08__ 4,032 1,278 _084 0,866 0,881 0,558
SL09 0,819
SL10 0,753
SL11 0,745
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Latet variable Element X o A o CR AVE
CLO01 0,788
CL02 0,830
CL03 0,765
Work Commitment (CM) CL04 3,890 2,011 0,736 0,892 0,899 0,560
CL05 0,687
CL06 0,758
CL07 0,660
PTO1 0,566
PTO02 0,876
PTO03 0,851
Person-Job Fit (JF) — 3,741 0,798 —— 0,854 0,879 0,558
PT04 0,507
PTO05 0,863
PTO06 0,732

To evaluate discriminant validity, the square
root of the AVE of a construct must be greater
than its correlation with any other construct

(Fornell and Larcker, 1981). As seen in Table 3,
this criterium is accomplished, thus discriminant
validity is achieved.

Discriminant validity

CSE HP MT JS CM JE
CSE 0,752
HP 0,408 0,727
MT 0,593 0,644 0,732
JS 0,586 0,607 0,673 0,754
CM 0,539 0,540 0,722 0,725 0,748
JF 0,391 0,552 0,658 0,700 0,724 0,739

Furthermore, the model was evaluated throu-
gh the statistical significance of the loadings and
estimating the R? values. In the initially proposed
model, an R?>= 0.471 (moderate value) was ob-
tained. It was determined, then, that the latent
variables analyzed presented moderate variability
in relation to CSE, representing approximately
47.10% of the variance. These results suggest va-
lidity of the model.

In the analysis of the inverse model (presented
in Table 4), a value of 0.168 (weak value) was ob-

Variability (R?) - Inverse model

tained for the relationship with HP, 0.312 (weak
value) for the relationship with MT, 0.401 (mo-
derate value) for the relationship with JS, 0.306
(weak value) for the relationship with CM, and
0.217 (weak value) for the relationship with JF.
Analogously, these values represent the percentage
of variability of the constructs concerning CSE.
That is, CSE explains 16.8% of the variability of
HP, 31.2% of the variability of MT, 40.1% of the
variability of JS, 30.6% of the variability of CM,
and 21.7% of the variability of JF.

HP MT

]S cM JE

R? 0,168 0,312

0,401 0,306 0,217
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After establishing the measurement model,
the study assessed control variables. Notebly,
the variables company, gender, age, and seniori-
ty within each company were found to have no
effect (p>0.1) on CSE; thus, confirming their role
as control variables.

Subsequently, the hypotheses, both original
and inverse, underwent testing using the bootstra-
pping method with 5000 subsamples, as proposed
by Hair ef al. (2017). The results of the original
hypothesis diverge from the inverse hypotheses.

Regarding the original model (Table 5), only
two out of the five proposed hypotheses demons-
trated a significant influence on the dependent
variable (CSE). These findings indicate that, within

Original model path coefficient

this study’s context, MT and ]S are notable predic-
tors of an important organizational outcome like
CSE, whereas HP, CM, and JF do not seem to act
as a significant influence.

Notebly, the relationship between JS and CSE
is stronger than the relationship between MT and
CSE, as indicated by the higher path coefficient
(B =0.324 for JS vs. B = 0.275 for MT). This sug-
gests that JB may have a more direct or immedia-
te impact on employees’ self-assessment of their
capabilities and worth within the organization.
The higher intensity of this relationship could be
due to the more intrinsic and immediate feedback
that JS provides, compared to MT, which might be
influenced by a broader range of external factors.

Hn Asociacion B valor ¢ valor p Resultado

H1 HP - CSE 0,024 0,445 0,590 HI Rejected
H2 MT -> CSE 0,275 1,972 0,048 H2 Accepted
H3 JS > CSE 0,324 2,111 0,044 H3 Accepted
H4 CM - CSE 0,071 0,843 0,206 H4 Rejected
H5 JF > CSE 0,121 1,506 0,091 H5 Rejected

In contrast, the inverted hypotheses (Table 6)
reveal a highly significant effect when CSE acts as
their antecedent variable. The results show that
this perception significantly influences the five
organizational constructs on study, validating the
five inverted hypotheses raised. This finding is of
great relevance since it confirms the importance of
the main variable in explaining the influence on
the study’s different constructs, allowing for the
prediction of its behavior. The significant path coe-
fficients and p-values across all hypotheses suggest
that CSE is a foundational psychological construct
that drives key aspects of employee well-being and
performance within the organizational context.

Inverse model path coefficient

Interestingly, the inverse model results highli-
ght that CSE has a particularly strong impact on
JF and JS, as evidenced by the highest path coeffi-
cients (8 = 0.609 for JF and B = 0.553 for JS). This
suggests that CSE has a significant influence on
how well individuals perceive they fit with their
job roles and how satisfied they feel with their jobs.
The superior effect of CSE on these constructs may
be due to the fundamental nature of self-evalua-
tion in shaping one’s perception of job compati-
bility and satisfaction. High CSE likely enhance
an individual’s confidence and positivity, leading
to a better alignment with job requirements and
greater job satisfaction as they feel more competent
and valued in their roles.

Hni Association p value t value p Result
HIi CSE - HP 0,401 3,305 0,000 H1i Aceptada
H2i CSE->MT 0,362 2,939 0,000 H2i Aceptada
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Hni Association B value t value p Result

H3i CSE- ]S 0,553 6,447 0,000 H3i Aceptada
H4i CSE-> CM 0,410 3,508 0,000 H4i Aceptada
Hb5i CSE-> JF 0,609 7,789 0,000 Hb5i Aceptada

In a nutshell, the findings from both the origi-
nal and inverse model path coefficients provide
a comprehensive understanding of the intricate
relationships between CSE and various organiza-
tional constructs. The original model highlights
that MT and JS are significant predictors of CSE,
while HP, CM, and JF do not show a significant
direct influence. Conversely, the inverse model
robustly supports the notion that CSE acts as a
crucial antecedent to a range of positive organiza-
tional outcomes, including HP, MT, JS, CM, and JF.

The current study delves into the intricate con-
nections between core self-evaluation (Kamme-
yer-Mueller et al., 2009) and various organizational
behavior constructs within four retail industry
companies in northeastern Colombia. Through
the application of two distinct structural equa-
tion models —one ‘original” and one ‘inverse’— our
primary objective was to validate the observed
correlations. Surprisingly, the study revealed that
most of the hypothesized associations are non-re-
ciprocal. While the original model emphasizes the
consequential role of core self-evaluation only in
relation to motivation and job satisfaction, the
inverse model substantiates the antecedent impact
of core self-evaluation on all assessed constructs.

Our initial findings align with Deci et al. (2020),
who highlighted the crucial relationship between
motivation and job satisfaction in enhancing work
performance. Similarly, Rheinberg and Vollmeyer
(2018) and Pujol-Cols and Dabos (2018) corroborate
this relationship, emphasizing that motivated and
satisfied employees tend to accomplish more and
better work-related objectives. While these studies
predominantly address the global concept of “work
performance’ (encompassing both objective and
subjective dimensions), our research focuses on
a purely subjective analysis from the employee’s
perspective, specifically through the lens of ‘Core

Self-Evaluation’. This specificity adds a more in-
dividual and intimate dimension to the analysis,
highlighting the importance of self-confidence and
its impact on organizational outcomes. This focus
on subjective perceptions is crucial, as it can have
significant implications for organizational results
in the short, medium, and long term.

Contrary to our hypotheses, our data did not
support the hypothesized connection between
happiness and work performance (H1). Similarly,
H4 and H5 were rejected, challenging the conven-
tional wisdom and some relevant contributions
(e.g., Mercurio, 2015; Vogel and Feldman, 2009),
which vehemently suggest that employee’s hap-
piness and work commitment directly influence
their self-evaluation of work performance. These
findings are in line with some recent studies which
suggest that the direct impact of happiness on
work performance may be less significant than
previously thought (Lin et al., 2022).

The study effectively validates hypotheses
linking motivation and job satisfaction with core
self-evaluation. It emphasizes that a motivated
and satisfied workforce is likely to perceive their
performance positively. However, the lack of evi-
dence for other hypotheses highlights the need
for caution, recognizing the potential influence
of unexplored variables. This aligns with the fin-
dings of Johnson et al. (2016), who suggested that
while motivation and job satisfaction are crucial,
other factors like organizational support, emplo-
yee-company identification and leadership style
might also play significant roles.

The validation of all formulated hypotheses
in the inverse model aligns with Gabini (2018)
and Yazdanshenas (2021)’s assertions, enriching
our understanding of the reciprocal relationship
between work performance and an individual’s
self-evaluation in terms of their organizational
reality. This contribution significantly advances
the field of organizational behavior, portraying
work performance as a stronger antecedent and
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activating variable than merely a resultant va-
riable. This perspective is further supported by
Chang et al. (2012), who argue that the interplay
between self-evaluation and work outcomes may
be complex and bidirectional.

Similarly, other studies provide evidence that
CSE can be influenced by organizational cons-
tructs such as organizational support, sociali-
zation tactics, and work-family balance, among
others. For instance, Ding et al. (2020) found that
perceived organizational support for strengths
use mediates the relationship between CSE and
job performance, suggesting that supportive en-
vironments enhance the positive effects of CSE
on performance. Song et al. (2015) highlighted
the role of organizational socialization tactics in
moderating the effects of CSE on job satisfaction
and engagement, emphasizing the importance of
structured onboarding processes. Katou (2021)
demonstrated that work-family balance mediates
the relationship between CSE and organizatio-
nal performance, underlining the significance of
work-life integration. Kammeyer-Mueller (2009)
and Yazdanshenas (2021) further corroborate these
findings by showing that CSE is not only an out-
come but also a predictor of various job-related
attitudes and behaviors, depending on the orga-
nizational context and support systems in place.

The practical implications for human resour-
ce management are substantial, offering insights
into factors influencing and influenced by core
self-evaluation. The study provides guidance for
management in resource allocation and strategic
efforts to enhance employee performance, with
a particular emphasis on the centrality of per-
formance appraisal and feedback. Acknowled-
ging the study’s limitations, notably its focus on
four companies within a single industry and its
cross-sectional design, the results underscore the
importance of considering these factors in organi-
zational decision-making within a specific context.

Furthermore, within the dynamic context of
the retail industry, where employees serve as the
direct link between the organization and its cus-
tomers, our findings hold particular relevance.
The symbiotic relationship between employee’s
reality and customer satisfaction is a well-establi-
shed phenomenon in retail (Moss, 2021; Park et

al., 2021). Content and motivated employees, as
identified through the positive correlations with
core self-evaluation, are not only essential for in-
ternal organizational dynamics but also play a
decisive role in shaping the external perception
of the brand. Engaged and satisfied employees
contribute to a positive customer experience, foste-
ring loyalty and influencing purchasing behaviors.
Our study sheds light on the intricate connections
within this relationship, emphasizing that the per-
ception of work performance is not only an inter-
nal metric but a key determinant of the overall
customer-facing facet of these retail businesses.
This reinforces the strategic importance of unders-
tanding and enhancing employee satisfaction, not
only for internal organizational dynamics but as
a critical factor influencing customer satisfaction
in the competitive retail landscape.

The study’s limitations should be taken into
account when interpreting the results. Extending
the sample to diverse organizations, industries,
and geographic contexts, utilizing longitudinal
or experimental designs, and employing multi-
ple objective and subjective measures of work
performance in future research can enhance the
understanding of these intricate relationships.

The results obtained in this work underscore
the pivotal role of core self-evaluation in both pre-
dicting and being influenced by key organizational
variables, suggesting a complex, bidirectional rela-
tionship. This foundational understanding sets the
stage for a deeper exploration and discussion of
the implications, limitations, and potential future
research directions in the subsequent sections. In
conclusion, this study not only contributes va-
luable insights for management but also suggests
that feedback based on performance evaluations
can positively impact significant organizational
perceptions and behaviors. Despite the study’s
contributions, future research should address the
limitations mentioned before in order to broaden
the applicability of the findings and further em-
phasize the critical role of feedback in shaping
employees’ perceptions and performance.
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Abstract: financial anxiety affects board members in their judgment concerning strategic decisions for their organizations. Both, financial
self-efficacy and neuroticism bear on the financial anxiety of board members. By applying a structural equation model, this paper analyzes the
effect of both factors on the financial anxiety of board members in public, private, and non-profit corporations in Mexico. The approach of the
structural equation model is quantitative, non-experimental, and cross-sectional; and is based on a sample of 155 board members of Mexican
institutions. The results show that financial self-efficacy affects negatively financial anxiety; whereas higher degrees of neuroticism affect posi-
tively financial anxiety. Following these results, it is advisable to consider these personality traits as relevant criteria for the selection of board
members in Mexican institutions. Corporate governance policies and practices should also be developed to ameliorate the effect of neuroticism
and incentivize the effect of financial self-efficacy in the judgments of board members regarding organizational strategy. The methodology of
this study is useful for boards in institutions of other countries.

Palabras: financial anxiety, financial self-efficacy, personality traits, corporate directors, behavioral finance.

Resumen: la ansiedad financiera en la toma de decisiones de los consejeros de administracién es importante para el posicionamiento estratégi-
co de las organizaciones. El objetivo de este trabajo consiste en analizar el efecto de la autoeficacia financiera y el neuroticismo en la ansiedad
financiera de los consejeros de administracion de empresas, ya sean ptiblicas o privadas, sin fines de lucro y fundaciones en México, ya que son
personas clave en el disefio y la implementacion de la estrategia organizacional. Se utiliza un modelo de ecuaciones estructurales para estudiar
el efecto de la autoeficacia financiera y el neuroticismo de los consejeros en su ansiedad financiera bajo un enfoque cuantitativo, no experimental
y de corte transversal. La muestra bajo estudio consiste en 155 consejeros. Los resultados permiten afirmar que la autoeficacia financiera influye
de manera negativa en la ansiedad financiera, en tanto que el neuroticismo se relaciona de manera positiva con la ansiedad financiera. Los resul-
tados permiten disefiar e implementar estrategias de gobierno corporativo que consideren los rasgos personales de quienes integran los consejos
de administracién, lo cual permitird optimizar los beneficios de la correcta seleccién de los integrantes de la alta direccién de las organizaciones
mexicanas. Se recomienda extender este estudio a otras culturas u otros niveles organizacionales.

Palabras claves: ansiedad financiera, autoeficacia financiera, rasgos de personalidad, consejeros de administracién, comportamiento financiero.
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The members of the board of directors are key
in the design, implementation and monitoring of
the organization’s strategy. There is a great interest
in the academic literature to study the relationship
between the boards of directors and the corporate
strategy. The directors, help the organization’s
positioning in competitive markets (Bezemer et
al., 2023). Good corporate governance has positive
implications for the longevity of family-owned
enterprises (Fahed-Sreih, 2009) and a positive im-
pact on the performance of public company stocks
(Shank et al., 2013).

Much of the corporate governance literature fo-
cuses on the structure, composition, and functioning
of the board of directors. Managing directors are a
central element of corporate governance, as they are
responsible for the accountability of the organiza-
tion’s performance to shareholders, however, little
has been studied about the personal characteristics of
directors, which have a positive effect on the quality
of corporate governance of organizations (Charitou
et al., 2016). According to Pérez-Martinez and Ro-
driguez-Ferndndez (2022), judgments and human
assessments and decisions have consequences on the
results of companies, so it is important to study the
counselor as a decision-maker under the principle
of limited rationality.

The financial anxiety of board members is
affected by their financial self-efficacy, which is
a symbol of resilience and continuous improve-
ment over time. High financial self-efficacy allows
learning and implementing financial strategies
that improve the financial stability of the person
(Lone and Bhat, 2024) and by their neuroticism,
which is a personality trait that is accompanied
by emotional instability and is associated with
financial dissatisfaction (Fachrudin et al., 2022).

The relationship between financial self-effi-
cacy and financial anxiety has been studied by
Dickson and Mulligan (2023) who argue that fi-
nancial self-efficacy mitigates the financial anxiety
of people with liabilities. On the other hand, the
relationship between neuroticism and anxiety has
been addressed by several authors, among which
Vinograd et al. (2020) who state that individuals
with high levels of neuroticism tend to have high

levels of anxiety. However, a review of the aca-
demic literature found no publications that have
studied the relationship between financial self-effi-
cacy and neuroticism with financial anxiety among
board members.

A survey of 155 board members of Mexican
organizations analyzes the relationship between
their financial self-efficacy, neuroticism and fi-
nancial anxiety. This research contributes to the
understanding of how directors make decisions
and the effect on their personal finances. Next, the
different theoretical perspectives of the variables
financial self-efficacy, neuroticism and financial
anxiety are reviewed in order to establish the theo-
retical perspective under which the variables of
interest will be studied.

Financial self-efficacy

Self-efficacy is a person’s self-conception about
their ability to carry out an activity. If a person
has a high expectation of self-efficacy, then he/
she will be more motivated and more likely to
start an activity and to devote much more time to
perfecting the activity, and therefore more likely
to achieve the goal set (Bandura and Locke, 2003).
It can be said that individuals with high self-effi-
cacy manage to generate positive spirals in which
high efficacy leads to goals being set and to high
motivation and forces the person to overcome
(Huerta-Soto et al., 2023).

Particularly financial self-efficacy is the self-con-
ception of the person to make decisions in perso-
nal finance; a high financial self-efficacy in wo-
men leads to better financial decisions (Farrell et
al., 2016). Likewise, people with lower financial
self-efficacy are more likely to build investment
portfolios with lower risk and, therefore, with lower
long-term return (Montford and Goldsmith, 2015).

Financial anxiety

Financial anxiety was defined by Archuleta et
al. (2013) as the feeling of anxiety or worry about
personal financial situation. According to Gicnac
et al. (2023), financial anxiety is associated with a
lack of financial education and poor money ma-
nagement habits. The most used measurement
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instrument in the academic literature to evaluate
financial anxiety is the one proposed by Archuleta
et al. (2013), which makes a subjective measure-
ment, based on the self-assessment that an indivi-
dual makes regarding his level of financial anxiety.

The relationship between anxiety and finan-
cial self-efficacy has been studied by several au-
thors, among which Craske (2021) stands out, who
affirms that a perception of positive self-efficacy
accompanied by the setting of personal goals stren-
gthens motivation and performance In an intellec-
tual fencing with detractors of this position Ekinci
and Kog (2023) defend that a perception of high
self-efficacy does not have an effect of overconfi-
dence and low performance, but on the contrary,
helps people stay motivated when carrying out
an activity, reducing levels of anxiety and stress.

Sénchez Anguita et al. (2018) find that workers
in hospitals with high levels of self-efficacy in per-
sonal (social) relationships reduce their exposure
to anxiety, and vice versa, workers with high levels
of anxiety are perceived with lower self-efficacy.
Lartey et al. (2023) provide a study on nurses in
leadership positions, finding that those with high
self-efficacy tend to maintain their positions, gain
confidence over time, and aspire to higher positions.
Given the shortage of nursing leaders, they suggest
that strengthening their self-efficacy is crucial.

Studies on the relationship of financial anxiety
and self-efficacy can be found in the academic
literature. The relationship between anxiety and
self-efficacy suggests that personal finance courses
should be offered as an effective method to im-
prove self-efficacy (Rudi et al., 2020). Likewise, Lee
et al. (2023) affirm that the relationship between
financial education and anxiety is moderated
by levels of financial self-efficacy, so as financial
self-efficacy increases, financial education will
decrease the level of financial anxiety.

Neuroticism

Neuroticism is one of the elements that make
up the model of the five personality traits. The
five major personality traits in their most basic
dimensions of human personality structure deter-
mine the characteristics of human thought, feeling,
and behavior (Novikova et al., 2023). Neuroticism

comes from the three dimensions proposed by
Eysenck and is also known as emotional stability,
i.e., it is the tendency to experience frequent and
intense negative emotions associated with a sense
of lack of control in response to stress.

In the academic literature, several studies have
been carried out to investigate the relationship
between neuroticism and financial behavior varia-
bles. Ng and Kang (2021) studied the relationship
between financial satisfaction, neuroticism and
subjective well-being, confirming that there is a
negative relationship between neuroticism and
subjective well-being. Nyhus and Webley (2001)
studied the effect of personality on saving habits,
finding that emotional stability is associated with
saving decisions so, in the negative relationship
between saving and emotional stability, high levels
of neuroticism will have low levels of saving.

The relationship between risk aversion and
personality traits was studied by Borghans et al.
(2009), who found that risk aversion has a positive
relationship with people with high level of neuro-
ticism, who at the same time will have a high level
of risk aversion. Several authors, such as Aidt and
Rauh (2018) have studied the stability of perso-
nality traits, concluding that they are stable over
long periods of time and that they are predictors of
relevant events in life, such as functional problems
in the family and work environment.

Although the relationship between financial
behavior variables such as risk aversion, debt
decisions, and investment has been studied, no
evidence was found in the academic literature
regarding the study of the relationship between
financial anxiety and personality traits. According
to Okoye (2013), it is important for companies to
develop processes that identify risks associated
with behavioral problems as part of their corporate
governance processes. The argument they make
regarding personality dimensions in corporate
governance is that risks must be recognized and
managed, as personality has a positive impact on
behavioral processes.

This study is quantitative, with a non-experi-
mental and transversal design using a methodo-
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logical design similar to that proposed by Cueva
et al. (2021) to study the relationships between
variables from responses in Likert scale obtained
through a survey. The constructs financial anxiety
(FA), neuroticism (NEU) and self-efficacy (SE) are
one-dimensional and follow the structure presen-
ted in Archuleta et al. (2013), Toledo-Ferndndez et
al. (2022) and Lown (2011), respectively. It is worth
mentioning that the corresponding items were
reviewed in consensus with an expert judgment

Financial Anxiety

in order to draw on the specialized knowledge
and experience in this subject from an informed
and professional perspective.

Specifically, the FA variable consisted of seven
items where the person rates their reaction on the
Likert scale to: “Almost never (1)”, “Occasionally
(2)”, “Sometimes (3)”, “Normally (4)”, “Very often

(5)” and “Many times (6)” (see table 1).

Items Financial Anxiety
FA1 I feel anxious about my financial situation.
FA2 I have difficulty sleeping because of my financial situation.
FA3 I really enjoy doing my job.
FA4 I get irritated because of my financial situation.
FA5 I have difficulty controlling my concern about my financial situation.
FA6 I have muscle tension because of my financial situation.
FA7 I feel fatigued because of the concern of my financial situation.

The FA variable consists of six items where the
person answered “Completely False (1)”, “False

(2)7, “True (3)” and “Completely True (4)” to six
statements (see table 2).

Financial self-efficacy
Items Financial self-efficacy
SE1  Itis difficult to stick to the spending budget when unexpected spending arises.
SE2  Itis challenging to progress towards my financial goals.
SE3  When unexpected expenses occur, I usually have to use credit.
SE4  When I face a financial challenge, I have a hard time finding a solution.
SE5  Ilack confidence in my ability to manage my finances.
SE6  I'm worried that when I retire, I'll run out of money.

The neuroticism variable is constructed by con-
sidering three items of the instrument developed
by (Toledo et al., 2022) to measure personality traits,
where “Strongly disagree (1)”, “little disagree (2)”,
“Neither agree nor disagree (3)”, “A little agreement
(4)” and “Strongly agree (5)” are answered to a
sequence of statements that complete the phrase
“Iam a person...” (see table 3). It is appropriate to

comment that the construct of this variable is not
generated by Factorial Analysis but is constructed
based on the weights established by the authors,
hence it is not presented in the estimates of table
4. However, Soto and John (2017) report that the
neuroticism variable presents a strong internal con-
sistency, 0.900 or higher.
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Neuroticism
Items Neuroticism Weighting
NEU1 Fascinated by art, music or literature. 1/3
NEU2 With little interest in abstract ideas. 1/3
NEU3 Original, which brings new ideas. 1/3

Based on the above constructs, a randomized
sample pilot test was carried out in a population
of graduate students at Universidad Andhuac Mé-
xico. Students surveyed are active students within
the university and who belong to the economically
active population. In this regard, using the finite
sampling formula with a 95 % confidence level,
a population of 700 pupils and a margin of error
equal to 8 %, a sample size equal to 124 people
is obtained. The resulting sample size was 177

Factor analysis of the pilot test

students, which corresponds appropriately to the
calculated sample size.

Table 4 presents the results of the exploratory
and confirmatory factor analysis of the pilot test.
The factors considered are those whose eigenvalue
is greater than one, which account for 80.70 % of
the variation of the data in the sample and whose
internal consistency, measured by the a-Cronbach
coefficient is greater than 0.80 (Croasmun and
Ostrom, 2011).

Factors Eigenvalue Cumulative variation a-Cronbach
Factorl 5.305 0.442 0.904
Factor2 1.540 0.208 0.807
Rest <1 0.350
Confirmatory factor analysis
Item Factor 1 Factor 2
FAl 0.614
FA2 0.800
FA3 0.845
FA4 0.833
FA5 0.819
FA6 0.864
FA7
SE1 0.871
SE2 0.845
SE3 0.511
SE4 0.728
SE5 0.832
SE6 0.497
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In relation to the Barlett sphericity test, the null
hypothesis (1024.765, p-value <0,05) is rejected
under 95% confidence, indicating that the matrix
of correlations between the different items is sig-
nificantly different from an identity matrix, and
ratifying the relevance of factor analysis. In this
sense, based on the results of the pilot test, it is
decided to use the instruments of neuroticism,
self-efficacy and financial anxiety to evaluate the
relationship between the variables in the popula-
tion of management counselors.

The instruments identified were applied to a
sample of board members. In this regard, the po-
pulation size is uncertain or very large, suggesting
the use of infinite sampling (see Mendenhall et al.,
2006). Under this approach a sample size of 150
people is obtained. However, it is known that the 50
most relevant companies in Mexico have 605 coun-
seling positions (Meza, 2023). If this value is taken
as the minimum bound for the number of possible
advisors within the population and the finite sam-
pling formula with a 95 % confidence level and a
margin of error equal to 8 % is used, a sample size
equal to 100 people is obtained. In other words, the
sample size under these thresholds ranges from 100
to 150 people. Therefore, in this work the sample
used consists of 155 management advisors, a figure
according to the estimated sample sizes.

However, the sampling process is carried out
for convenience using a platform specifically de-
signed for online survey collection. The proce-
dure used to verify research hypotheses is factor
analysis and structural equations. The method of
exploratory factor analysis groups a set of items
into factors, which seek to approximate one or
more latent variables. This is achieved because
the estimated coefficients capture the degree of
correlation and interdependence between items
such that they can be grouped into different
subsets. Within each subset we have, then, the
necessary items and the factor loads required to
operationalize the respective latent variable and
approximate its behavior through the sample data
(Hair et al., 2014).

In matrix terms, the factor analysis method
estimates a set of composite variables, called fac-
tors, as a linear combination of items. This linear
combination is achieved by maximizing the com-

mon variance between the available sample items.
In order to assess the suitability of the estimated
factors in relation to the items used and excluded
from the sample information set, various hypo-
thesis tests are conducted.

The classical goodness-of-fit indicators are
the likelihood ratio, the mean quadratic root of
approximation error (RMSEA), the comparative
goodness-of-fit index (CFI), the Tucker-Lewis in-
dex (TLI), and the mean quadratic root of standar-
dized approximation error (SRMR.) (Acock, 2013).
The thresholds that determine a reasonable fit for
a SEM model are that the test statistic (Rojas-To-
rres, 2020), that the CFI and TLI values are greater
than 0.80 (Hair et al., 2021), that the magnitude of
RMSEA is less than 0.08 (Hair et al., 2021) and that
the level of SRMR. is less than 0.10 (Shi et al., 2019).

In this work, a structural equations model
(SEM) was implemented to evaluate the relations-
hips between the variables of financial self-efficacy,
financial anxiety and neuroticism within a com-
mon theoretical framework. The estimation of this
SEM model was made by maximum likelihood
with robust standard White errors (Acock, 2013).
In matrix terms, the structural equation model can
be described as a system of equations of the form:

X=AX+0O¢ +¢€

Where X is a vector mx1 of endogenous latent
variables, ¢ is a vector nx1 of exogenous latent
variables, A is a matrix of coefficients mxm that
measure the effects of endogenous O latent va-
riables is a size mxn matrix of coefficients that
capture the effects between ¢ and A, being € the
stochastic term (Acock, 2013).

A descriptive analysis of the final sample is now
presented. The information set was composed of
people who reported participating in some type
of board of directors, whether public or private,
non-profit and foundations. In the study sample
there are 90 % men and 10 % women, where the
average age is 57.64 years, being that the average
of women is 55.73 years and the average of men is
57.84 years. 72.26 % of the counselors in the sample
collected reported having postgraduate studies,
either specialty, master’s or doctoral. The rest of
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the people, 28.74 %, have a bachelor’s degree. The
experience of participation in boards of directors of
the sample under analysis is significant, since they
reported having 16.55 years of experience on avera-

Absolute frequency

10-15 15-20 20-25

ge. However, there is a bias to the right given that
mode is between five and ten years, which is offset
by few counselors reporting more than 30 years of
experience on the right tail of the histogram.

IIIIIII-.__

25-30

30-35 35-40 40-45 45-50 50-55

Years of experience

The exploratory data analysis that has been
presented is an overview of the sample of infor-
mation that is used in the following section for
inferential estimates.

The results of this work are presented below.
The set of estimates begins with the Kaiser-Me-
yer-Olkin (KMO) sample adequacy measure in
Table 6. This indicator presents a value of 0.863

KMO and a-Cronbach

for items that make up financial anxiety and a
magnitude of 0.828 for the financial self-efficacy
factor. These values are above the threshold of
0.80 meritorious calibration (Woods and Edwards,
2007) for such constructs. In relation to Cronbach’s
Alpha coefficient, it was found that financial anxie-
ty has a level of 0.901, while financial self-efficacy
has a value of 0.860. In this case, according to the
goodness of fit thresholds above 0.80 (Shrestha,
2021) a good and acceptable internal consistency
is achieved, respectively (see table 6).

Latent variable a-Cronbach KMO
Financial Anxiety 0.901 0.863
Financial self-efficacy 0.860 0.828
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On the other hand, the statistic corresponding
to the Bartlett test has a value of 1087.80 with a
p-value less than 1%. Hence, the null hypothesis
is rejected and there is evidence to affirm that the
items present a significant correlation to generate
the constructs associated with the latent varia-

95 % of the total variance of items used under a
correlation matrix determinant of less than 0.001
(see Table 7).

In the case of the neuroticism variable it reaches
an internal consistency of 0.900, according to the
items and validation of the instrument presented

bles. Moreover, the Exploratory Factor Analysis by (Soto and John, 2017).
procedure (Hassan Kariri et al., 2023) identified
two significant factors that account for just over
Exploratory factor analysis
Factors Eigenvalue Cumulative variation
Factorl 5.153 0.717
Factor2 1.704 0.955
Rest <1 0.045

Considering the two estimated factors of table
8, the Confirmatory Factor Analysis procedure
was carried out, seeking the significance of the
items according to the latent variables of finan-

Confirmatory factor analysis

cial anxiety and self-efficacy. Specifically, factor
loads group items according to expected constructs
under a robust threshold of 0.40 (Shrestha, 2021)
(see table 8).

Item Factor 1 Factor 2
FA1 0.601

FA2 0.768

FA3 0.793

FA4 0.821

FA5 0.743

FA6 0.484

FA7 0.656

SE1 0.506
SE2 0.549
SE3 0.470
SE4 0.734
SE5 0.713
SE6 0.619

A model of structural equations was estimated
based on the factors found (see table 9), where an
inverse relationship between financial self-efficacy
(-0.428, p-value < 1 %) and positive between the

neuroticism and financial anxiety variable (1.487,
p-value <1 %) is confirmed. There is also a negative
association (-0.048, p<1 %) between neuroticism
and financial self-efficacy.
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SEM model

Dependent variable Independent variables Coefficient s tanIfi(::ilS:rror Statistic z p-value
Financial anxiety <-
Financial self-efficacy -0.428 0.017 -25.00 0.000
Neuroticism 1.487 0.089 16.68 0.000
Cov (Financial self-efficacy, Neuroticism) -0.048 0.006 -8.57 0.000

Structural Equations Model

AF1 | AF2 | | AF3 AF4 | | AF5 | | AF6 |
2.2 2.4) 2.9) 3.1 33
47 1 24

5 0 6 O O o

It is important to underline that the constructs
of financial anxiety (FA) and financial self-efficacy
(SE) show acceptable internal consistency accor-
ding to Cronbach’s Alpha indicator (Croasmun
and Ostrom, 2011). In this sense, the neuroticism
variable also presents a strong internal consistency
(0.900) as discussed in Soto and John (2017).

It is important to comment that the coefficients
of the SEM model were estimated weighting by
gender, i.e., standard errors of estimated coefficients
consider the differences in the dependent variable
for men and women. In this respect, the Levene
test rejects the null hypothesis and it can be stated
that there are differences by sex in the construct of
financial anxiety (W = 3.936, p value <1 %).

Regarding the goodness of adjustment of the
structural equations model, it is obtained that
the CFI and TLI indicators are above the 0.80
threshold. The RMSEA indicator is less than 0.10
and the SRMR. statistic <0.08. In addition, the li-
kelihood ratio test statistic is below the critical

value five. These results provide evidence that
the adjustment of the sample covariance matrix
under the SEM model structure is in line with the
theoretical relationships of the latent variables
(Shrestha, 2021; Acock, 2013).

From the estimates obtained by the SEM model
in the Stata 14 software, the relationship between
the variables neuroticism and financial self-efficacy
with the dependent variable financial anxiety is
verified. These results allow companies to better
structure the design of their boards of directors
and manage their risk, since as Amin et al. (2021)
states, corporate governance has a positive impact
on the financial performance of companies. The
findings of this research show that counselors with
high levels of financial self-efficacy manage to
reduce their anxiety levels, which implies that it
will be easier for counselors with high financial
self-efficacy to strengthen their stability capacity.

On the other hand, this research argues that
neuroticism has a positive effect on the financial
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anxiety of directors, which is consistent with the
research of several authors, including: (1) Paulus et
al. (2016) who argue that neuroticism manifests it-
self as anxiety when there are situations of shame,
psychological rigidity and/or lack of emotional
control; for their part, (2) Shin et al. (2023) studied
the relationship between perfectionism and neu-
roticism and anxiety, finding a positive correlation
between neuroticism and anxiety, and; finally, (3)
Ikizer et al. (2022 asked patients diagnosed with
anxiety to perform NEO personality tests, conclu-
ding that there is a positive relationship between
anxiety levels and neuroticism.

The results of this research contribute to the
study of managerial biases and their implications
for company results according to Guenzel and Mal-
mendier (2021). Since the mid-2000s, this branch of
behavioral corporate finance has provided theo-
retical and empirical evidence on the influence of
biases on the corporate realm. The field has been
a leading force in dismantling the argument that
traditional economic mechanisms (selection, lear-
ning, and market discipline) would be sufficient to
sustain the rational manager paradigm.

The results of this research lead to relevant
corporate governance implications. It is recom-
mended that those responsible for corporate go-
vernance of companies consider personality traits,
as well as financial self-efficacy when planning
their board of directors in order to optimize the
competencies of senior management and improve
the results of the company and establish programs
that strengthen the self-efficacy of people with
high levels of financial anxiety.

Among the most relevant limitations of this re-
search is the resistance to answer the measurement
instrument applied to the population through an
online survey, since the directors of the companies
are exposed to information requirements by multi-
ple channels and are reluctant to share information.

As future lines of research, it is proposed to re-
plicate the study considering the effect of alexithy-
mia in the context of decision-making under levels
of uncertainty to which members of the board of
companies are subjected following the proposal

of Molins and Serrano (2023), since alexithymia
has a negative relationship with loss aversion and
therefore an increase in alexithymia levels could
reduce levels of financial anxiety.

Likewise, it is recommended to conduct this
study to other cultures and/or levels of the orga-
nization in order to extend the results and make
comparisons, following the proposal of Rocha
(2024) who found a significant relationship be-
tween certain cultural dimensions (specifically,
masculinity, distance of power, individualism
and avoidance of uncertainty) and the five main
personality traits, which vary between countries
with different cultures.
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and organizational justice in the binomial happiness

and turnover intention
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JUSTIFICATION

The aim of any institution of education is to
provide students quality education that facili-
tates their integration into the labor market.
To achieve this, it is essential that their
human capital, i.e. teachers, work in an envi-
ronment of happiness, trust, satisfaction and
commitment. In countries with emerging
economies like Mexico, it is critical to attract
talent, improve in the international rankings
and promote innovative and competitive
ecosystems.

Therefore, it is vital to analyze how these
factors such as job satisfaction, commitment
and organizational justice influence on hap-
piness and intention to rotate of university
professors.

OBJECTIVE

To evaluate the  relationship between

job satisfaction, affective commitment and
organizational justice with happiness and
intention to rotate by university professors
in Mexico

METHODOLOGY

In this study, a quantitative approach was
used to analyze the interrelationship
between the variables of job satisfaction,
affective commitment, organizational justice,
job happiness and intention to rotate in uni-
versity professors in Mexico.

The research includes the application of sur-
veys to professors in higher education insti-
tutions and uses statistical techniques, such
as structural equation modeling (SEM), to
evaluate the relationships between the con-
structs analyzed.

RESULTS

The variables job satisfaction, organization-
al commitment and organizational justice
positively explain happiness at work and, in
a negative way, the intention to rotate uni-
versity professors in Mexico. However,
happiness at work does not determine the
desire for permanence of the employees
of these organizations.

CONCLUSION

The value of this research for the area of
Organizational Behavior in the Administra-
tive Sciences lies in its contribution to
understanding how psychological and cul-
tural factors, such as organizational justice
and affective engagement, directly influ-
ence staff well-being and retention.

Scopus

retos.ups.edu.ec

Retos, 14(28), 343-352

QIOIX O

Print ISSN: 1390-6291; Electronic ISSN: 1390-8618



Universidad Politécnica Salesiana

EDSALESIANA

}{etos

Vol. 14 Num. 28
october 2024-march 2025

pp. 199-215

Engagement and job satisfaction:

evidence in the Peruvian commercial sector
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JUSTIFICATION

The study explores the relationship be-
tween commitment to task and satis-
faction employment in the Peruvian
commercial sector, providing valuable
insights for improving human manage-
ment policies in an emerging economic
context.

OBJECTIVE

To identify the components that most
influence job satisfaction of employees
in the commercial sector in Peru and
how these components vary with age.

METHODOLOGY

A minimum ordinary squares (OLS)
was used with a Quadratic variable for
age, based on Surveys applied to
260 Employees of 25 companies in the
commercial sector in Lima.

RESULTS

There is a significant relationship be-
tween the components: challenge,
inspiration and immersion in work
(flow), and job satisfaction, especially
with a quadratic trend according to
the age of the employees.

Job satisfaction shows a non-linear
variation with age, suggesting that sat-
isfaction may experience both
growth and decline at different stages
of working life.

g 1

CONCLUSION

The study contributes to the existing
literature by offering a new perspective
on how the commitment to the task,
specifically the challenge, inspiration and
flow, influence job satisfaction with prac-
tical implications to improve well-being
and work performance in the Peruvian
commercial sector.

The findings underscore the im-
portance of adapting HR man-
agement policies to the specific
needs of employees based on
their age to maximize job satis-
faction.
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Human resource analytics for change
and happiness management
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JUSTIFICATION

Nowadays organizations are search-
ing for new management perspec-
tives of the human resources they
have and the well-being and happi-
ness of workers. Analytics of human
of resources (AHR) are good tool to
achieve this.

OBJECTIVE

Analyze the MainTopics  studies
on AHR. Two research questions are
formulated:

1) What topics have been studied on
AHR? and 2) what are new topics on
AHR?

METHODOLOGY

First, topics studied in literature were
previously identified Secondly, a re-
flection process has been carried out
from the works published in the last
years to propose interesting and
new topics.

RESULTS

In response to the first research
question, the topics analyzed on AHR
have been grouped into the following
categories: context, internal aspects,
tools, applications and effects.

In response to the second research
question, two new topics have
been identified: change manage-
ment and happiness management,
and two theoretical models have
been proposed for adopting AHR,
one for decision-making and anoth-
er for organizational change.

CONCLUSION

The use of human resources ana-
Iytics is a relatively new phenome-
non that is a complementary tool
to adapt to change.
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Employee satisfaction and retention:
social marketing and happiness

I
Authors: &
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JUSTIFICATION

This research is essential to under-
standing the critical factors that influ-
ence employee satisfaction and reten-
tion in the Great Resignation Era, high-
lighting the need for organizations to
address issues that lead to high turn-
over and dropout rates.

OBJECTIVE

To identify the key factors that contrib-
ute to employee satisfaction and pro-
vide information to improve work envi-
ronments, the opportunities for profes-
sional growth and management prac-
tices to retain talent.

METHODOLOGY

The study employs a semantic network
analysis of 138,764 employee reviews
from 136 companies, collected through
Glassdoor; to identify recurring issues
related to the work environment,
career growth, workload, and manage-
ment practices.

RESULTS

The research finds that both current
and former employees highly value a
positive and supportive work environ-
ment, which plays a crucial role in their
job satisfaction and retention.

Avraceli Galiano-Coronil - &

CONCLUSION
The study concludes that improving

management  practices, providing
better opportunities for career
growth and ensuring fair pay are key
strategies to improve employee satis-
faction and reduce staff turnover.

Soffa Blanco-Moreno

It highlights the importance of offer-
ing flexible working arrangements to
improve employee retention and
attract top talent, particularly in a
competitive global market.
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Happiness management and university entrepreneurship:

literature review
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JUSTIFICATION

The increase in the importance of

the concept of happiness manage-
ment in the last ten years makes it
necessary to review the literature to
assess the main lines of research and
possible gaps.

OBJECTIVE

To identify the existing relationships
between the management con-
structs of the happiness-entrepre-
neurship.

METHODOLOGY

In this review of the literature, the
PRISMA methodology is used, where
a total of 391 articles selected as ob-
jects are reached through five filter-
ing processes

RESULTS

The main thematic areas of this re-
search are identified: business man-
agement and organization, business
models, types of entrepreneurship,
financing and skills and training.
This research highlights the strong
social and digital character of entre-
preneurship, therefore the manage-
ment of happiness within the com-
pany must align with these realities
if it ams to be successful.

It highlights the value of having and
working with the mechanisms of
happiness management that have
been hinted at by other names
over the years, such as the manage-
ment of emotions or the valuation
of the well-being of the investor.

CONCLUSION

The lack of implementation of clear
mechanisms of happiness manage-
ment shows the need to contem-
plate this type of management
within the training of entrepre-
neurs and workers.
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Innovation Climate Scale:
psychometric analysis in Peruvian workers
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JUSTIFICATION

Leadership, working group relation-
ships and problem solving directly or
indirectly affect individual innovative
behavior through perceptions of
innovation climate assessed with
self-reports.

OBJECTIVE

Analyze the psychometric properties
of the Innovation Climate Scale (ICS)
in Peruvian workers. In recent years,
companies are focusing their atten-
tion on creating an organizational
climate more conducive to promot-
ing innovative behavior, which re-
quires an appropriate measurement
instrument.

METHODOLOGY

The study design is non-experimen-
tal and transversal. Specifically, it is an
instrumental study that analyzes the
psychometric properties, particularly
evidence of content validity and
internal structure, as well as reliability
of ICS in Peruvian workers.

RESULTS

Assessment of the internal structure
of the ICS by confirmatory factor
analysis indicates that a Brief and
one-dimensional version of | | items
is recommended.

As for the validity based on the
content of the items, the judges
indicate that these are clear and
relevant, appropriately reflecting
the main features of the innova-
tion climate. Thus, they will con-
tribute to the operationalization
of the construction in Peru.

CONCLUSION

The implementation of the ICS
would allow companies to under-
stand the role that the innovation
climate plays in organizations and
their employees, and to develop ac-
tions to promote innovation.
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Post-recession Business Growth:
Impact on ROE in the Long and Short Term

Authors: g Vladislav Spitsin- g Marina Ryzhkova - gl ubov Spitsina - g Victoria Leonova

JUSTIFICATION

The world economy has been un-
dergoing several crisis events. Many
companies have experienced long
periods of declining sales.This article
continues the series of scientific
papers on the study of restarting
growth, ie. growth after a long
period of falling sales.

OBJECTIVE

To evaluate how restarting growth
affects a company's financial perfor-
mance. The article provides informa-
tion by analyzing the impact of differ-
ent types of growth restart.

METHODOLOGY

The study identifies four types of
growth restart and business groups.
Fixed-effect regression models are
used to estimate the impact of each
type of growth on profitability.

RESULTS

The investigation revealed a positive
impact of long-term growth on ROE
but did not confirm the impact of
short-term growth on ROE.

The maximum profits accrue to
start-ups with rapid long-term sales
growth.

CONCLUSION

Empirical studies provide variable
results on the impact of growth on
company profitability,. Our ap-
proach reconciles these contradic-
tions and shows that long-term sus-
tainable growth enables companies
to achieve higher profitability.

These results are interesting to
investors, who should focus on
finding companies that can demon-
strate annual sales growth over
several years. It is also advisable for
owners and managers to strive for
long-term annual growth in compa-
ny sales.
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Gender differences in work values.
A study in the Colombian labor force

Authors: g Carolina Monsalve-Castro - g Fddy Johanna Fajardo Ortiz - g Reynier Israel Ramirez Molina

JUSTIFICATION

Changes in dynamics Business de-
mands an approach detailed motiva-
tions of the human talent from
gender to align the personal expec-
tations with the organizational.

OBJECTIVE

To determine if gender influences

in the orientation towards values
extrinsic, intrinsic, social and pres-
tige values in the working environ-
ment.

METHODOLOGY

A quantitative cross-section
research was carried out
using a questionnaire and
applying factorial analysis
hypothesis testing.

and

RESULTS

Women show greater orientation
towards extrinsic labor values, such
as wages and job security. No signifi-
cant differences were found be-
tween men and women in terms of
intrinsic, social and prestige work
values.

CONCLUSION

There are no gender differences in
intrinsic, social and prestige values,
which indicates equality in these
aspects of work and opportunities
from human talent to manage indi-
viduals under the same retention
and loyalty strategies.

The orientation towards extrinsic
values is more marked in women,
thus suggesting the importance of
these factors in their permanence
in an organization.
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Core Self-Evaluation:

An Empirical Study in the Colombian Context
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JUSTIFICATION

Understanding the concept of core
self-assessment and its effects about
organizational behavior is key to
properly manage the individual per-
formance of employees.

OBJECTIVE

To explore the direct (original
model) and inverse (inverse model)
associations between central self-as-
sessment and some organizational
variables such as: happiness, motiva-
tion, satisfaction-employment status,
and employment engagement.

METHODOLOGY

The study applies a cross-sectional
instrument on 241 employees of the
Colombian retail sector, which is ana-
lyzed through a modeling of structur-
al equations.

RESULTS

In the original model, job satisfaction
along with motivation were validat-
ed as the only antecedent variables
of core self-assessment.

In the inverse model, the central
self-assessment was confirmed as
the antecedent variable of the five
endogenous  variables  tested
(happiness, motivation, job satis-
faction, work commitment, and
person-position compatibility).

CONCLUSION
The study concludes that the way

an employee perceives/knows
his/her own performance can de-
termine his/her behavior (positive
or negative) in the company.
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Financial anxiety in Mexican corporate government:

effect of self-efficacy and neuroticism
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JUSTIFICATION

Managing directors are a core ele-
ment of corporate governance, as
they are responsible for the account-
ability of the organization's perfor-
mance.

The personal characteristics of the
directors present a positive relation-
ship with the quality of corporate
governance in the organizations.

OBJECTIVE

To analyze the effect of financial
self-efficacy and neuroticism on
financial anxiety of directors of busi-
ness administration.

METHODOLOGY

A model of structural equations was
used to study the effect of financial
self-efficacy and neuroticism of coun-
selors on their financial anxiety under
a quantitative, non-experimental and
cross-sectional approach.The sample
under study consists of 155 counsel-
ors.

RESULTS

Financial self-efficacy negatively influ-
ences financial anxiety, while neurot-
icism is positively related to financial
anxiety.

Counselors who have high levels
of financial self-efficacy manage to
reduce their anxiety levels, which
means that it will be easier for
counselors  with  high financial
self-efficacy to strengthen their
stability capacity.

|

CONCLUSION

It is recommended that cor-
porate governance managers
consider personality traits as
well as financial self-efficacy
when planning the succession
of their board of directors.
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