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Abstract: Employees’ engagement (EE) and well-being (WB) are considered two interesting issues by
many scientific researchers and practitioners within organizations. Most research confirms a positive
correlation between EE and WB. EE is an essential premise for specific dimensions of employees’
WB. At the same time, satisfied and physically and mentally healthy employees increase EE, both EE
and WB thus being fundamental to individual and organizational performance. This paper aims to
evaluate the relationships between EE and WB and between the dimensions of these two complex
constructs. These relationships were assessed based on data obtained from a sample of 269 employees
in Romania, using as a method a mix of analyses based on structural equation modeling (SEM) and
artificial neural network analysis (ANN). The results highlighted a positive two-way relationship
between EE and WB. Among the dimensions of EE, motivation and work environment are those that
ensure a more pronounced perception of WB by the employee. Emotional WB, occupational WB, and
social WB are the dimensions of WB with a significant influence on the general level of EE.

Keywords: employee involvement; employee satisfaction; individual behavior; structural equation
modeling; artificial neural network analysis

1. Introduction

As Professor Klaus Schwab argued at the 2012 World Economic Forum in Davos, today,
the top economic ideology is shifting from capitalism to talent—a new era in which human
capital has become more important for the success of countries, cities, and companies than
financial capital [1]. The “engine” of this change is the generation that predominates in the
current labor market, namely Generation Y (Millennials). Unlike their previous generation
(Generation X), characterized by tendencies of loyalty and attachment to the organization
throughout their careers, Millennials are much more willing to change their job if it does
not provide a motivating work environment.

Therefore, attracting, retaining, and developing talent in organizations is one of the
current challenges for both practicing managers and management science. In addition,
identifying, knowing, and understanding the relationship between employee engagement
(EE), satisfaction, and well-being (WB) is a significant concern in contemporary organi-
zations. Organizations are in constant competition for new customers and markets and
face the development and expansion of artificial intelligence (AI), globalization, the rapidly
growing population, and, more recently, the health and economic crisis generated by the
COVID-19 pandemic.

The pandemic generated by COVID-19 added to the increased psychological pressure
and uncertainty in the workplace, leading to negative consequences for workers. Given the
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relationship between the involvement of employees and welfare, in this paper, we aim to
identify the relationships established between the main factors of EE and the dimensions of
employee welfare. Existing research provides insights into human resource management
strategies in teamwork, providing a facilitative work environment, adopting effective
leadership [2], and motivating employees to stimulate EE [3]. These measures aim to
improve WB and increase the organization’s performance by involving staff. Yang et al. [4],
as well as De-la-Calle-Durán and Rodríguez-Sánchez [5], showed that there is an antecedent
relationship between employee EE and WB. In addition, other authors [6–8] have shown
that EE and WB positively impact organizational efficiency, productivity, and performance.

The paper structure has six sections. After an introduction and a review of the litera-
ture, the paper proposes a methodology for researching these relationships. The Section 4
presents the results of the empirical research, and the Section 5 provides the discussions.
Finally, the Section 6 concludes with research limitations and future research directions.

2. Literature Review
2.1. Employees’ EE

In general, EE is an emotional and intellectual state that causes employees to be highly
attached to their work and its goals. As a result, the EE has become a management concern
and a common research topic for the last three decades. Unfortunately, although many
studies have been published on this topic, there is still no consensus on the significance of
assessing this employee’s condition.

The study by Bailey et al. [9] highlights that the conceptualization of EE in the literature
starts from the definition given in the early 1990s by Kahn [10]. Kahn [10] defined EE as
the simultaneous expression of an individual’s preferred self that promotes optimal work
and team connections, personal involvement (physical, cognitive, and emotional), and
total active performance. Currently, EE is viewed from several perspectives involving
employee involvement in various research models related to psychological, motivational,
and professional issues [11–13]. Recent research has undergone an empirical investigation
of the multidimensional framework proposed by Kahn [10], especially when EE is related
to the dimensions of WB [14–17]. Shuck et al. [16] and Shuck and Reio [17] focused their
research on the three distinct levels of EE proposed by Kahn: cognitive EE, emotional EE,
and behavioral EE. Cognitive EE assesses employees’ significance of their work (physically,
emotionally, and psychologically) and the resources needed to complete it. Emotional
EE defines the amount of investment in emotional resources employees engage in the
workplace. Behavioral EE is both a combination and a result of cognitive and emotional
EE, which is transposed into increased effort towards organizational goals [18]. Stuck and
Reio [17] conclude that EE is a series of psychological states (cognitive, emotional, and
behavioral) that are transposed into the intent to act, including motivational characteristics
but separate from similar (job satisfaction) or antagonistic constructs (the burnout defined
by Schaufeli et al. [19]).

According to Bakker et al. [20], EE is a positive, satisfying state, which determines an
affective-motivational state of professional WB; the employees involved have a high level
of energy and show enthusiasm in their work. Truss et al. [21] consider EE as a passion for
work, characterized by employees’ emotional, cognitive, and physical dimensions during
work. The EE is based on the flexibility, change, and continuous improvement of the work
environment. It allows employees to be motivated to work and care about their work.
Anitha [22] found that the work environment and team relationships positively influence
EE, and an engaged employee is aware of his responsibility for the organization’s goals
and motivates his colleagues to achieve them.

EE means a set of positive employee behaviors that lead to superior workplace perfor-
mance, consistent with the organization’s mission [23]. EE is characterized by a high level
of vigor and a strong identification with a person’s work. Saks [11] concludes that EE’s
dimensions are associated with individual role performance, different from organizational
engagement, organizational citizenship behavior, and job involvement.
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To carry out the research, starting from the results of the previous study and an
approach from the perspective of human resources management, we defined EE as a con-
struct that has four dimensions: motivation and development perceived by the company’s
employees, work environment, leadership, and the employee’s loyalty to the company.

2.2. Employees’ WB

The notion of WB can be seen from different points of view. A macro perspective
includes poverty rates, life expectancy, and environmental vectors [24]. On the other hand,
WB is a concept that describes how an individual relates to his situation in life. The idea
of WB has multiple dimensions: physical, emotional, and spiritual health, perception of
one’s competence and purpose in life, connection and belonging to a group, optimism, and
financial status. From these allegations, we notice that WB is a subjective concept: how a
person perceives his situation influences the standard of living and life expectancy, level of
involvement, level of performance at work, productivity, and financial success [25,26]. In
addition, Vitale [27] shows that a lack of WB leads to reduced performance.

“WB is the state of comfort, health, or happiness. At work, WB is a much broader
concept than personal happiness. For employees, the level of WB is related to how satisfied
they are with their work and how the organization treats them, especially in their health
care” [28] (p. 565). In addition, Inceoglu et al. [29] emphasize that WB supports and
increases employee involvement and, therefore, organizational performance and competi-
tiveness for the functioning of organizations.

Researchers in various fields (economists, psychologists, sociologists, and doctors)
have evaluated the conditions that ensure a better life for employees and create a sense of
WB [30]. Based on long-term studies and research, Rath and Harter [30] distinguish five
critical areas of WB: career, social life, financial situation, health, and community. These
areas interact, influence each other, and impact overall WB [26,31–33]. Because WB is
subjective and cannot be measured by objective indicators, it is necessary to assess the
perceptions of individuals invited to self-assess by completing questionnaires, conducting
interviews, or observing behaviors that indicate WB dimensions [25].

The literature analysis leads us to the conclusion that there is no clear definition of
employees’ WB [34–42]. However, the World Health Organization gives a comprehensive
definition of employees’ WB—the condition of “each employee in which they understand
their abilities, cope with life stress, work productively and contribute to their development
in the community” [43] (p. 3). Furthermore, research indicates that psychological WB is the
most crucial WB factor in the work process [44].

The model used to formulate the hypotheses of our research assumes the existence of
eight dimensions of WB: emotional WB, environmental WB, intellectual WB, occupational
WB, physical health, social WB, spiritual WB, to which is added the general perception of
employees on WB, as defined by TINYpulse [45].

2.3. Relationship among Employees’ EE, WB, and Other Organizational Measures

There is still no consensus in the academic literature on the significance of EE and its
operationalization. The concerns related to the investigation of the subject come mainly
from the publications of practitioners and consulting firms. Still, many studies analyze
the relationships between EE and other individual and organizational variables. These
concerns for the study of EE are consequences at the organizational and individual levels.

Thus, a global study by Harter et al. [6] highlighted the far-reaching influence that
EE and employee satisfaction have on the productivity and profitability of organizations.
Although research on the relationship between EE and performance indicators has predom-
inated in the literature, several studies have focused on the implications of EE on health
and WB [46–48]. For example, Schaufeli et al. [19] investigated the relationship between EE
and exhaustion (a negative form of WB), affecting productivity and performance. Other
researchers [46] have found that emotional exhaustion and personal fulfillment are indica-
tors of WB that depend on an individual’s psyche. In a subsequent paper, Schaufeli [49]
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relates several elements that determine the climate at work with factors that promote the
development of EE and thus stimulate WB. Investigating the psychological environment in
the workplace and associating it with EE, WB, and performance is an essential topic for
much research [16,46,50,51].

An employee’s perception of the workplace climate is a variable that must be taken
into account when analyzing decisions about the intensity and direction of EE [49]. The
research of Shuck et al. [16] and Shuck and Reio [17] provided evidence on the link between
the psychological climate at work and workers’ level of EE. On the other hand, other
authors [52,53] show that raising personnel qualifications through development and moti-
vation achieves higher EE in continual improvement in line with international standards,
namely ISO 45001 and ISO 9000.

3. Research Design and Methodology

In this research, we adopted a philosophy of pragmatism, combining qualitative re-
search with quantitative analysis. The qualitative research was exploratory and was carried
out on the specialized literature, being the basis for creating the theoretical-conceptual
model. In the empirical study, we used quantitative research methods, and the hypotheses
were formulated based on qualitative research and were tested based on the theoretical-
conceptual model. Figure 1 illustrates the research process in our paper.
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Figure 1. The research process. Source: Developed by the authors.

The exploratory results undertaken in the literature led us to develop a multidimen-
sional model of the relationship between EE and WB. The theoretical-conceptual model is
presented in Figure 2.

Starting from the variables defined in the theoretical-conceptual model on the relation-
ship between EE and WB, we developed a questionnaire consisting of three parts containing
demo-socio-economic variables, variables on EE, and variables on WB. The questionnaire
structure is presented in Table 1 and questionnaire items in Appendix A.
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Table 1. Questionnaire structure.

Parts Variables Items

Part A
Data about respondents

Gender (G) One item
Age (A) One item

Education (E) One item
Work seniority (WS) One item

Organizational seniority (OS) One item
Position (P) One item

Part B
EE

Motivation and development
(MD) Five items

Leadership (L) Eight items
Work environment (WE) Three items

Loyalty to the company (LC) Three items

Part C
WB

General WB (GWB) Four items
Emotional WB (EWB) Four items

Environmental wellness (EW) Three items
Intellectual WB (IWB) Four items

Occupational WB (OWB) Four items
Physical health (PH) Four items

Social WB (SWB) Four items
Spiritual wellness (SW) Four items

The individual variables (questionnaire items) were aggregated by calculating the
leading trend indicator (arithmetic mean), obtaining aggregate variables for the four dimen-
sions of EE (motivation and development, work environment, leadership, and loyalty to
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the employer), and the eight dimensions of WB (general WB, emotional WB, environmental
wellness, intellectual WB, occupational WB, physical health, social WB, spiritual wellness).

The empirical study was conducted on a sample of 269 employees in Romania, using
the Internet as a means of transmission, according to the methodology described by Dillman
et al. [54]. The questionnaire was sent to 315 individuals, with a response rate of 85.39%.
Within the sample, 40.15% are male, and 59.85% are female. Regarding the age, 7.06% are
under 30 years old, 69.93% are between 31 and 55 years old, and 13.01% are over 55. In
addition, 16% of respondents have secondary education and 84% have a higher degree.
Over 72% of respondents have more than ten years of work experience, and over 58% have
more than ten years of experience in the organization. Most respondents are subordinates,
with only 7.81% being managers.

The use of self-administered questionnaires can generate a problem that may affect
the relevance through the common method bias—CMB [55]. Using Harman’s single-factor
test, we tested all variables by exploratory factor analysis using principal component
analysis. The total variance extracted was below 50% (44.943%), proving no substantial
bias effects [55].

Following the exploratory research undertaken on the specialized literature, we for-
mulated the following hypotheses:

Hypothesis 1 (H1). EE has a significant positive influence on WB, with a two-way relationship
between the two constructs.

Hypothesis 2 (H2). Among the dimensions of EE, those concerning motivation and the work
environment have a significant positive influence on workers’ general EE and WB.

Hypothesis 3 (H3). Among the dimensions of WB, environmental wellness and intellectual and
occupational WB have a significant positive influence on workers’ general level of WB and workers’
general level of EE.

To investigate the validity of the formulated hypotheses, we used quantitative re-
search techniques: a mix of analyses based on structural equation modeling (SEM) and
artificial neural network (ANN). This combination of methods used in a sequential run
aims at triangulating the results obtained with SEM and strengthening them based on the
NN findings. SEM is useful for determining the relationship between EE and WB, the
two concepts being defined as latent variables with antecedents defined as observable
exogenous variables (motivation and development, leadership, loyalty to the company
being antecedents of employees’ engagement, and general WB, emotional WB, intellectual
well-being, occupational WB, physical health, social WB, spiritual wellness antecedents
of WB). We used ANN to identify the relationships and the influences of each variable
representing a background with EE and WB. Two-stage research allows for a more pre-
cise and more accurate analysis. First, SEM indicates the intensity of the relationship
between EE and WB, and ANN details the relationships between their components and
general constructs.

4. Results

To validate the first hypothesis, we used structural equation modeling (SEM) to
identify and evaluate the established relationships between the variables. The model used
was created using SmartPLS v3.0 (SmartPLS GmbH, Oststeinbek, Germany), which offers
capabilities to calculate partial least square (PLS). Figure 3 shows the meaning, significance,
and intensity of the relationships established within the theoretical-conceptual model
adopted in the research cart.
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According to Hair et al. [56], all observable external variables must have a load-
ing greater than 0.7 for the model to be valid. Following the analysis of the theoretical-
methodological model, we noticed that two of the dimensions of EE do not fit into the
model. For example, leadership and loyalty to the company make a discordant note in
the EE in the case of the selected sample. Therefore, we eliminated the two dimensions by
obtaining a model with a good fit. The accepted model is below (Figure 4):
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Figure 4. The model obtained using a selected sample. Source: Developed by authors using SmartPLS
v3.0 (SmartPLS GmbH, Oststeinbek, Germany).

The applied model presents suitable fit measures. The standardized root mean square
residual (SRMR) is 0.058, while normed fit index (NFI) registers 0.937. According to Hair
et al. [57], a value for standardized root mean square residual (SRMR) less than 0.08 and a
value for normed fit index (NFI) above 0.9 usually are considered a good fit. The values
demonstrating the model’s fitness, reliability, and validity are presented in Table 2.

Table 2. Reliability and validity of the applied model.

Cronbach’s
Alpha rho_A Composite

Reliability AVE

EE 0.729 0.743 0.880 0.786
WB 0.928 0.931 0.941 0.667

Source: Developed by authors using SmartPLS v3.0 (SmartPLS GmbH, Oststeinbek, Germany).
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Figure 4 indicates the intensity of the relationship is high, which leads us to find a
significant positive influence of the EE on the WB of employees. Furthermore, the f square,
which indicates the size effect, has a value of 0.823, strengthening the conclusions on the
relationship between EE and WB.

The results obtained by applying the modeling of the partial least square structural
equation (SEM-PLS) to the data collected among the selected sample lead us to say that the
H1 hypothesis is validated. EE positively influences their WB, with a two-way relationship
between the two constructs.

To verify the validity of hypotheses H2 and H3, we used artificial neural network
analysis (ANN). The multilayer perceptron (MLP) model identifies the influences of EE
dimensions on the overall level of employee EE and WB (Figure 5). The functions used to
activate the hidden layer and the output layer are hyperbolic, the resizing method used for
dependent and independent variables being data standardization.
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Table 3 shows the predictions of the model values and the importance of the indepen-
dent variables.

Following the analysis of Table 3 and Figure 5, we note that the dimensions of EE,
motivation, and work environment significantly influence the overall level of EE and WB,
confirming the results obtained in the analysis SEM-PLS.

Table 4 shows the predictions of the model values and the importance of the indepen-
dent variables.
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Table 3. Predictors of the multilayer perceptron model to identify the influences of EE dimensions on
the overall level of EE and WB.

Predictors

Value Predictions The Importance of
Independent VariablesHidden Layer Output Layer

H (1:1) EE WB Importance Normalized
Importance

Input layer

(Bias) −0.212
MD 0.703 0.470 100.0%

L 0.101 0.138 29.3%
WE 0.473 0.392 83.3%
LC 0.000 0.000 0.1%

Hidden
layer

(Bias) 0.856 0.530
H (1:1) 0.571 0.871

Source: Developed using SPSS v.20 (SPSS Inc., Chicago, IL, USA).

Table 4. Predictors of the multilayer perceptron model for identifying the influences of WB dimen-
sions on the overall level of EE and WB.

Predictors

Value Predictions The Importance of
Independent VariablesHidden Layer Output Layer

H (1:1) EE WB Importance Normalized
Importance

Input layer

(Bias) 0.392
GW −0.014 0.013 3.8%
EWB −0.551 0.335 100.0%
EW −0.097 0.072 21.4%
IWB −0.109 0.080 23.9%
OWB −0.195 0.157 46.7%
PH −0.034 0.031 9.2%

SWB −0.299 0.207 61.9%
SW 0.131 0.106 31.5%

Hidden
layer

(Bias) 0.870 1.157
H (1:1) −0.513 −0.999

Source: Developed using SPSS v.20 (SPSS Inc., Chicago, IL, USA).

After analyzing Table 4 and Figure 6, we notice that the dimensions of WB, emotional
WB (EWB), occupational WB (OWB), and social WB (SWB) have a significant influence on
the general level of EE and WB, confirming the results obtained in the SEM-PLS analysis.

Applying the analysis of artificial neural network (ANN) on the data collected among
the selected sample, it is found that hypothesis H2 is fully validated, and H3 is partially
validated. Among the dimensions of EE, those related to motivation and work environment
significantly influence workers’ general level of EE and WB. Among the dimensions of WB,
emotional, occupational, and social WB substantially influence the general level of WB of
workers and the general level of EE of workers.
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5. Discussion

A low EE can be a negative aspect of the organization’s work due to decreased
organizational performance resulting from a decrease in WB and productivity. On the
other hand, an engaged employee is more than an executor of the assigned tasks. He is
enthusiastic and passionate about his work, aligned with the values, and dedicated to
boosting its growth, convinced that he will develop with it.

Research on EE has extended [12]. For example, many researchers have concluded that
the employees involved are productive [11,18], more loyal to their current employer [6,11,16],
and have more customers [58]. Other researchers have linked EE to workplace performance,
mediated by workplace attitudes [15,59]. In addition, other research has linked higher levels
of involvement to the growing revenue of organizations [60,61].

The results of our research provide empirical support for the hypothesis that the
workplace climate influences productivity and performance. The findings support the
positive emotion theory of Fredrickson [62,63] in the workplace context [64], extending
the empirical work initiated by Maslach and Schaufeli [51,65] on employment as a form
of heavy work investment. Our research shows that when employees perceive their
work environment as positive, they experience psychological WB and a sense of personal
fulfillment, which are not incompatible with an adverse psychological climate. The results
obtained are similar to other researchers who support the importance of the work climate
for EE and emotional and general WB [16]. Employees who psychologically appreciated
the work environment reported higher levels of WB.

Lindell and Brandt [66] show that the work environment and organizational climate
are psychologically important through the significant impact on employees’ overall WB
and performance in the workplace. A work environment designed to support EE will
promote the WB and the productivity of its employees [67]. Robertson and Cooper [68]
highlight the two-way relationship between general WB and EE levels. Several studies



Int. J. Environ. Res. Public Health 2022, 19, 7326 11 of 15

support a positive effect of EE on WB [5,69,70]. EE is essential for self-realization, while
WB results from self-fulfillment and self-improvement [71].

The organizations’ employees want to work in teams that ensure a motivational envi-
ronment led by leaders who care about their WB. Employees prefer managers who support
them on the professional side and on the personal side as individuals [26,27]. Research
shows that employees are loyal to companies that help their employees improve or manage
their WB. Within these companies, we can see more significant involvement of employees,
higher labor productivity, decreased absenteeism, better customer loyalty, higher profitabil-
ity, and, last but not least, lower dropout rates organization by employees [72]. EE and WB
are also linked to a work environment that ensures a psychosocial climate of safety that
provides for the psychological health of workers [26,73–75].

6. Conclusions

The paper assesses the level of EE and WB of Romanian employees and the relation-
ships established between these constructs and their dimensions. The research methodology
was based on a positivist-objectivist approach, and the questionnaire was the primary quan-
titative method. The first step of the research was a comprehensive analysis of the literature,
which was the basis for developing the questionnaire and establishing research hypotheses.
The evaluation of the questionnaire survey results, using descriptive statistics, structural
equation modeling, and analysis of artificial neural networks allowed us to verify the
validity of the hypotheses. After confirming the hypotheses, we concluded that the EE
significantly influences their WB, there being a two-way relationship between the two
constructs. Among the dimensions of EE, those concerning motivation and work envi-
ronment substantially influence the general level of EE of workers and their WB. Among
the dimensions of WB, emotional WB, occupational WB, and social WB have a significant
influence on the general level of WB of workers and the general level of EE in the future
activities of workers.

6.1. Practical Implications

The last two years, marked by the COVID-19 pandemic, have changed the dynamics
of the relations between employees and employers. People’s attachment to the organiza-
tion and their role in its smooth running has been subject to unprecedented realities in
contemporary history. In addition to the inevitable strategic and organizational changes for
the continuation of activities, the companies had to find practical solutions for coordinating,
training, and controlling the activity of the staff. The introduction of health protocols and
measures to increase safety at work were among the actions that led to increased employee
confidence in companies. In contrast, where activity has been carried out in teleworking
mode since the beginning of the crisis, the employees feel a lack of communication and
interaction with the work team, leading to the alteration of the WB state.

Therefore, the pandemic crisis can catalyze essential changes at organizational and
individual levels. Organizations have had to adapt their procedures, work tools, and
modus operandi to the new conditions. Research has shown that EE has a positive effect on
their well-being, with a two-way relationship between the two constructs. Following the
research among Romanian employees, we found that the two dimensions of EE, leadership
and loyalty to the company, are weak and do not participate in employees’ commitment.
Therefore, they were removed from the applied model. The practical implications of the
results of our application are the recommendations to the employer to take into account the
well-being of employees in all its dimensions, because a satisfied employee shows a high
level of EE. Employee–employer relationships involve unique benefits, different ways of
involving employees, stimulation, and effective communication [76].

The COVID-19 pandemic creates a state of uncertainty among workers, as organiza-
tions have begun to ignore the psychological state of employees in a desperate attempt to
reduce the losses caused by this pandemic, which compromises the involvement and WB of
their employees. However, organizational resilience during such crises requires employees
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to be both skilled, resilient, and, most importantly, involved in the work and survival of
the organization. Furthermore, employees will be more involved when they trust that the
organization will protect their health.

6.2. Limitations and Recommendations for Future Research

Despite the online data collection protocol of Dillman et al. [54], the participation
rate was not 100%. However, the response rate corresponds to the results of previous
research that used questionnaires transmitted via the Internet [54]. Secondly, one of the
research limitations relates to the conduct of the survey in one country, which makes
the cultural aspects limit the generalizing power of the research results. Third, because
data on employee perceptions of internal psychological constructs were used, it raises
questions about generalization and common bias methods that may influence the reliability
of research [55]. To reduce bias in the future, we propose a study that takes into account
objective measures regarding the level of performance of employees. Cross-sectional
models also limit establishing causal relationships from the findings. Even though SEM
provides a perspective on the meaning and breadth of relationships, research based on
longitudinal data is desirable in the future.

Regarding future research opportunities and beyond the need to collect longitudinal
data, the model could include perspectives at the organizational level. For example, the
impact of organizational resources, such as culture, climate, and human resource policies
and corporate responsibility initiatives on meaning and EE, could be usefully explored to
contribute to the development of management science and practice [77,78], as well as the
impact of corporate responsibility initiatives.
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Appendix A

Table A1. Questionnaire items.

Part A
Data about

respondents

G Male, female
A under 20 years, 20–30 years, 31–45 years, 46–55 years, over 55 years
E high school, bachelor, master, doctorate

WS under one year, 1–5 years, 5–10 years, 10–20 years, 20–30 years, over 30 years
OS under one year, 1–5 years, 5–10 years, 10–20 years, 20–30 years, over 30 years
P manager, subordinate

Part B
EE

MD Five items: autonomy; equitable pay; job compatibility; achievable goals; employer support

L Eight items: participation in decisions; managerial style; correct assessment; managerial communication;
manager support; manager attention, clear objectives; open communication

WE Three items: teamwork; work climate; organizational communication
LC Three items: image, reputation, employee turnover
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Table A1. Cont.

Part C
WB

GWB Four items: goodness; meaning and purpose; proudness; ease of work
EWB Four items: intense emotional and resilient; stress management; work satisfaction; work joy
EW Three items: comfortable environment; the impact of actions on work; safe work environment
IWB Four items: intellectual stimulation; decision capability; personal development; challenging work
OWB Four items: personal job satisfaction; manageable tasks; career satisfaction; catching work
PH Four items: health state; disease protection; enough rest; active presence

SWB Four items: healthy social life; support and respect in relationships; a sense of belonging to a group or
community; job detachment

SW Four items: meaningful life; balance in meeting needs; fulfilment; work enjoyment

References
1. Tarnowski, L. From Capitalism to Talentism: An Argument for the Democratization of Education. Huffington Post. Avail-

able online: https://www.huffpost.com/entry/from-capitalism-to-talentism_b_1859315?guccounter=1&guce_referrer=
aHR0cHM6Ly93d3cuZ29vZ2xlLmNvbS8&guce_referrer_sig=AQAAAI-oIoF79p7Se-au4rm5S_EAo5Y9kYplmaFeKGlHjaIa1
OpSWHmfrUyC81NVxHrurPaznWabP_Mx4TvApGG-atLquY8uUUNzt3EG4VFh (accessed on 8 September 2021).

2. Parker, L.D. The COVID-19 office in transition: Cost, efficiency and the social responsibility business case. Account. Audit.
Account. J. 2020, 33, 1943–1967. [CrossRef]

3. Nembhard, I.M.; Burns, L.R.; Shortell, S.M. Responding to COVID-19: Lessons from Management Research. Available online:
https://catalyst.nejm.org/doi/full/10.1056/CAT.20.0111 (accessed on 27 October 2021).

4. Yang, X.; Feng, Y.; Meng, Y.; Qiu, Y. Career Adaptability, Work Engagement, and Employee Well-Being among Chinese Employees:
The Role of Guanxi. Front. Psychol. 2019, 10, 1029. [CrossRef]

5. De-la-Calle-Durán, M.C.; Rodríguez-Sánchez, J.L. Employee Engagement and Wellbeing in Times of COVID-19: A Proposal of
the 5Cs Model. Int. J. Environ. Res. Public Health 2021, 18, 5470. [CrossRef]

6. Harter, J.K.; Schmidt, F.L.; Hayes, T.L. Business-unit-level relationship between employee satisfaction, employee engagement,
and business outcomes: A meta-analysis. J. Appl. Psychol. 2002, 87, 268–279. [CrossRef]

7. Proudfoot, J.G.; Corr, P.J.; Guest, D.E.; Dunn, G. Cognitive-behavioural training to change attributional style improves employee
well-being, job satisfaction, productivity, and turnover. Personal. Individ. Differ. 2009, 46, 147–153. [CrossRef]

8. Kompaso, S.M.; Sridevi, M.S. Employee engagement: The key to improving performance. Int. J. Bus. Manag. 2010, 5, 89–96.
[CrossRef]

9. Bailey, C.; Madden, A.; Alfes, K.; Fletcher, L. The Meaning, Antecedents and Outcomes of Employee Engagement: A Narrative
Synthesis. Int. J. Manag. Rev. 2017, 19, 31–53. [CrossRef]

10. Kahn, W.A. Psychological conditions of personal engagement and disengagement at work. Acad. Manag. J. 1990, 33, 692–724.
[CrossRef]

11. Saks, A.M. Antecedents and consequences of employee engagement. J. Manag. Psychol. 2006, 21, 600–619. [CrossRef]
12. Albrecht, S. Handbook of Employee Engagement—Perspectives, Issues, Research and Practice; Edward Elgar Publishing Ltd.:

Cheltenham, UK, 2010.
13. Shuck, B. Integrative literature review: Four emerging perspectives of employee engagement: An integrative literature review.

Hum. Resour. Dev. Rev. 2011, 10, 304–328. [CrossRef]
14. Cole, M.S.; Walter, F.; Bedeian, A.G.; O’Boyle, E.H. Job burnout and employee engagement: A meta-analytic examination of

construct proliferation. J. Manag. 2012, 38, 1550–1581. [CrossRef]
15. Rich, B.L.; LePine, J.A.; Crawford, E.R. Job engagement: Antecedents and effects on job performance. Acad. Manag. J. 2010, 53,

617–635. [CrossRef]
16. Shuck, B.; Reio, T.G.G.; Rocco, T. Employee engagement: An examination of antecedent and outcome variables. Hum. Resour. Dev.

Int. 2011, 14, 427–445. [CrossRef]
17. Shuck, B.; Reio, T.G. Employee Engagement and Well-Being: A Moderation Model and Implications for Practice. J. Leadersh.

Organ. Stud. 2014, 21, 43–58. [CrossRef]
18. Shuck, B.; Wollard, K. Employee engagement and HRD: A seminal review of the foundations. Hum. Resour. Dev. Rev. 2010, 9,

89–110. [CrossRef]
19. Schaufeli, W.B.; Salanova, M.; González-Romá, V.; Bakker, A.B. The measurement of engagement and burnout: A two sample

confirmatory factor analytic approach. J. Happiness Stud. 2002, 3, 71–92. [CrossRef]
20. Bakker, A.B.; Schaufeli, W.B.; Leiter, M.P.; Taris, T.W. Work engagement: An emerging concept in occupational health psychology.

Work Stress 2008, 22, 187–200. [CrossRef]
21. Truss, C.; Mankin, D.; Kelliher, C. Strategic Human Resource Management, 1st ed.; Oxford University Press: Oxford, UK, 2012.
22. Anitha, J. Determinants of employee engagement and their impact on employee performance. Int. J. Product. Perform. Manag.

2014, 63, 308–323. [CrossRef]
23. Storey, J.; Ulrich, D.; Welbourne, T.M.M.; Wright, P.M. Employee Engagement. In The Routledge Companion to Strategic Human

Resource Management, 1st ed.; Storey, J., Wright, P., Ulrich, D., Eds.; Routledge: London, UK, 2008; pp. 299–316.

https://www.huffpost.com/entry/from-capitalism-to-talentism_b_1859315?guccounter=1&guce_referrer=aHR0cHM6Ly93d3cuZ29vZ2xlLmNvbS8&guce_referrer_sig=AQAAAI-oIoF79p7Se-au4rm5S_EAo5Y9kYplmaFeKGlHjaIa1OpSWHmfrUyC81NVxHrurPaznWabP_Mx4TvApGG-atLquY8uUUNzt3EG4VFh
https://www.huffpost.com/entry/from-capitalism-to-talentism_b_1859315?guccounter=1&guce_referrer=aHR0cHM6Ly93d3cuZ29vZ2xlLmNvbS8&guce_referrer_sig=AQAAAI-oIoF79p7Se-au4rm5S_EAo5Y9kYplmaFeKGlHjaIa1OpSWHmfrUyC81NVxHrurPaznWabP_Mx4TvApGG-atLquY8uUUNzt3EG4VFh
https://www.huffpost.com/entry/from-capitalism-to-talentism_b_1859315?guccounter=1&guce_referrer=aHR0cHM6Ly93d3cuZ29vZ2xlLmNvbS8&guce_referrer_sig=AQAAAI-oIoF79p7Se-au4rm5S_EAo5Y9kYplmaFeKGlHjaIa1OpSWHmfrUyC81NVxHrurPaznWabP_Mx4TvApGG-atLquY8uUUNzt3EG4VFh
http://doi.org/10.1108/AAAJ-06-2020-4609
https://catalyst.nejm.org/doi/full/10.1056/CAT.20.0111
http://doi.org/10.3389/fpsyg.2019.01029
http://doi.org/10.3390/ijerph18105470
http://doi.org/10.1037/0021-9010.87.2.268
http://doi.org/10.1016/j.paid.2008.09.018
http://doi.org/10.5539/ijbm.v5n12p89
http://doi.org/10.1111/ijmr.12077
http://doi.org/10.2307/256287
http://doi.org/10.1108/02683940610690169
http://doi.org/10.1177/1534484311410840
http://doi.org/10.1177/0149206311415252
http://doi.org/10.5465/amj.2010.51468988
http://doi.org/10.1080/13678868.2011.601587
http://doi.org/10.1177/1548051813494240
http://doi.org/10.1177/1534484309353560
http://doi.org/10.1023/A:1015630930326
http://doi.org/10.1080/02678370802393649
http://doi.org/10.1108/IJPPM-01-2013-0008


Int. J. Environ. Res. Public Health 2022, 19, 7326 14 of 15

24. Juchnowicz, M.; Kinowska, H. Employee Well-Being and Digital Work during the COVID-19 Pandemic. Information 2021, 12, 293.
[CrossRef]

25. Ungvarsky, J. Well-Being. Available online: https://library.laredo.edu/eds/detail?db=ers&an=133861300 (accessed on
3 February 2022).

26. Horvathova, P.; Kashi, K.; Stverkova, H.; Mikusova, M. Employee Well-Being Evaluation and Proposal of Activities to Increase
the Level of Health’s Area—The Czech Case. Adm. Sci. 2021, 11, 17. [CrossRef]

27. Vitale, N. Why Total Wellbeing? (And Why Should HR and People Teams Integrate Well-Being into Their Currents?). Available
online: http://search.ebscohost.com/login.aspx?direct=true&db=bsu&AN=141062323&lang=cs&site=ehost-live (accessed on
10 January 2022).

28. Armstrong, M.; Taylor, S. Armstrong’s Handbook of Human Resource Management Practice, 15th ed.; Kogan: London, UK, 2020.
29. Inceoglu, I.; Thomas, G.; Chu, C.; Plans, D.; Gerbasi, A. Leadership behavior and employee well-being: An integrated review and

a future research agenda. Leadersh. Q. 2018, 29, 179–202. [CrossRef]
30. Rath, T.; Harter, J. The Economics of Wellbeing. Available online: https://fbo1.typepad.com/salt_lake_city_ut_6181162/SLC_

files/PDFs/The_Economics_of_Wellbeing.pdf (accessed on 11 October 2021).
31. Prothea Co Je Wellbeing? [What Is Well-being?]. Available online: http://prothea.cz/blog/co-je-wellbeing/ (accessed on

14 October 2021).
32. Rath, T.; Harter, J. Well-Being. The Five Essential Elements; Gallup Press: New York, NY, USA, 2014; pp. 6–7.
33. Gallup. Employees Need High Well-Being for High Performance. Available online: https://www.gallup.com/workplace/215924

/well-being.aspx (accessed on 17 July 2021).
34. Diener, E.; Suh, E.M.; Lucas, R.E.; Smith, H.L. Subjective Well-Being: Three decades of progress. Psychol. Bull. 1999, 125, 276–302.

[CrossRef]
35. Ryan, R.M.; Deci, E.L. On happiness and human potentials: A review of research on hedonic and eudaimonic well-being. Annu.

Rev. Psychol. 2001, 52, 141–166. [CrossRef]
36. Price, R.H.; Grant, A.M.; Christianson, M.K. Happiness, Health, or Relationships? Managerial Practices and Employee Well-Being

Tradeoffs. Acad. Manag. Perspect. 2007, 21, 51–63. [CrossRef]
37. Forgeard, M.J.C.; Jayawickreme, E.; Kern, M.L.; Seligman, M.E.P. Doing the Right Thing: Measuring Well-Being for Public Policy.

Int. J. Wellbeing 2011, 1, 79–106. [CrossRef]
38. Van De Voorde, K.; Paauwe, J.; Van Veldhoven, M. Employee Well-being and the HRM-Organizational Performance Relationship:

A Review of Quantitative Studies. Int. J. Manag. Rev. 2012, 14, 391–407. [CrossRef]
39. Seligman, M.E.P. Flourish: A Visionary New Understanding of Happiness and Well-Being; Atria Books: New York, NY, USA, 2012.
40. Zheng, X.; Zhu, W.; Zhao, H.; Zhang, C. Employee well-being in organizations: Theoretical model, scale development, and

cross-cultural validation. J. Organ. Behav. 2015, 36, 621–644. [CrossRef]
41. De Simone, S. Conceptualizing well-being in the workplace. Int. J. Bus. Soc. Sci. 2014, 5, 118–122.
42. Guest, D.E. Human resource management and employee well-being: Towards a new analytic framework. Hum. Resour. Manag. J.

2017, 27, 22–38. [CrossRef]
43. Misselbrook, D. W is for well-being and the WHO definition of health. Br. J. Gen. Pract. 2014, 64, 582. [CrossRef]
44. Johnson, J.; Hall, L.H.; Berzins, K.; Baker, J.; Melling, K.; Thompson, C. Mental healthcare staff well-being and burnout: A

narrative review of trends, causes, implications, and recommendations for future interventions. Int. J. Ment. Health Nurs. 2018, 27,
20–32. [CrossRef] [PubMed]

45. TINYpulse. The Only Workplace Wellness Survey Template You Need to Get Real Insights. Available online: https://www.
tinypulse.com/blog/employee-survey-questions-about-wellness-and-health (accessed on 7 October 2021).

46. Iverson, R.D.; Olekalns, M.; Erwin, P.J. Affectivity, organizational stressors, and absenteeism: A causal model of burnout and its
consequences. J. Vocat. Behav. 1998, 52, 1–23. [CrossRef]

47. Schaufeli, W.B.; Bakker, A.B. Defining and measuring work engagement: Bringing clarity to the concept. In Work Engagement: A
handbook of Essential Theory and Research; Bakker, A.B., Leiter, M.P., Eds.; Psychology Press: New York, NY, USA, 2010; pp. 10–24.

48. Schaufeli, W.B.; Bakker, A.B.; Salanova, M. The measurement of work engagement with a short questionnaire: A cross-national
study. Educ. Psychol. Meas. 2006, 66, 701–716. [CrossRef]

49. Schaufeli, W.B. Work engagement. What do we know and where do we go? Rom. J. Exp. Appl. Psychol. 2012, 14, 3–10.
50. Brown, S.P.; Leigh, T.W. A new look at psychological climate and its relationship to job involvement, effort and performance. J.

Appl. Psychol. 1996, 81, 358–368. [CrossRef]
51. Schaufeli, W.B.; Taris, T.W.; van Rhenen, W. Workaholism, burnout, and work engagement: Three of a kind or three different

kinds of employee well-being? Appl. Psychol.-Int. Rev. 2008, 57, 173–203. [CrossRef]
52. To, W.M.; Yu, B.T.W.; Lee, P.K.C. How Quality Management System Components Lead to Improvement in Service Organizations:

A System Practitioner Perspective. Adm. Sci. 2018, 8, 73. [CrossRef]
53. Brajer-Marczak, R. Employee engagement in continuous improvement of processes. Management 2014, 18, 88. [CrossRef]
54. Dillman, D.A.; Smyth, J.D.; Christian, L.M. Internet, Mail, and Mixed-Mode Surveys: The Tailored Design Method, 3rd ed.; Wiley:

Hoboken, NJ, USA, 2009.
55. Podsakoff, P.M.; MacKenzie, S.B.; Lee, J.Y.; Podsakoff, N.P. Common method biases in behavioral research: A critical review of

the literature and recommended remedies. J. Appl. Psychol. 2003, 88, 879–903. [CrossRef]

http://doi.org/10.3390/info12080293
https://library.laredo.edu/eds/detail?db=ers&an=133861300
http://doi.org/10.3390/admsci11010017
http://search.ebscohost.com/login.aspx?direct=true&db=bsu&AN=141062323&lang=cs&site=ehost-live
http://doi.org/10.1016/j.leaqua.2017.12.006
https://fbo1.typepad.com/salt_lake_city_ut_6181162/SLC_files/PDFs/The_Economics_of_Wellbeing.pdf
https://fbo1.typepad.com/salt_lake_city_ut_6181162/SLC_files/PDFs/The_Economics_of_Wellbeing.pdf
http://prothea.cz/blog/co-je-wellbeing/
https://www.gallup.com/workplace/215924/well-being.aspx
https://www.gallup.com/workplace/215924/well-being.aspx
http://doi.org/10.1037/0033-2909.125.2.276
http://doi.org/10.1146/annurev.psych.52.1.141
http://doi.org/10.5465/amp.2007.26421238
http://doi.org/10.5502/IJW.V1I1.15
http://doi.org/10.1111/j.1468-2370.2011.00322.x
http://doi.org/10.1002/job.1990
http://doi.org/10.1111/1748-8583.12139
http://doi.org/10.3399/bjgp14X682381
http://doi.org/10.1111/inm.12416
http://www.ncbi.nlm.nih.gov/pubmed/29243348
https://www.tinypulse.com/blog/employee-survey-questions-about-wellness-and-health
https://www.tinypulse.com/blog/employee-survey-questions-about-wellness-and-health
http://doi.org/10.1006/jvbe.1996.1556
http://doi.org/10.1177/0013164405282471
http://doi.org/10.1037/0021-9010.81.4.358
http://doi.org/10.1111/j.1464-0597.2007.00285.x
http://doi.org/10.3390/admsci8040073
http://doi.org/10.2478/manment-2014-0044
http://doi.org/10.1037/0021-9010.88.5.879


Int. J. Environ. Res. Public Health 2022, 19, 7326 15 of 15

56. Hair, J.F.; Hult, G.T.M.; Ringle, C.M.; Sarstedt, M.A. Primer on Partial Least Squares Structural Equation Modeling (PLS-SEM), 2nd ed.;
Sage: Thousand Oaks, CA, USA, 2017.

57. Hair, J.F.; Hollingsworth, C.L.; Randolph, A.B.; Chong, A.Y.L. An Updated and Expanded Assessment of PLS-SEM in Information
Systems Research. Ind. Manag. Data Syst. 2017, 117, 442–458. [CrossRef]

58. Chalofsky, N.E. Meaningful Workplaces: Reframing How and Where We Work; Wiley: Hoboken, NJ, USA, 2010.
59. Christian, M.S.; Garza, A.S.; Slaughter, J.E. Work engagement: A quantitative review and test of its relations with task and

contextual performance. Pers. Psychol. 2011, 64, 89–136. [CrossRef]
60. Harter, J.K.; Schmidt, F.L.; Asplund, J.W.; Killham, E.A.; Agrawal, S. Causal impact of employee work perceptions on the bottom

line of organizations. Perspect. Psychol. Sci. 2010, 5, 378–389. [CrossRef] [PubMed]
61. Xanthopoulou, D.; Bakker, A.B.; Demerouti, E.; Schaufeli, W.B. Work engagement and financial returns: A diary study on the role

of job and personal resources. J. Occup. Organ. Psychol. 2009, 82, 183–200. [CrossRef]
62. Fredrickson, B.L. What good are positive emotions? Rev. Gen. Psychol. 1998, 2, 300–319. [CrossRef]
63. Fredrickson, B.L. The role of positive emotions in positive psychology: The broaden-and-build theory of positive emotions. Am.

Psychol. 2001, 56, 218–226. [CrossRef]
64. Fredrickson, B.L.; Branigan, C. Positive emotions broaden the scope of attention and thought-action repertoires. Cogn. Emot. 2005,

19, 313–332. [CrossRef]
65. Maslach, C.; Schaufeli, W.B.; Leiter, M.P. Job burnout. Annu. Rev. Psychol. 2001, 52, 397–422. [CrossRef]
66. Lindell, M.K.; Brandt, C.J. Climate quality and climate consensus as mediators of the relationship between organizational

antecedents and outcomes. J. Appl. Psychol. 2000, 85, 331–348. [CrossRef]
67. Leiter, M.P.; Maslach, C. Areas of worklife: A structured approach to organizational predictors of job burnout. In Emo-

tional and Physiological Processes and Positive Intervention Strategies (Research in Occupational Stress and Well Being); Perrewé, P.L.,
Ganster, D.C., Eds.; Emerald Group Publishing Limited: Bingley, UK, 2003; Volume 3, pp. 91–134. [CrossRef]

68. Robertson, I.T.; Cooper, C.L. Full engagement: The integration of employee engagement and psychological well-being. Leadersh.
Organ. Dev. J. 2010, 31, 324–336. [CrossRef]

69. Salanova, M.; Del Líbano, M.; Llorens, S.; Schaufeli, W.B. Engaged, Workaholic, Burned-Out or Just 9-to-5? Toward a Typology of
Employee Well-being. Stress Health 2013, 30, 71–81. [CrossRef]

70. Shimazu, A.; Schaufeli, W.B.; Kamiyama, K.; Kawakami, N. Workaholism vs. Work Engagement: The Two Different Predictors of
Future Well-being and Performance. Int. J. Behav. Med. 2015, 22, 18–23. [CrossRef] [PubMed]

71. Matz-Costa, C.; Besen, E.; Boone, J.J.; Pitt-Catsouphes, M. Differential impact of multiple levels of productive activity engagement
on psychological well-being in middle and later life. Gerontologist 2012, 54, 277–289. [CrossRef]

72. International HR Adviser. Why Well-Being Is Important? Available online: http://www.internationalhradviser.com/storage/
downloads/Health%20Why%20Wellbeing%20Is%20Important.pdf (accessed on 11 October 2021).

73. Bakker, A.B.; Demerouti, E. The Job Demands-Resources model: State of the art. J. Manag. Psychol. 2007, 22, 309–328. [CrossRef]
74. Hall, G.B.; Dollard, M.F.; Coward, J. Psychosocial safety climate: Development of the PSC-12. Int. J. Stress Manag. 2010, 17,

353–383. [CrossRef]
75. Dollard, M.F.; Bakker, A.B. Psychosocial safety climate as a precursor to conducive work environments, psychological health

problems, and employee engagement. J. Occup. Organ. Psychol. 2010, 83, 579–599. [CrossRef]
76. Ernst & Young. Cum a Evoluat Relat, ia Angajat-Angajator în Pandemie? Available online: https://www.ey.com/ro_ro/news/20

21/01/studiu-ey-romania--angajaii-romani-doresc-un-program-de-lucru-ma (accessed on 7 December 2021).
77. Albrecht, S.L.; Bakker, A.B.; Gruman, J.A.; Macey, W.H.; Saks, A.M. Employee engagement, human resource management

practices and competitive advantage: An integrated approach. J. Organ. Eff. People Perform. 2015, 2, 7–35. [CrossRef]
78. Glavas, A.; Kelley, K. The Effects of Perceived Corporate Social Responsibility on Employee Attitudes. Bus. Ethics. Q. 2014, 24,

165–202. [CrossRef]

http://doi.org/10.1108/IMDS-04-2016-0130
http://doi.org/10.1111/j.1744-6570.2010.01203.x
http://doi.org/10.1177/1745691610374589
http://www.ncbi.nlm.nih.gov/pubmed/26162184
http://doi.org/10.1348/096317908X285633
http://doi.org/10.1037/1089-2680.2.3.300
http://doi.org/10.1037/0003-066X.56.3.218
http://doi.org/10.1080/02699930441000238
http://doi.org/10.1146/annurev.psych.52.1.397
http://doi.org/10.1037/0021-9010.85.3.331
http://doi.org/10.1016/S1479-3555(03)03003-8
http://doi.org/10.1108/01437731011043348
http://doi.org/10.1002/smi.2499
http://doi.org/10.1007/s12529-014-9410-x
http://www.ncbi.nlm.nih.gov/pubmed/24696043
http://doi.org/10.1093/geront/gns148
http://www.internationalhradviser.com/storage/downloads/Health%20Why%20Wellbeing%20Is%20Important.pdf
http://www.internationalhradviser.com/storage/downloads/Health%20Why%20Wellbeing%20Is%20Important.pdf
http://doi.org/10.1108/02683940710733115
http://doi.org/10.1037/a0021320
http://doi.org/10.1348/096317909X470690
https://www.ey.com/ro_ro/news/2021/01/studiu-ey-romania--angajaii-romani-doresc-un-program-de-lucru-ma
https://www.ey.com/ro_ro/news/2021/01/studiu-ey-romania--angajaii-romani-doresc-un-program-de-lucru-ma
http://doi.org/10.1108/JOEPP-08-2014-0042
http://doi.org/10.5840/beq20143206

	Introduction 
	Literature Review 
	Employees’ EE 
	Employees’ WB 
	Relationship among Employees’ EE, WB, and Other Organizational Measures 

	Research Design and Methodology 
	Results 
	Discussion 
	Conclusions 
	Practical Implications 
	Limitations and Recommendations for Future Research 

	Appendix A
	References

