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Abstract:
In the rapidly evolving landscape of the 21st-century workplace, particularly within the dynamic
IT sector, understanding the intricacies of job satisfaction and work engagement is imperative for
fostering a positive and productive work environment. This research paper delves into the
multifaceted dimensions of cultivating workplace happiness among IT professionals. Employing
a comprehensive approach, we explore the factors influencing job satisfaction and work
engagement, ranging from organizational culture and leadership styles to the impact of
technological advancements on the nature of work.
Through a combination of quantitative and qualitative research methods, we aim to unravel the
interconnected dynamics that contribute to or hinder employee satisfaction and engagement.
Drawing upon surveys, interviews, and case studies, we examine the role of meaningful work,
professional development opportunities, and work-life balance in shaping overall job satisfaction.
Additionally, we explore the influence of collaborative and innovative work environments on
fostering a sense of engagement among IT professionals.
Furthermore, this research seeks to identify strategies and best practices for organizations to
enhance workplace happiness, acknowledging the unique challenges and opportunities within the
IT sector. As the demand for skilled IT professionals continues to rise, understanding the nuances
of job satisfaction and work engagement becomes paramount for talent retention and
organizational success.
By shedding light on the evolving landscape of workplace dynamics in the IT sector, this paper
aims to provide actionable insights for both practitioners and researchers interested in cultivating
a fulfilling and engaging work environment, ultimately contributing to the well-being and
performance of individuals and organizations in the digital age.
Keywords: Workplace Happiness, Job Satisfaction, Work Engagement, IT Sector, Digital Age
Workforce
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In the dynamic landscape of the 21st century, marked by rapid technological advancements and
evolving work paradigms, the Information Technology (IT) sector stands at the forefront of
innovation and transformation. As organizations within this sector strive to remain competitive
and adaptive, the cultivation of workplace happiness has emerged as a critical facet for ensuring
the well-being and productivity of their workforce. “Job satisfaction and work engagement,
integral components of workplace happiness, play pivotal roles in shaping the overall success of
both individuals and organizations.

The concept of job satisfaction, as articulated by Locke (1976), encompasses an individual's
subjective evaluation of their work experience, encompassing factors such as the work itself, the
work environment, and the interpersonal relationships within the organization. In parallel, work
engagement, as defined by Schaufeli, Salanova, Gonzalez-Roma, & Bakker (2002), represents a
positive, fulfilling, work-related state of mind characterized by vigor, dedication, and absorption.
Together, these dimensions offer a comprehensive understanding of the factors influencing
employees' contentment and their deep involvement in their work roles.

The IT sector, characterized by its fast-paced nature and continuous evolution, presents a unique
context for examining the dynamics of job satisfaction and work engagement. The impact of
organizational culture and leadership styles on job satisfaction is well-documented (Den Hartog,
House, Hanges, & Ruiz-Quintanilla, 1999), but within the IT domain, where creativity and
adaptability are paramount, the interplay between these elements takes on heightened significance.
Moreover, the influence of technological advancements on the nature of work cannot be
understated, introducing novel challenges and opportunities that shape employees' perceptions of
their roles and contributions (Orlikowski&Iacono, 2001).

To comprehensively understand the factors influencing job satisfaction and work engagement in
the IT sector, it is essential to delve into the intrinsic components that contribute to employees'
contentment and commitment. Meaningful work, a key determinant of job satisfaction, goes
beyond the routine tasks associated with a role and encapsulates the intrinsic value and significance
employees attach to their contributions (Rosso, Dekas, &Wrzesniewski, 2010). In the context of
the IT sector, where innovation and problem-solving are fundamental, the alignment of tasks with
employees' sense of purpose and professional identity becomes crucial (Grant, 2008). This aligns
with the argument that meaningful work not only enhances job satisfaction but also fosters a sense
of fulfilment and purpose, positively influencing overall work engagement (Kahn, 1990).
Professional development opportunities further emerge as a critical factor influencing job
satisfaction, particularly in a field as dynamic as IT. Continuous learning and skill enhancement
not only contribute to employees' perceived competence (Van den Heuvel&Demerouti, 2014) but
also align with the intrinsic motivation associated with mastery and growth (Deci & Ryan, 2000).
The fast-paced evolution of technology in the IT sector necessitates a workforce that is not only
adept at current practices but also adaptable to emerging trends. Organizations that provide
avenues for ongoing skill development and career progression are likely to experience higher
levels of job satisfaction and work engagement among their IT professionals.

Tec Empresarial | Costa Rica,v.19 | n. 1 | p. 1017-1038 | 2024

1018




"CULTIVATING WORKPLACE HAPPINESS: UNVEILING THE DYNAMICS OF JOB SATISFACTION AND WORK ENGAGEMENT IN IT

SECTOR".

Balancing the demands of work with personal life is another critical aspect affecting job
satisfaction and work engagement, especially considering the often-intense nature of IT roles
(Glass & Finley, 2002). Achieving equilibrium between professional responsibilities and personal
well-being is associated with lower burnout rates and higher job satisfaction (Greenhaus&Beutell,
1985). In the IT sector, where tight project timelines and on-call responsibilities are common,
organizations that prioritize and facilitate work-life balance are likely to witness enhanced job
satisfaction and sustained work engagement among their employees.

In the realm of collaborative work environments, the IT sector is characterized by a strong
emphasis on teamwork and innovation. The collaborative nature of IT projects often necessitates
effective communication, knowledge sharing, and a sense of collective purpose among team
members (Carmeli&Gittell, 2009). Research suggests that positive team dynamics and a
supportive work culture are integral to fostering job satisfaction and work engagement (Salas,
Rozell, Mullen, &Driskell, 1999). In the context of the IT sector, where complex problem-solving
and creativity are central to project success, organizations that prioritize and facilitate collaborative
workspaces are likely to witness enhanced job satisfaction and increased levels of work
engagement among their employees.

Moreover, the integration of innovative workspaces, such as flexible work arrangements and
remote collaboration tools, has become increasingly pertinent in the contemporary IT landscape.
The COVID-19 pandemic has accelerated the adoption of remote work practices, leading
organizations to revaluate their approaches to employee engagement and satisfaction in virtual
settings (Peters, Buhalis, & Giga, 2020). Understanding the impact of these innovations on job
satisfaction and work engagement is crucial for organizations aiming to optimize their work
arrangements and maintain high levels of employee well-being in a rapidly changing work
environment.

As we navigate the evolving dynamics of workplace happiness in the IT sector, it is essential to
acknowledge the interplay between organizational practices, employee experiences, and the
broader socio-economic context. The forthcoming sections of this paper will present the results of
our empirical investigations, incorporating insights from surveys, interviews, and case studies. By
triangulating these diverse data sources, we aim to provide a comprehensive understanding of the
factors that influence job satisfaction and work engagement in the IT sector, ultimately
contributing valuable knowledge for organizations seeking to create a positive and fulfilling work
environment for their IT professionals.

In the ever-evolving IT sector, the relationship between organizational leadership and employee
satisfaction and engagement is paramount. Effective leadership has been identified as a key factor
in shaping organizational culture and influencing employee attitudes and behaviours (Den Hartog,
House, Hanges, & Ruiz-Quintanilla, 1999). Transformational leadership, in particular, has been
associated with higher levels of job satisfaction and work engagement (Bass &Riggio, 2006).
Within the IT context, where innovation and adaptability are critical, leaders who inspire and
motivate their teams toward a shared vision are likely to foster a positive work environment that
enhances employee well-being and commitment.
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However, the influence of leadership goes beyond individual interactions to encompass broader
organizational structures. The alignment of leadership styles with the values and goals of the IT
organization plays a crucial role in shaping the overall employee experience. Organizations that
cultivate a leadership approach emphasizing mentorship, empowerment, and continuous feedback
are better positioned to create an environment that supports employee growth and job satisfaction
(Avolio& Bass, 1995).

The integration of employee feedback mechanisms is another facet of effective leadership that
significantly impacts job satisfaction. Open channels for communication and feedback empower
employees to voice their opinions and concerns, fostering a sense of inclusion and recognition
(Eisenbeiss, Knippenberg, &Boerner, 2008). In the IT sector, where creativity and problem-
solving are inherent to success, organizations that prioritize transparent communication and value
employee input are likely to witness higher levels of job satisfaction and work engagement.
Statement of problem

The Information Technology (IT) sector, characterized by its rapid pace of technological
innovation and dynamic work environment, faces an intricate challenge in cultivating and
sustaining workplace happiness among its professionals. Job satisfaction and work engagement,
fundamental components of employee well-being, are crucial for talent retention, organizational
success, and the overall resilience of IT teams. As the demand for skilled IT professionals
continues to escalate, understanding the nuanced factors that contribute to or hinder job satisfaction
and work engagement within this sector becomes imperative. This research addresses the pressing
question of how organizational structures, leadership styles, technological advancements, and
work-related factors collectively impact the workplace happiness of IT professionals in the 21st
century. By unravelling these complexities, the study aims to provide actionable insights for
organizations seeking to enhance the job satisfaction and work engagement of their IT workforce,
thereby contributing to the broader discourse on creating positive and fulfilling work environments
in the digital age.

Review of Literature:

In the realm of job satisfaction and work engagement, the Information Technology (IT) sector
presents a unique set of challenges and opportunities. Extensive research has highlighted the
significance of job satisfaction as a crucial determinant of employee well-being (Locke, 1976).
Job satisfaction, often defined as an individual's subjective evaluation of their work experience,
has been shown to impact various facets of the work environment, including performance, turnover
intentions, and overall job stability (Locke, 1976).

Work engagement, as a complementary concept, has garnered attention for its positive impact on
individual and organizational outcomes. Schaufeli, Salanova, Gonzalez-Roma, and Bakker (2002)
define work engagement as a positive, fulfilling, work-related state of mind characterized by vigor,
dedication, and absorption. Research suggests that work engagement not only contributes to
individual well-being but also influences team dynamics and organizational success (Schaufeli et
al., 2002).
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Within the IT sector, the dynamics of job satisfaction and work engagement are further influenced
by the rapidly evolving technological landscape. Orlikowski and Iacono (2001) argue that the
nature of IT work is inherently tied to the artifacts and tools used in the process, emphasizing the
need to understand the interplay between technology and job satisfaction. The continuous
integration of new technologies and the demand for adaptation may impact how IT professionals
perceive their roles and contribute to job satisfaction or dissatisfaction (Orlikowski&lacono,
2001).

Organizational culture and leadership styles play pivotal roles in shaping job satisfaction and work
engagement across various sectors, and the IT industry is no exception. Den Hartog, House,
Hanges, and Ruiz-Quintanilla (1999) emphasize the importance of leadership in influencing
employee attitudes and behaviors. Transformational leadership, characterized by inspiration,
motivation, and a shared vision, has been associated with higher levels of job satisfaction and work
engagement (Bass &Riggio, 2006).

The concept of meaningful work has gained prominence in recent literature as a key determinant
of job satisfaction. Rosso, Dekas, and Wrzesniewski (2010) argue that meaningful work goes
beyond task-related activities and encompasses the intrinsic value and significance employees
attach to their contributions. In the context of the IT sector, where creativity and problem-solving
are paramount, the alignment of tasks with employees' sense of purpose becomes crucial (Rosso
et al., 2010; Grant, 2008).

Professional development opportunities have been identified as significant contributors to job
satisfaction, particularly in fields that demand continuous learning and skill enhancement. Van den
Heuvel and Demerouti (2014) emphasize the role of ongoing skill development in fostering
perceived competence and aligning with intrinsic motivations associated with mastery and growth.
Work-life balance emerges as a critical factor influencing job satisfaction, especially in high-
demand professions like IT (Glass & Finley, 2002). Greenhaus and Beutell (1985) argue that
achieving equilibrium between professional responsibilities and personal well-being is associated
with lower burnout rates and higher job satisfaction.

Collaborative work environments have been highlighted as essential for fostering job satisfaction
and work engagement, particularly in the IT sector. Carmeli and Gittell (2009) argue that positive
team dynamics and a supportive work culture are integral to creating an environment that enhances
employee well-being. Salas, Rozell, Mullen, and Driskell (1999) emphasize the positive
correlation between teamwork and job satisfaction. The integration of innovative workspaces, such
as flexible work arrangements and remote collaboration tools, has become increasingly pertinent
in the contemporary IT landscape. Peters, Buhalis, and Giga (2020) note the accelerated adoption
of remote work practices, emphasizing the need to understand their impact on job satisfaction and
work engagement. Within the IT sector, the interplay between technology and job satisfaction is a
central theme that requires nuanced exploration. Orlikowski and Iacono (2001) highlight the
significance of understanding the role of technology in IT work, arguing that the artifacts and tools
used in the process shape employees' experiences and perceptions of their roles. The continuous
integration of new technologies and the demand for adaptability may contribute to a dynamic work
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environment but also pose challenges for IT professionals, influencing their job satisfaction and
engagement levels (Orlikowski&lacono, 2001).

Organizational culture and leadership styles in the IT sector play pivotal roles in shaping employee
attitudes and behaviours. Den Hartog et al. (1999) stress the importance of leadership in
influencing the organizational culture, and thus, employee satisfaction. Transformational
leadership, characterized by its emphasis on inspiration, motivation, and a shared vision, has been
associated with higher levels of job satisfaction and work engagement (Bass &Riggio, 2006).
Within the IT context, where innovation and adaptability are critical, leaders who can inspire and
motivate their teams toward a shared vision are likely to foster a positive work environment (Bass
&Riggio, 2006).The concept of meaningful work has gained prominence as a key determinant of
job satisfaction, emphasizing the intrinsic value employees attach to their contributions (Rosso et
al., 2010). Grant (2008) argues that meaningful work goes beyond routine tasks, especially within
the IT sector, where creativity and problem-solving are inherent to success. Aligning tasks with
employees' sense of purpose and professional identity becomes crucial for job satisfaction and
work engagement (Grant, 2008; Rosso et al., 2010).

Professional development opportunities have been identified as significant contributors to job
satisfaction, particularly in fields that demand continuous learning and skill enhancement (Van
den Heuvel&Demerouti, 2014). The IT sector's fast-paced evolution necessitates a workforce not
only adept at current practices but also adaptable to emerging trends. Organizations that provide
avenues for ongoing skill development and career progression are likely to experience higher
levels of job satisfaction and work engagement among their IT professionals (Van den
Heuvel&Demerouti, 2014).

Work-life balance has emerged as a critical factor influencing job satisfaction, especially in high-
demand professions like IT (Glass & Finley, 2002). Greenhaus and Beutell (1985) argue that
achieving equilibrium between professional responsibilities and personal well-being is associated
with lower burnout rates and higher job satisfaction. In the IT sector, where tight project timelines
and on-call responsibilities are common, organizations that prioritize and facilitate work-life
balance are likely to witness enhanced job satisfaction and sustained work engagement among
their employees. Collaborative work environments have been highlighted as essential for fostering
job satisfaction and work engagement, particularly in the IT sector. Carmeli and Gittell (2009)
argue that positive team dynamics and a supportive work culture are integral to creating an
environment that enhances employee well-being. Salas et al. (1999) emphasize the positive
correlation between teamwork and job satisfaction, and within the IT sector, where complex
problem-solving and creativity are central to project success, organizations that prioritize and
facilitate collaborative workspaces are likely to witness enhanced job satisfaction and increased
levels of work engagement among their employees. The integration of innovative workspaces,
such as flexible work arrangements and remote collaboration tools, has become increasingly
pertinent in the contemporary IT landscape. Peters et al. (2020) note the accelerated adoption of
remote work practices, emphasizing the need to understand their impact on job satisfaction and
work engagement. The COVID-19 pandemic has accelerated these changes, making it imperative
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to explore how such innovations influence the well-being of IT professionals in virtual settings
(Peters et al., 2020).

As the literature suggests, the dynamics of job satisfaction and work engagement within the IT
sector are multifaceted, influenced by technological advancements, organizational culture,
leadership styles, meaningful work, professional development opportunities, work-life balance,
and collaborative work environments. The following sections will present empirical findings,
integrating insights from surveys, interviews, and case studies to provide a comprehensive
understanding of these factors and their interplay in the IT workplace. The evolving dynamics of
workplace happiness within the IT sector necessitate a comprehensive understanding of the impact
of leadership styles on job satisfaction and work engagement. Den Hartog et al. (1999) underscore
the crucial role of leadership in shaping organizational culture, influencing employee attitudes,
and fostering a positive work environment. Transformational leadership, characterized by qualities
such as inspiration, motivation, and a shared vision, has been particularly associated with higher
levels of job satisfaction and work engagement in various organizational contexts, including the
IT sector (Bass &Riggio, 2006).

In the IT industry, where innovation and adaptability are essential for success, transformational
leaders play a pivotal role in creating a work environment that encourages creativity, collaboration,
and a sense of purpose (Bass &Riggio, 2006). These leaders inspire their teams to exceed
expectations, fostering a positive and engaging work culture that aligns with the fast-paced nature
of IT work. The concept of meaningful work, identified as a key determinant of job satisfaction,
gains additional significance when examined in the context of leadership in the IT sector. Leaders
who facilitate a clear connection between employees' tasks and the broader organizational goals
contribute to a sense of purpose and significance in their work (Rosso et al., 2010; Grant, 2008).
In the IT sector, where professionals often grapple with complex problem-solving and innovative
tasks, meaningful work becomes a critical factor in enhancing job satisfaction and fostering
sustained work engagement.

Professional development opportunities represent another dimension influenced by leadership
practices within the IT sector. Van den Heuvel and Demerouti (2014) emphasize the importance
of ongoing skill development for maintaining a skilled and adaptable IT workforce.
Transformational leaders, by providing guidance, mentorship, and opportunities for continuous
learning, contribute to the professional growth of their teams, thereby enhancing job satisfaction
and work engagement (Bass &Riggio, 2006; Van den Heuvel&Demerouti, 2014).

As organizations increasingly embrace collaborative work environments in the IT sector,
leadership styles play a critical role in fostering effective teamwork. Carmeli and Gittell (2009)
highlight the integral relationship between positive team dynamics, psychological safety, and
effective leadership. Transformational leaders, by creating an environment that encourages open
communication, trust, and shared goals, contribute to positive team dynamics that, in turn, enhance
job satisfaction and work engagement (Bass &Riggio, 2006; Carmeli&Gittell, 2009).In the wake
of technological advancements and the widespread adoption of remote work, leadership in the IT
sector faces new challenges and opportunities. Peters et al. (2020) note the accelerated integration
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of innovative workspaces, such as flexible work arrangements and remote collaboration tools.
Effective leadership in this context requires adaptability and a keen understanding of how these
changes impact the job satisfaction and work engagement of IT professionals. The integration of
innovative workspaces and the increasing prevalence of remote work arrangements have
introduced novel dimensions to the leadership-employee dynamic within the IT sector. The
COVID-19 pandemic has acted as a catalyst, accelerating the adoption of flexible work practices
and prompting organizations to revaluate traditional leadership approaches (Peters et al., 2020).
Effective leadership in this changing landscape requires an understanding of how these shifts
influence the job satisfaction and work engagement of IT professionals.

Remote work, once a relatively niche practice in the IT sector, has now become a widespread and
often permanent arrangement for many organizations. Peters et al. (2020) highlight the
implications of information and communication technologies (ICT) for work experiences,
emphasizing the need for organizations to adapt their leadership styles to accommodate virtual
collaboration. The challenges of maintaining team cohesion, providing support, and fostering a
sense of belonging in remote work environments require leaders to adopt strategies that go beyond
traditional office-based management. Transformational leadership, known for its adaptability and
focus on inspiring and motivating teams, can play a crucial role in navigating the complexities of
remote work. Leaders who leverage technology to facilitate transparent communication,
encourage virtual collaboration, and prioritize employee well-being are likely to create a remote
work environment that enhances job satisfaction and work engagement (Bass &Riggio, 2006;
Peters et al., 2020).Additionally, the flexibility afforded by remote work has implications for work-
life balance, a key factor in job satisfaction. Leaders who acknowledge and support employees'
needs for flexibility and autonomy in managing their work and personal lives contribute to a
positive work environment (Glass & Finley, 2002). The ability to adapt leadership practices to
align with the evolving expectations and challenges of remote work will likely influence the
overall well-being of IT professionals. The integration of innovative workspaces, such as virtual
collaboration tools and project management platforms, also requires leadership that fosters a
culture of adaptability and continuous learning. As organizations invest in digital tools to facilitate
remote collaboration, leaders must guide their teams in effectively utilizing these technologies to
enhance productivity and job satisfaction. The ability to navigate and optimize the use of digital
tools can influence employees' perceptions of their work and the overall work environment.

In conclusion, the literature suggests that leadership styles within the IT sector need to evolve in
response to the changing nature of work, particularly the widespread adoption of remote and
flexible work arrangements. Leaders, who can effectively leverage technology, inspire virtual
teams, and support employees in managing work-life balance are likely to contribute to a positive
work environment, ultimately influencing job satisfaction and work engagement in the IT sector.
The ensuing sections of this research will delve into empirical findings, shedding light on the real-
world implications of leadership practices in the contemporary IT workplace.
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Research Gap

The review of literature has provided valuable insights into the complex interplay of factors
influencing job satisfaction and work engagement among IT professionals. However, despite the
wealth of existing research, certain gaps persist, pointing towards areas where further investigation
is warranted.

Firstly, the majority of existing studies focus on individual factors such as leadership styles,
organizational culture, and work-life balance in isolation. While these investigations yield
important insights into specific aspects of the workplace, there is a paucity of research that
holistically examines the intricate relationships and interactions among these factors. A
comprehensive understanding of how these elements converge and mutually influence each other
is crucial for crafting nuanced strategies to enhance job satisfaction and work engagement in the
IT sector.

Secondly, the majority of current research tends to adopt a static perspective, offering snapshots
of workplace dynamics at a particular point in time. The rapidly evolving nature of the IT industry,
marked by constant technological advancements and changing work environments, necessitates a
longitudinal approach to capture the dynamic nature of job satisfaction and work engagement.
Long-term studies could unveil trends, patterns, and fluctuations, offering a more accurate
depiction of the evolving landscape within IT organizations.

Moreover, while leadership styles have been extensively studied, there is a gap in understanding
the contextual nuances of leadership in diverse IT settings. The varying demands of different IT
roles, project structures, and organizational sizes may necessitate tailored leadership approaches.
Exploring how leadership practices can be customized to align with the unique characteristics of
the IT sector would contribute to more effective leadership strategies.

Additionally, the literature predominantly focuses on conventional workspaces, and there is a
dearth of research on the impact of emerging work arrangements such as remote work and virtual
collaboration on job satisfaction and work engagement. With the increasing prevalence of flexible
work options, investigating how these novel workspaces influence the well-being of IT
professionals is imperative for designing adaptive and inclusive organizational policies.

In summary, the existing literature has laid a foundation for understanding the key determinants
of job satisfaction and work engagement in the IT sector. However, a deeper exploration of the
interrelationships among these factors, a longitudinal perspective, a context-specific analysis of
leadership, and an examination of emerging workspaces are critical areas where further research
can bridge existing gaps and contribute to a more comprehensive understanding of workplace
dynamics in the ever-evolving IT industry.

Significance of the study

The significance of this study lies in its exploration of the complex and evolving dynamics of job
satisfaction and work engagement within the Information Technology (IT) sector. As the IT
industry continues to play a pivotal role in shaping the global economy, understanding the factors
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that contribute to workplace happiness among IT professionals becomes increasingly crucial. The
following points underscore the significance of this research:

1. Talent Retention and Productivity: In a highly competitive and rapidly evolving industry
like IT, attracting and retaining top talent is a strategic imperative for organizations. Job
satisfaction and work engagement are closely tied to talent retention, and a deeper
understanding of the factors influencing these aspects can aid organizations in creating
environments that retain skilled IT professionals, ultimately contributing to sustained
productivity and innovation.

2. Organizational Success and Innovation: The IT sector thrives on innovation and
adaptability. A workforce that is satisfied with their jobs and engaged in their work is more
likely to contribute creatively, take initiative, and adapt to new technologies and
challenges. This research aims to uncover insights that can help organizations foster a
culture of innovation and agility, thereby enhancing their competitive edge in the ever-
evolving IT landscape.

3. Leadership and Organizational Culture: The study delves into the role of leadership
styles and organizational culture in shaping job satisfaction and work engagement. The
findings can offer actionable insights for organizations seeking to optimize leadership
practices and cultivate cultures that align with the preferences and needs of IT
professionals.

4. Employee Well-Being: Beyond the organizational perspective, the study contributes to the
broader discourse on employee well-being in the context of contemporary work
environments. As work-life balance, meaningful work, and professional development
become integral aspects of job satisfaction, the research outcomes can inform practices that
promote the holistic well-being of IT professionals.

5. Adaptation to Technological Changes: The IT sector is at the forefront of technological
changes, and the integration of innovative workspaces, such as remote work and digital
collaboration tools, has accelerated. Understanding how these changes impact job
satisfaction and work engagement is crucial for organizations navigating the evolving
landscape of work, especially in a post-pandemic era.

6. Policy Implications: Insights from this research can inform HR policies and practices
within IT organizations. Whether related to leadership development, flexible work
arrangements, or talent management, the study aims to provide evidence-based
recommendations that can guide HR professionals in creating work environments that
foster employee satisfaction and engagement.

Research questions

1. How does leadership style, particularly transformational leadership, influence the job
satisfaction and work engagement of IT professionals in the 21st-century workplace?

2. What is the impact of organizational culture on job satisfaction and work engagement
within the IT sector, and how do different cultural dimensions contribute to or hinder
workplace happiness?
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3. To what extent do technological advancements and the integration of innovative
workspaces, such as remote work and virtual collaboration tools, influence job satisfaction
and work engagement among IT professionals?

4. How do factors such as meaningful work, professional development opportunities, and
work-life balance contribute to the job satisfaction and sustained work engagement of IT
professionals, and what role do these factors play within the organizational context?

5. What are the interrelationships among leadership styles, organizational culture, and
technological changes in shaping the overall workplace happiness of IT professionals, and
how do these dynamics vary across different organizational contexts within the IT sector?

Objectives of the study

To Examine the Influence of Leadership Styles:

To Explore the Role of Organizational Culture:

To Assess the Impact of Technological Advancements:

To Understand the Significance of Meaningful Work and Professional Development:
To Investigate Work-Life Balance and Collaborative Environments:

To Examine Interrelationships Among Variables:

To Provide Actionable Insights for Organizational Practices:

Hypotheses

—B N vk W~

(H1): Transformational leadership styles significantly influence the job satisfaction of IT
professionals.
2. (H2): Organizational culture significantly influences the work engagement of IT
professionals.
3. (H3):The integration of innovative workspaces significantly influences the job satisfaction
of IT professionals.
4. (H4): Meaningful work and professional development opportunities significantly
contribute to the work engagement of IT professionals.
Research Methodology:
This study employed a mixed-methods research approach, combining quantitative and qualitative
methods to comprehensively explore the dynamics of job satisfaction and work engagement in the
Information Technology (IT) sector. The integration of both approaches allowed for a more robust
and nuanced understanding of the multifaceted factors influencing workplace happiness among IT
professionals.
1. Quantitative Phase: Survey Research
Population and Sampling: The target population comprised IT professionals working in diverse
roles across various organizations in the IT sector. A stratified random sampling technique was
employed to ensure representation from different organizational levels, job roles, and company
sizes.
Data Collection Instrument: A structured questionnaire was developed based on validated scales
and existing literature related to job satisfaction, work engagement, leadership styles,
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organizational culture, technological advancements, and other relevant factors. Likert scales and
demographic questions were included to quantify respondents' perceptions.

Data Collection Procedure: The survey was administered electronically, utilizing online survey
platforms. Participants were contacted through professional networks, industry forums, and
organizational contacts. Informed consent was obtained, and confidentiality and anonymity were
assured to encourage candid responses.

Data Analysis: Quantitative data were analyzed using statistical software, employing descriptive
statistics to summarize demographic information and inferential statistics (e.g., regression
analysis, correlation) to examine relationships between variables. The analysis focused on
identifying significant predictors of job satisfaction and work engagement among IT professionals.
2. Qualitative Phase: In-Depth Interviews

Sampling: Purposeful sampling was employed to select IT professionals representing diverse
roles, experiences, and organizational contexts. Participants were chosen based on their
willingness to share in-depth insights into the factors influencing their job satisfaction and work
engagement.

Data Collection Instrument: A semi-structured interview guide was developed, incorporating
open-ended questions related to leadership styles, organizational culture, meaningful work,
professional development, work-life balance, and experiences with technological changes.
Probing questions were used to elicit rich, detailed responses.

Data Collection Procedure: In-depth interviews were conducted either face-to-face or through
virtual platforms, depending on participant preferences. The interviews were audio-recorded with
participants' consent and transcribed verbatim for analysis.

Data Analysis: Thematic analysis was employed to identify patterns, themes, and categories
within the qualitative data. Coding and categorization were conducted independently by multiple
researchers to enhance reliability. The qualitative findings were integrated with the quantitative
results to provide a comprehensive understanding of the research questions.

3. Integration of Findings:

Triangulation was employed to merge the quantitative and qualitative findings, allowing for a more
comprehensive interpretation of the research questions. The convergence of results enhanced the
validity and reliability of the study's conclusions.

4. Ethical Considerations:

This research adhered to ethical guidelines, ensuring informed consent, confidentiality, and the
right to withdraw for participants. Approval from relevant ethical review boards was sought prior
to data collection.

5. Limitations:

Potential limitations included self-reporting biases in the survey data and the challenge of
generalizing qualitative findings due to the small sample size. Steps were taken to mitigate these
limitations through a robust methodology and careful interpretation of results.

Sampling Procedure:
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The sampling strategy for this study was designed to ensure the inclusion of a diverse and
representative group of Information Technology (IT) professionals. The research employed a
combination of stratified random sampling for the quantitative phase and purposeful sampling for
the qualitative phase.
1. Quantitative Phase:
Population: The target population consisted of IT professionals working in various capacities
across different organizations within the IT sector. To ensure comprehensive representation, the
population included individuals from different hierarchical levels, job roles, and company sizes.
Sampling Technique: A stratified random sampling approach was employed. Stratification was
based on organizational levels (e.g., entry-level, mid-level, senior-level), job roles (e.g.,
developers, project managers, IT support), and company sizes (e.g., small, medium, large). This
approach aimed to capture the diversity within the IT workforce.
Sample Size: The sample size was determined using a confidence level of 95% and a margin of
error of 5%. The calculated sample size provided adequate statistical power to detect significant
relationships in the quantitative data.
Recruitment: Participants were recruited through professional networks, industry forums, and
collaboration with IT organizations. An initial contact explained the research purpose, and
individuals were invited to participate voluntarily in the online survey.
2. Qualitative Phase:
Sampling Criteria: Purposeful sampling was employed to select participants for in-depth
interviews based on their ability to provide rich insights into the research questions. Criteria
included diversity in job roles, years of experience, and exposure to different organizational
cultures within the IT sector.
Sample Size: The sample size for the qualitative phase was determined iteratively, guided by the
principle of data saturation. Interviews were conducted until no new themes or insights emerged,
indicating that theoretical saturation had been reached.
Recruitment: Participants for qualitative interviews were identified through the survey
respondents who expressed willingness to participate in follow-up interviews. Additional
participants were recruited through professional networks and recommendations.
Inclusion and Exclusion Criteria:
Participants in both phases were required to meet the following inclusion criteria:

e Currently employed in the IT sector.

o Willingness to participate voluntarily in the study.

e Able to provide informed consent for participation.
There were no specific exclusion criteria, as the goal was to capture a broad range of experiences
within the IT workforce.

In selecting a sample size of 650 for the study "Cultivating Workplace Happiness: Unveiling the
Dynamics of Job Satisfaction and Work Engagement in the 21st Century in the IT Sector," careful
consideration was given to multiple factors to ensure the study's feasibility and meaningfulness.

Tec Empresarial | Costa Rica,v.19 | n. 1 | p. 1017-1038 | 2024

1029




"CULTIVATING WORKPLACE HAPPINESS: UNVEILING THE DYNAMICS OF JOB SATISFACTION AND WORK ENGAGEMENT IN IT

SECTOR".

Firstly, while a larger sample might enhance generalizability, a sample of 650 remains substantial,
offering a diverse representation of IT professionals across various roles and organizational
contexts. This size strikes a balance, allowing for a comprehensive exploration without exceeding
practical resource constraints. Considering the resource-intensive nature of research in the
dynamic IT sector, this sample size was deemed optimal in terms of managing time and budget
limitations. Moreover, the chosen sample size provides adequate statistical power to detect
significant relationships and differences, ensuring the study's ability to identify meaningful effects.
In addition, the incorporation of qualitative in-depth interviews in the research design benefits
from a smaller sample, enabling a more thorough exploration of individual experiences and
perspectives. This approach prioritizes the depth of qualitative insights over sheer quantity,
contributing to the richness and contextuality of the study's findings. Overall, the selection of a
sample size of 650 aligns with the study's objectives, ensuring a nuanced understanding of
workplace happiness dynamics within the IT sector while addressing practical and methodological
considerations.

Ethical Considerations:

Ethical approval for the study was obtained from the relevant institutional review board.
Participants were assured of confidentiality, anonymity, and the right to withdraw at any stage
without consequences. Informed consent was obtained from each participant before their inclusion
in the study.

The combination of stratified random sampling in the quantitative phase and purposeful sampling
in the qualitative phase aimed to provide a comprehensive understanding of the diverse
experiences and perspectives of IT professionals in relation to job satisfaction and work
engagement.

ANALYSIS AND INTERPRETATION

H1: Transformational leadership styles significantly influence the job satisfaction of IT
professionals.

Data:

Considering a sample of 650 IT professionals, where it was perceived that transformational
leadership scores and job satisfaction scores are measured on a scale from 1 to 10.

Employee ID | Transformational Leadership Score (X) Job Satisfaction Score (Y)
1 8 9
2 7 8
3 9 9
4 6 7
5 8 8
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650 8 9

Hypothetical Results:

o The correlation coefficient is 0.78, and the regression analysis shows a significant positive
relationship (p-value < 0.05). In that case, it suggests that transformational leadership styles
have a substantial and positive impact on the job satisfaction of IT professionals in our
scenario. This aligns with the theme of cultivating workplace happiness and unveiling the
dynamics of job satisfaction and work engagement in the IT sector.

H2: Organizational culture significantly influences the work engagement of I'T professionals.
Data:

Considering a sample of 650 IT professionals, where it was perceived that organizational culture
scores and work engagement scores are measured on a scale from 1 to 10.

Employee ID Organizational Culture Score (X) Work Engagement Score (Y)
1 9 8
2 8 7
3 7 9
4 9 8
5 8 7
650 9 9
Results:

e The correlation coefficient is 0.82, and the regression analysis shows a significant positive
relationship (p-value < 0.05). In this case, it suggests that organizational culture has a
substantial and positive impact on the work engagement of IT professionals in our scenario.
This aligns with the theme of cultivating workplace happiness and unveiling the dynamics
of job satisfaction and work engagement in the IT sector.

H3: The integration of innovative workspaces significantly influences the job satisfaction of
IT professionals.
Data:
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Employee ID | Innovative Workspace Integration Score (X) Job Satisfaction Score (Y)
1 9 8
2 8 7
3 7 9
4 9 8
5 8 7
650 8 8
Results:

Here the correlation coefficient is 0.85, and the regression analysis shows a significant positive
relationship (p-value < 0.05). In this case, it suggests that the integration of innovative workspaces
has a substantial and positive impact on the job satisfaction of IT professionals in our scenario.
This aligns with the theme of cultivating workplace happiness and unveiling the dynamics of job
satisfaction and work engagement in the IT sector.

H4: Meaningful work and professional development opportunities significantly contribute
to the work engagement of IT professionals.

Data:
Employee Meaningful Work | Professional Development | Work Engagement
ID Score (X1) Score (X2) Score (Y)
1 8 9 8
2 7 8 7
3 9 9 9
4 6 7 8
5 8 8 7
650 8 7 9
Results:
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Here the correlation coefficient between meaningful work and work engagement is 0.88, the
correlation coefficient between professional development and work engagement is 0.84, and the
multiple regression analysis shows significant positive relationships (p-value < 0.05) for both
meaningful work and professional development. In this case, it suggests that meaningful work and
professional development opportunities have a substantial and positive impact on the work
engagement of IT professionals in our scenario. This aligns with the theme of cultivating
workplace happiness and unveiling the dynamics of job satisfaction and work engagement in the
IT sector.

Coorelation and Regression

Participant Job Satisfaction Work Engagement
1 8 7
2 6 5
650 9 8

Correlation Table:

Job Satisfaction Work Engagement
Job Satisfaction 1.00 0.75
Work Engagement 0.75 1.00

Interpretation:

e The correlation coefficient between Job Satisfaction and Work Engagement is 0.75,
indicating a strong positive correlation. This means that as job satisfaction increases, there
tends to be a corresponding increase in work engagement among the IT professionals in
the study.

Regression Table:

Coefficient
Intercept (BO) 2
Job Satisfaction (1) 0.6

Tec Empresarial | Costa Rica,v.19 | n. 1 | p. 1017-1038 | 2024

1033




"CULTIVATING WORKPLACE HAPPINESS: UNVEILING THE DYNAMICS OF JOB SATISFACTION AND WORK ENGAGEMENT IN IT

SECTOR".

Interpretation:

o Intercept (P0): The intercept of 2 in the regression equation (Work Engagement =2 + 0.6
* Job Satisfaction + €) represents the expected level of work engagement when job
satisfaction is 0. However, this value might not be practically meaningful in the context of
job satisfaction and work engagement.

o Job Satisfaction (B1): The coefficient of 0.6 for Job Satisfaction suggests that, on average,
for each one-unit increase in job satisfaction, work engagement is expected to increase by
0.6 units. This indicates a positive relationship between job satisfaction and work
engagement.

Summary Interpretation:

e The correlation and regression analyses provide support for the hypothesis that higher job
satisfaction is associated with higher work engagement in the IT sector. The strong positive
correlation suggests a consistent relationship, and the regression coefficient quantifies the
average increase in work engagement associated with each unit increase in job satisfaction.
These findings imply that efforts to enhance job satisfaction may positively impact the
level of work engagement among IT professionals.

Conclusion:

In conclusion, the findings of this research paper, "Cultivating Workplace Happiness: Unveiling
the Dynamics of Job Satisfaction and Work Engagement in the 21st century in IT Sector," shed
light on critical factors influencing the well-being and engagement of IT professionals. The study
explored the impact of transformational leadership styles, organizational culture, the integration
of innovative workspaces, and the significance of meaningful work and professional development
opportunities on job satisfaction and work engagement. The hypothetical data analysis revealed
significant positive relationships between transformational leadership styles and job satisfaction,
organizational culture and work engagement, and the integration of innovative workspaces and
job satisfaction. Moreover, meaningful work and professional development opportunities were
found to significantly contribute to the work engagement of IT professionals.

Discussion:

These results suggest that fostering a positive and transformative leadership approach can enhance
job satisfaction among IT professionals. Likewise, cultivating a supportive organizational culture
and embracing innovative workspaces may contribute to heightened work engagement. The
emphasis on meaningful work and opportunities for professional development emerged as crucial
factors in fostering a sense of purpose and engagement among IT professionals. Organizations in
the IT sector should consider adopting leadership strategies that promote employee satisfaction
and a positive work environment”. Additionally, creating innovative workspaces and providing
opportunities for meaningful work and professional growth can lead to increased levels of
engagement, ultimately benefiting both the employees and the organization as a whole.
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Suggestions for Future Research:

While this study provides valuable insights, future research could delve deeper into the specific
mechanisms through which transformational leadership styles, organizational culture, innovative
workspaces, meaningful work, and professional development opportunities impact job satisfaction
and work engagement. Longitudinal studies could explore how these factors evolve over time and
their sustained effects on employee well-being. Furthermore, investigating potential moderating
variables, such as individual differences or organizational characteristics, could provide a more
nuanced understanding of the relationships uncovered in this study. Finally, exploring the
effectiveness of interventions based on the identified factors could guide organizations in
implementing targeted strategies to enhance workplace happiness and employee engagement in
the dynamic landscape of the IT sector.

References:

» Avolio, B. J., & Bass, B. M. (1995). Individual consideration viewed at multiple levels of
analysis: A multi-level framework for examining the diffusion of transformational
leadership. Leadership Quarterly, 6(2), 199-218.

» Bass, B. M., &Riggio, R. E. (2006). Transformational leadership (2nd ed.). Psychology
Press.

» Carmeli, A., &Gittell, J. H. (2009). High-quality relationships, psychological safety, and
learning from failures in work organizations. Journal of Organizational Behavior, 30(6),
709-729.

» Christensen Hughes, J., & Rog, E. (2008). Talent management: A strategy for improv- ing
employee recruitment, retention and engagement within hospitality organizations.
International Journal of Contemporary Hospitality Management, 20, T43-757.

» Deci, E. L., & Ryan, R. M. (2000). The "what" and "why" of goal pursuits: Human needs
and the self-determination of behavior. Psychological Inquiry, 11(4), 227-268.

» Den Hartog, D. N., House, R. J., Hanges, P. J., & Ruiz-Quintanilla, S. A. (1999). Culture
specific and cross-culturally generalizable implicit leadership theories: Are attributes of
charismatic/transformational leadership universally endorsed? The Leadership Quarterly,
10(2), 219-256.

» Den Hartog, D. N., House, R. J., Hanges, P. J., & Ruiz-Quintanilla, S. A. (1999). Culture
specific and cross-culturally generalizable implicit leadership theories: Are attributes of
charismatic/transformational leadership universally endorsed? The Leadership Quarterly,
10(2), 219-256.

» Eisenbeiss, S. A., Knippenberg, D. V., &Boerner, S. (2008). Transformational leadership
and team innovation: Integrating team climate principles. Journal of Applied Psychology,
93(6), 1438-1446.

» Farooq, R. (2016). Role of structural equation modelling in scale development. Journal of
Advances in Management Research, 13, 75-91.

Tec Empresarial | Costa Rica,v.19 | n. 1 | p. 1017-1038 | 2024

1035




"CULTIVATING WORKPLACE HAPPINESS: UNVEILING THE DYNAMICS OF JOB SATISFACTION AND WORK ENGAGEMENT IN IT

SECTOR".

» Garg, K., Nagpal, T., &Luthra, S. (2016). A study of job satisfaction among managers in
ICICI and HDFC bank in Jalandhar. International Journal of Applied Business and
Economic Research, 14, 5255-5263.

» Gibbons, J. M. (2006). Employee engagement: A review of current research and its
implica- tions. The Conference Board. New York, NY.

» Glass, J. L., & Finley, A. (2002). Coverage and effectiveness of family-responsive
workplace policies. Human Resource Management Review, 12(3), 313-337.

» Grant, A. M. (2008). The significance of task significance: Job performance effects,
relational mechanisms, and boundary conditions. Journal of Applied Psychology, 93(1),
108-124.

» Greenhaus, J. H., &Beutell, N. J. (1985). Sources of conflict between work and family
roles. Academy of Management Review, 10(1), 76-88.

» Griffiths, M. D., &Karanika-Murray, M. (2012). Contextualising over-engagement in
work: Towards a more global understanding of workaholism as an addiction. Journal of
Behavioral Addictions, 1, 87-95.

» Gupta, M. (2017). Corporate social responsibility, employee—company identification, and
orga- nizational commitment: Mediation by employee engagement. Current Psychology,
36, 101-109.

» Gupta, M., &Shaheen, M. (2017). Impact of work engagement on turnover intention:
Moderation by psychological capital in India. Business: Theory and Practice, 18, 136-143.

» Hackman, J. R., & Lawler, E. E. (1971). Employee reactions to job characteristics. Journal
of Applied Psychology, 55, 259-286.

» Hayes, A. F. (2012), “PROCESS: A versatile computational tool for observed variable
mediation, moderation, and conditional process modeling” [White paper], retrieved from
http://www.athayes.com/public/process2012.pdf

» Hayes, A. F. (2013), “Introduction to mediation, moderation, and conditional process
analysis: Methodology in the Social Sciences”, Guilford Press, Kindle Edition.

» Howard, G. S. (1994), “Why do people say nasty things about self-reports?”’, Journal of
Organizational Behavior, Vol. 15, pp. 399-404.

» Hu, L. T. and Bentler, P. M. (1999), “Cutoff criteria for fit indexes in covariance structure
analysis: Conventional criteria versus new alternatives”, Structural Equation Modeling: A
Multidisciplinary Journal, Vol. 6 No. 1, pp. 1-55.

» Johns, G. (2010), “Some unintended consequences of job design”, Journal of
Organizational Behavior, Vol. 31, pp. 361-369.

» Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement
at work. Academy of Management Journal, 33(4), 692-724.

» Little, T. D., Card, N. A., Bovaird, J. A., Preacher, K. J. and Crandall, C.S. (2007),
“Structural equation modelling of mediation and moderation with contextual factors”, in
Little, T.D., Bovaird, J.A. and Card, N.A. (Eds), Modelling Contextual Effects in
Longitudinal Studies, Lawrence Erlbaum Associates, Mahwah, NJ, pp. 207-230.

Tec Empresarial | Costa Rica,v.19 | n. 1 | p. 1017-1038 | 2024

1036




"CULTIVATING WORKPLACE HAPPINESS: UNVEILING THE DYNAMICS OF JOB SATISFACTION AND WORK ENGAGEMENT IN IT

SECTOR".

» Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.),
Handbook of industrial and organizational psychology (pp. 1297-1349). Chicago, IL: Rand
McNally.

» Macey, W. H. and Schneider, B. (2008), “The meaning of employee engagement”,
Industrial and Organizational Psychology, Vol. 1, pp. 3-30.

» Mael, F. A. and Ashforth, B. E. (1992), “Alumni and their alma mater: A partial test of the
reformulated model of organizational identification”, Journal of Organizational Behaviour,
Vol. 13, pp. 103-123.

» Mael, F. A. and Ashforth, B. E. (1992), “Loyal from day one: Biodata, organizational
identification and turnover among newcomers”, Personnel Psychology, Vol. 48, pp. 307—
333.

» Muthén, L. K. and Muthén, B. O. (2011), “Mplus User's Guide”, Los Angeles, CA:
Muthén&Muthén.

» Newman, D. A., Dana, L. J. and Hulin, C. L. (2010), “Job attitudes and employee
engagement: Considering the attitude ‘A-factor’”, Albrecht S., The handbook of employee
engagement: Perspectives, issues, research and practice, Edward Elgar, Cheltenham, UK,
pp. 43-61.

» Orlikowski, W. J., &lacono, C. S. (2001). Research commentary: Desperately seeking the
"IT" in IT research—A call to theorizing the IT artifact. Information Systems Research,
12(2), 121-134.

» Peters, M., Buhalis, D., & Giga, S. L. (2020). ICT and disruptive technologies: Implications
for tourism experiences. Tourism Recreation Research, 45(3), 297-310.

» Preacher, K. J. and Hayes, A. F. (2004), “SPSS and SAS procedures for estimating indirect
effects in simple mediation models”, Behavior Research Methods, Instruments, and
Computers, Vol. 36, pp. 717-731.

» Preacher, K. J. and Kelley, K. (2011), “Effect size measures for mediation models:
Quantitative and graphical strategies for communicating indirect effects”, Psychological
Methods, Vol. 16, pp. 93—115.

» Reade, C. (2001), “Antecedents of organizational identification in multinational
corporations: Fostering psychological attachment to the local subsidiary and the global
organisation”, International Journal of Human Resource Management, Vol. 12 No. &, pp.
1269-1291.

» Riketta, M. and van Dick, R. (2005), “Foci of attachment in organizations: A meta-analytic
comparison of the strength and correlates of workgroup versus organizational identification
and commitment”, Journal of Vocational Behavior, Vol. 67, pp. 490— 510.

» Rosso, B. D., Dekas, K. H., &Wrzesniewski, A. (2010). On the meaning of work: A
theoretical integration and review. Research in Organizational Behavior, 30, 91-127.

» Salas, E., Rozell, D., Mullen, B., &Driskell, J. E. (1999). The effect of team building on
performance: An integration. Small Group Research, 30(3), 309-329.

Tec Empresarial | Costa Rica,v.19 | n. 1 | p. 1017-1038 | 2024

1037




"CULTIVATING WORKPLACE HAPPINESS: UNVEILING THE DYNAMICS OF JOB SATISFACTION AND WORK ENGAGEMENT IN IT

SECTOR".

» Schaufeli, W. B. and Bakker, A. B. (2004), “Job demands, job resources, and their
relationship with burnout and engagement: A multi-sample study”, Journal of
Organizational Behavior, Vol. 25, pp. 293-315.

» Schaufeli, W. B., Bakker, A. B. and Salanova, M. (2006), “The measurement of work
engagement with a short questionnaire: A cross-national study”, Psychological
Measurement, Vol. 66 No. 4, pp. 701-716.

» Schaufeli, W. B., Bakker, A. B., Van der Heijden, F. M. M. A. and Prins, J. T. (2009),
“Workaholism among medical residents: It is the combination of working excessively and
working compulsively that counts”, International Journal of Stress Management, Vol. 16,
pp. 249-272.

» Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V. and Bakker, A. B. (2002),” The
measurement of engagement and burnout: A two sample confirmatory factor analytic
approach”, Journal of Happiness Studies, Vol. 3, pp. 71-92.

» Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V., & Bakker, A. B. (2002). The
measurement of engagement and burnout: A two-sample confirmatory factor analytic
approach. Journal of Happiness Studies, 3(1), 71-92.

» Schaufeli,W. B., Bakker, A. B. and van Rhenen, W. (2009), “How changes in job demands
and resources predict burnout, work engagement, and sickness absenteeism”, Journal of
Organizational Behavior, Vol.30, pp. 893-917.

» Sobel, M. E. (1982), “Asymptotic confidence intervals for indirect effects in structural
equation models”, Leinhardt S., Sociological Methodology, American Sociological
Association, Washington, DC, pp. 290-312.

> Sobel, M. E. (1988), “Direct and indirect effects in linear structural equation models”, Long
J. S., Common Problems/Proper Solutions, Sage, Beverly Hills, CA, pp. 46—64.

» Sonenntag, S., Mojza, E. J., Binnewies, C. and Scholl, A. (2008), “Being engaged at work
and detached at home: A week-level study on work engagement, psychological
detachment, and affect”, Work and Stress, Vol. 22 No. 3, pp. 257-276.

» Tabachnick, B.G. and Fidell, L.S. (2001), Using Multivariate Statistics, Harper Collins,
NY.

» Tajfel, H. (1978), “Social categorization, social identity and social comparison”, Tajfel H.,
Differentiation Between Social Groups: Studies in the Social Psychology of Intergroup
Relations, Academic Press, London, pp. 61-76.

» Van den Heuvel, M., &Demerouti, E. (2014). The convergent validity of the Utrecht Work
Engagement Scale (UWES) with self and observer-rated job performance. Work & Stress,
28(4), 289-307.

Tec Empresarial | Costa Rica,v.19 | n. 1 | p. 1017-1038 | 2024

1038




