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Abstract
The happy productive worker (HPW) theory states tlagpy employees perform at higher
levels than unhappy employees do. Despite the pajmay power of the HPW theory, it was
unknown if a happy middle-level manager would bsoagted with productive direct reports.
The purpose of this phenomenological study wasitivess that gap by exploring the impact of
middle-level managers’ well-being and happinestherperformance of their direct reports. Key
research questions examined how middle-level masagell-being and happiness influenced
the performance of their direct reports and howdigidevel managers’ application of the HPW
theory influenced social change. Twenty middle-lemanagers from varied organizations
participated in semistructured interviews to geteedata. Data were subjected to content
analysis to identify emergent categories and thefiadings showed that middle-level
managers’ well-being and happiness had both pesdtind negative influences on direct reports’
performance in that reports tended to mirror thaddle-level manager’s level of well-being and
happiness. Whenever the middle level manager wagyhéheir reports’ productivity increased,
and whenever the middle level manager was unhappgyts’ productivity decreased. The
overall conclusion was that middle-level managessll-being and happiness in the workplace
are important and offer opportunities to help direports to grow and to flourish in their
department of the organization. Recommendatioriadecfurther study of the strategies middle-
level managers use to influence direct reportsaadement toward their potential.
Organizational leaders may apply these findingsugh professional development training to

enhance the growth and improve the productivitthefr direct reports.
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Chapter 1: Introduction to the Study
Introduction

The impact of middle-level managers’ well-being &agbpiness on their direct
reports’ performance was the focus in this studysdarchers have investigated the
happy-productive worker (HPW) theory for years (giti& Straw, 1999). There is a gap
in the literature, however, in that there is anealoge of data showing the existence of a
significant connection between middle-level manageell-being and happiness and
their direct reports’ performance in organizatifssie & Sevastos, 2009). A need for
this study exists because research on the HPWitihesrindicated that happy employees
tend to exhibit higher levels of job-related peni@nce behaviors than do unhappy
employees (Schiffrin & Nelson, 2010). In additioesearch has shown that only 29% of
American employees indicate that they are thriahgiork (Agrawal & Harter, 2011).
This prior research did not show whether these aapdied to middle-level managers.

This research study has significance for the fi¢ldpplied management and
decision sciences because the study extends kngevidzbut the HPW theory from a
management perspective. The study included an ewdion of the perceptions of
middle-level managers relative to their state offiAlweing and happiness and its influence
on their direct reports’ performance. This studgvides middle-level managers of
organizations with data to support the notion gresdple with a high level of happiness
seem to flourish in life, and that level of hapgsdas a positive impact on the

communities in which people live.



Diener and Chan (2011) and Lyubomirsky, King, aneinér (2005) identified
specific elements and factors that society valwbs;h they indicated correlate closely to
happiness, including marriage; a stable, succetashly; a higher level of income;
physical and mental healthiness; and longevityh&gspier people seem likely to acquire
favorable life circumstances, happier individudéappear to have the capacity to be
more productive than unhappy individuals are inwloek environment (Caruthers, 2011,
Dzameshie, 2010). An example of social change geal’/by Lyubomirsky et al. (2005)
is that people with a high level of happiness se&ethrive at work and flourish in life. In
addition, researchers have found that extendediteggprelates to valued resources in
high-performing organizations (Achor, 2010; Britt&riMaymin, 2010; Bryson, 2010;
Cropanzano & Wright, 2004).

Valued resources in the work environment includgitpe behaviors such as
optimism, happiness, cheerfulness, energy, origynaltruism, and selflessness, which
tend to result in personal satisfaction and a higjuality of life. This chapter includes
the introduction of the study. The chapter alsdudes a description of the background,
problem statement, purpose, research questionseptual framework, nature,
definitions, assumptions, scope and delimitatiingtations, and significance of the
study.

Background

Happiness in the workplace captured the attentisasearchers in the 1990s,

who offered insights for managers of organizatiaative to the relationship between

workers’ well-being and their productivity (Fredsgon, 2004; Wright & Cropanzano,
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2004). Within the literaturdhappinessienotes a positive, subjective sense of well-being
A commonly accepted meaning indicates that happimetudes the cognitive self-
evaluation of an individual’s life in addition t@gitive and negative feelings (Schiffrin &
Nelson, 2010). A combination of satisfaction, pesifeelings, and negative feelings
results in a holistic view of an individual's pept®n of happiness (Schiffrin & Nelson,
2010).

Straw (1986) and Wright and Cropanzano (2004) espgnents of the HPW
theory. They noted that happy workers demonstffiteemcy and effectiveness and
perform at a higher level than unhappy employeé®se performance levels do not
reach the expectations of managers in organiza(@owling, Eschleman, & Wang,

2010; Bryson, 2010). In early studies on the retfeghip between workers’ happiness and
productivity, mixed findings resulted.

Wright and Cropanzano (2004) explained that the tHame studies of 1939
attributed higher levels of job-related performatwbappy employees. Since the 1930s,
however, researchers have found little connecteiwden worker satisfaction and higher
job performance, and Wright and Cropanzano notatthe belief that happy workers are
more productive derives from management’s ideolagjyer than fact, and no
documentation or verification exists. Zelenski, lgly, and Jenkins (2008) indicated that
happier employees are more productive than negaetional employees, who use
contentious interpersonal tactics to provoke nggatactions from coworkers. The
existing research in this area did not include @devel managers in the populations

studied (Fiore, 2010; Hosie & Sevastos, 2009).
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C. D. Fisher (2010) provided another beginning ptomavigate the volumes of

literature on happiness. Research on happinessaestto flow into the mainstream of
research and development. C. D. Fisher definedihagp using pleasant moods and
emotions, well-being, and positive attitudes. Thasecepts, used singularly and
combined, continue to attract attention througleaesh in the area of positive
psychology (Britton & Maymin, 2010; Diener & Ch&0)11; Fredrickson, Macuso,
Branigan, & Tugade, 2000).

Before advancing the concept of happiness furtheakground information on
positive psychology is necessary. This backgrosngseful for establishing a context for
the ensuing topics identified for discussiBositive psychologig “the scientific study of
ordinary human strengths and virtues” (Sheldon &gi2001, p. 216). Positive
psychology involves exploring the emotional aspettsrdinary individuals to determine
what works, what satisfies, and what improves (étaBchmidt, & Keys, 2003). In
making a determination of these factors, positisycpologists explore the nature of the
individual who functions effectively, applies evel¥ adaptations and learned skills, and
lives a life of dignity and purpose in spite offatifilties and adversities (Maymin &
Britton, 2009; Mohanty, 2009; Schiffrin & Nelsom)20; Seligman, 2011; Sheldon &
King, 2001).

Seligman (2011) noted that positive psychologisisstion how and to what
extent normal individuals are able to find happm&®ntentment, and joy while living
“under benign conditions” (p. 5). The field of pibge psychology, at the subjective level,

is about valued subjective experiences (Seligm@hlR Some of these experiences
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include personal well-being, contentment, and f&ati®on with the past. Others include
activities, happiness in the present, hope, anidnggh for the future (Seligman &
Csikszentmihalyi, 2000).

Positive psychology involves an attempt to provadeunderstanding of the lives
of people who demonstrate positive individual gaftraits include elements such as “the
capacity for love and vocation, courage, interpeasskill, aesthetic sensibility,
perseverance, forgiveness, originality, future reohaess, spirituality, high talent, and
wisdom” (Seligman & Csikszentmihalyi, 2000, p. Byjually important, at the group
level, the focus of positive psychology is on hawehcourage individuals within the
organization to do their part to move toward bettezenship, demonstrating
“responsibility, nurturance, altruism, civility, rderation, tolerance, and work ethics”
(Seligman & Csikszentmihalyi, 2000, p. 5).

Grenville-Cleave (2011) provided an update on thekvof a group of national
leaders the British parliament commissioned tordatee the level of well-being in the
nation. The commissioned group includes represgatatrom universities, government,
business, and management consultants. This grdiggtsadata by gaining insights about
“what matters most in people’s lives and what ipamant for measuring the well-being
of the nation” (Grenville-Cleave, 2011, p. 1).

The commissioned group chose the Seligman andsgsikmihalyi (2009) model
of happiness to measure the level of national Weihg (Grenville-Cleave, 2011). The
model includes three pathways: “(a) positive emmjdeading to a pleasant life; (b)

activities, leading to an engaged life; and (c)pmse, leading to a meaningful life”



(Grenville-Cleave, 2011, p. 2). Seligman and Csks$mihalyi’s model of happiness
implies that individual happiness is achievablanfindividual pursues at least one of the
three pathways. Csikszentmihalyi (2009) warned titatchallenge of leaders is moving
toward an enduring and fair social contract to ewgroothers not only to feel happy for
the moment, but also to establish a level of snsthhappiness and well-being that
translates to empowered and better lives. Keydbithmoving the focus from total
individual happiness and well-being toward societall-being and social change
(Csikszentmihalyi, 2009). Csikszentmihalyi addeat thne the thing needed is to educate
others in the routes to eudemonia, demonstratimgdustainable happiness occurs in
relationships, after which one can cultivate hapgsthat endures through times of
difficulty. Grenville-Cleave (2011) explained, for examplet feople who have little or
no positive emotions could find happiness by enggagi activities that absorb them fully
in using their strengths to provide service torgdacause.

Mixed findings have resulted from studies of thiatrenship between workers’
happiness and productivity (Bowling et al., 201@y€®n, 2010; Donald et al., 2005). The
absence of data relative to the connection betwaddle-level managers’ well-being
and happiness and their direct reports’ performaepeesents a gap in the literature
(Hosie & Sevastos, 2009). In an effort to expldre émotional aspects of individuals,
positive psychologists provide insights to helpiwdlals improve their level of
happiness to be a positive force within an orgammngMaymin & Britton, 2009;
Mohanty, 2009; Schiffrin & Nelson, 2010; Seligm&011; Sheldon & King, 2001). A

possibility exists for happiness in an organizatfandividuals pursue positive emotions



by engaging in activities and pursuing meaningfuigose (Grenville-Cleave, 2011;
Seligman & Csikszentmihalyi, 2000).

Problem Statement

In this study, | explored a gap in the literatubjch was the absence of data to

show the existence of a significant connection betwmiddle-level managers’ well-
being and happiness and their direct reports’ perdmce in the organization. The
problem addressed in this study was that despdadids of research on the HPW theory,
researchers continue to question the nature ameatext the theory’s connection to
middle-level managers (Zelenski et al., 2008). lrestarchers questioned whether the
HPW theory aligned to the impact of middle-levelmagers’ well-being and happiness
on their direct reports’ performance because ofithied research related to this
phenomenon. When employees’ performance level®éhdiw optimum goals of the
organization, negative business outcomes affectymtoon.

Purpose of the Study

The purpose of this study was to explore middielleranagers’ perceptions of

their well-being and happiness and the impact e$¢lperceptions on the performance of
their direct reports. Middle-level managengll-beingrefers to a state of satisfaction
with life as it stands. In this definition, thegea feeling of self-worth and a feeling that
no major need exists. Happiness entails how mueHikes the life one lives (R. Smith,
2008; Veenhoven, 2006).

Research Questions

The research questions were as follows:
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RQ1: What is the impact of middle-level managersll-being and happiness on
their direct reports’ performance?

RQ2: How do middle-level managers perceive thdiegmon of HPW theory and
its impacts on social change within their parthef brganization?

Conceptual Framework

The conceptual framework included the HPW theotya{® 1986) and research
on happiness. According to HPW theory, happy enmgasyexhibit higher levels of job-
related performance behaviors than do unhappy grees Happiness in the workplace
relative to productivity was the conceptual framexvof this study. In previous studies of
happiness in the work environment, researcherse@fnappiness as job satisfaction, the
presence of happy feelings, the absence of saggnudtled feelings, the lack of
emotional exhaustion, and psychological well-bd@mppanzano & Wright, 2004;
Diener & Chan, 2011; C. D. Fisher, 2003; Fredricks2004). Positive influences or
happy feelings exhibit appreciable associationf yaib performance, whereas negative
influence, sadness, or disgruntled feelings do Actudy of HPW theory (Straw, 1986)
may be useful for understanding and promoting gyand productive workforce
(Wright & Cropanzano, 2004). The conceptual framewas derived from the literature,
with more detailed analysis, is contained in Chapte

Nature of the Study

For this qualitative study, | selected a phenomagiohl research design. German

philosopher Edmund Husserl founded phenomenologgo/ling to Gall et al. (2007),

phenomenology is an exploration of the essencheolited experience. This qualitative
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design entails a description of human actions aotives. The rationale for selecting a
phenomenological study design was that it provaeavenue for in-depth insights to
emerge relative to the influence of middle-levehagers’ influence on their direct
reports’ performance. A phenomenological studyudek strong emphasis on lived
experiences and interpretations of a phenomenon &conceptual framework. In this
study, the conceptual framework included the HP®bti and research on happiness.

The key concept and phenomenon investigated wamibect of middle-level
managers’ perceptions of their well-being and haggs of on their direct reports’
performance. Content analysis was the approachttoahalysis. A purposeful sample
was used for the study such that the participartsaniteria that allowed for information-
rich interviews. Participants were middle-level ragers in 11 organizations in the
central Georgia area who had 10 or more employeésruheir immediate supervision
and had 3 or more years of experience working asll@imanagers. | used
semistructured interviews for maximum depth to digva balance between remaining
focused on the research issues and avoiding unfluence.

Definitions

Affect: Affect, a noun in psychology, means emotion or @otonal response.
For example, he had a hapgifect(Wright & Cropanzano, 2004).

Attitude: Attitude relates to a personal evaluation of ajecbidea, or entity and
IS positive, negative, or neutral (Loewenstein, 200

Authentic happinesg#iuthentic happiness denotes a mix of hedonic and

eudemonic well-beinddedonic well-beings more of a short-term pleasure with in-the-



10

moment peaks of positive emotion and gratificatidawever, this form of happiness
comes with a built-in limitatiorhedonic adaptationwhereby individuals get used to the
source of their happiness and consequently needti@ase or add variety to get the same
feelings of happiness or well-being (Wright & Crogano, 2004).

Broaden-and-build theoryBroaden-and-build is a theory that supports th&\HP
theory, indicating that practicing positive expades magnifies individuals’ awareness
of them and encourages a sense of playfulnesgtyaaind creativity of thoughts and
actions. Practicing positive emotions broadendgteavioral repertoire of skills and
generates resources to sustain individuals dummegstof disappointment and adversity
(Fredrickson, 2004).

Eudemonic well-beingeudemonic well-being is a more sustainable, deegpet
enduring form of happiness that an individual desithrough a number of routes, from
having meaning and purpose in life to engaginggties and realizing his or her
potential. These are ways to sustain inner happifeglemonids also about going
beyond the self in the service of something exteand with a sense of connection to
society. For happiness to be sustainable, indivgdsizould focus on the planet to refrain
from depleting the universe (Csikszentmihalyi, 2009

HappinessHappiness, which means how much one likes thefitlives (R.
Smith, 2008; Veenhoven, 2006), is a positive, stthje sense of well-being (Schiffrin &
Nelson, 2010) and “the joy we feel moving toward patential” (Achor, 2013, p. 65).

Happy-productive worker (HPW) theoryt studies of happiness in the work

environment, researchers have defined this phenomas job satisfaction, as the
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presence of positive affect (happy feelings), asaiisence of negative affect (sad or
disgruntled feelings), as the lack of emotionaladtion, and as psychological well-
being (Cropanzano & Wright, 2004). Positive or hafeelings exhibit appreciable
associations with job performance, whereas negativmhappy workers tend to show
their unhappiness through lower job performancea(®t1986).

Job performancelob performance is an individual’s level of aclkeieent or
accomplishment in the world of work, which diffdrem organizational performance or
national performance (Saari & Judge, 2004).

Job satisfactionA pleasurable feeling resulting from successfufqgrenance is
the essence of job satisfaction; the self-appraisahe’s job performance results in a
positive reaction toward one’s job (Saari & Jud2@)4).

Middle management employees or middle-level masalyddle management
employees include geographic area managers arctaisef departments within a larger
organization and any employee who directly supesses staff of 10 or more workers in
the organization and reports to a higher-level mgan@night, 2010).

Negative emotionNegative emotions are behaviors used to exaltsomeh
standing at the expense of others’ feelings, ®l@f sense of self-worth. Negative
emotions are the results of being fearful of thienawn, or of the actions of others, and
reflect a need to control others or to cause h&nsmith, 2008).

Positive affectPositive affect means exhibiting a happy feeling appreciable
association with job performance and is the oppasiinegative affect or sad or

disgruntled feelings (Straw, 1986).
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Positive emotionsPositive emotions are the opposite of negativetiem® and
include elements such as demonstrating a desineltede others in problem solving and
decision-making, which results in multiple viewptsifrom members of a group. Positive
emotions derive from a sincere desire for happirageyment, and unity (R. Smith,
2008).

Positive psychologyPositive psychology is the scientific study of larm
strengths and virtues. Positive psychology alsolwes exploring the emotional aspects
of ordinary individuals to determine what is effeef what satisfies, and what success
(Sheldon & King, 2001) means to individuals in trganization.

Unhappinesstnhappiness suggests feeling bad and wishing fafiferent sense
of reality (R. Smith, 2008).

Well-being:Well-being suggests a state of satisfaction wiéghds it stands,
meaning a feeling of self-worth and a feeling thia¢ has met all of one’s major needs
(Fredrickson, 2004).

Assumptions

In this study, an assumption was that participamslid make an effort to provide
a true and valid description of how their well-lgeeind happiness influenced the
performance of their direct reports. As appliethis study, assumptions were as follows:

1. The participants would respond honestly to theruntgv questions.

2. The participants would frankly express the concénas had affected them as

well as concerns that affected their direct reports
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3. The middle managers’ number of years of experieoncdd influence the

results of this study.

4. The participating middle-level managers’ awarerassunderstanding of

HPW theory were central to this study.
Scope and Delimitations

The specific aspects of the research problem askellaacluded the impact of
middle-level managers’ well-being and happinessheir direct reports’ performance.
These factors also included how middle-level marsagpplied HPW theory to increase
the likelihood of positive social change within {h&rt of the organization under their
leadership. The reason for including these aspeas¢sthat middle-level managers play a
major role in influencing the effectiveness andduativity of an organization because of
their direct responsibility for ensuring that resms under their supervision create value,
which includes how well human resources are thgand moving toward their potential
(Agrawal & Harter, 2011). Regardless of the typ@mfanization or its goals and
objectives, middle-level managers comprise an itgmbpart of the human capital,
which is a critical aspect of the success of amization.

The population for the study included anonymousdieidevel managers of
organizations in a metropolitan area in the Soutlnited States. Identification of
middle-level managers and their personal e-maitestes occurred from the webpages
of the organizations (see Appendix B), which endltheem to receive an invitation to
participate in the study. Purposeful sampling getegel prospective participants to share

insights about the application of the HPW theornyd®, 1986) in the organizational
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setting. The standard for selecting an organizatioluded whether the organization had
middle-level managers working in daily operatiohsh@ organization and whether the
organization was in the same general location estihers selected. The standards used
to select sample participants were that they hatte@gbas middle managers for 3 or more
years and that they volunteered to participat@énstudy.

Limitations

The research included the following limitationsidélle-level managers who did
not have supervisory experience of 3 or more y@are not a part of the study. Even
though the sample size was appropriate for a phenological study, a larger sample
size could have produced different results, whegresented a limitation in the study. In
addition, a quantitative methodology could prodadeetter representative distribution of
the population and produce useful results to gdiaerar transfer. Most of the dominant
themes derived from six to eight responses, wheghasented what | considered
unreliable results. To enhance reliability, futeesearchers could employ a survey to
assess higher numbers of middle-level managerscoing their views of the HPW
theory as it relates to the productivity of thanedt reports.

A limitation was a lack of prior research studsesthe HPW theory relative to
middle-level managers. Even though a wide rangautfors addressed the HPW theory,
a limited number of empirical studies emerged ftbmreviewed literature extending
from 2000 to 2014. Thus, the need for this studwels as a need for future research
emerged from the finding that limited studies & thPW theory existed as it related to

middle-level managers.
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The interview questions used to gather data repted a final limitation. After
the five questions in the interview were answeeettlitional questions could have
minimized some of the participants’ tendency td-dedclose details of their management
procedures, which did not address the researchignes objectively as possible.
Additional questions could have extended the dageid recalling or not recalling
experiences that actually happened and exaggeratirggporting biased information to
paint a positive picture of the self rather thaoviling information that described reality
in the work environment. Future researchers cowudildathis type of biased response by
using more questions that required objective respsn

Significance

This research may be important to the field of Eggpinanagement and decision
sciences because it contains insights from thel lesg@eriences of middle-level managers
in the business world. In this study, | extendeglvous research on the HPW theory to
include middle-level managers’ perceptions relatovéhe HPW theory. Findings from
this study contribute to the literature on middéedl managers’ perceptions of their well-
being and happiness on the productivity of thaedireports in creating higher
performing organizations.

The results of the study may contribute to advdnuractice, and an examination
of the factors that determine middle-level manageegformance assisted in identifying
initiatives to improve organizational effectivenessdings from this study offer insights
for middle-level managers in a variety of workintations. This study may contribute

to positive social change by providing managersrgénizations with data to support the
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theory that people with a high level of happine==ns to thrive and flourish in life, and
that this level of happiness influences the commiesin which they live. The study
included information on how middle-level managgypleed HPW theory in support of
this goal. The implications for social change indwenhancing opportunities for direct
reports to thrive and flourish at work. In additioasults of this study might contribute to
social change by increasing middle—level managerderstanding of the constructs of
well-being and happiness, resulting in the potétdiareate a more productive and
engaged workforce in organizations.
Summary

The remainder of the dissertation includes Chafdahrough 5. Chapter 2
includes a review of the relevant literature on kW theory (Straw, 1986), the
conceptual framework for the study. The literatte@ew also includes a discussion of
how the selected sources related to the purpoeatudy and the problem addressed.
Chapter 3 includes the research design and raéipraeé of the researcher, methodology,
and issues of trustworthiness. Chapter 4 includesétting, demographics, data
collection, data analysis, evidence of trustworls) and results. Chapter 5 includes the
interpretation of findings, limitations of the sjydecommendations, implications, and

conclusions.
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Chapter 2: Literature Review
Introduction

Chapter 2 contains a review of the relevant liteatind a summary of the HPW
theory, which was the conceptual framework forghely. Researchers have questioned
whether the HPW theory includes the impact of meddliel managers’ perceptions of
their well-being and happiness on their direct rep@erformance because researchers
have tended to overlook this phenomenon. A studiiefnature is important because
when employees’ performance levels fall below th#neum goals of the organization,
negative results in business outcomes occur (Brig@8; B. Brown, 2010; Bryson,
2010; Kjerulf, 2010; Oswald, Proto, & Sgroi, 20@lenski et al., 2008). A gap in the
literature is the absence of data showing the exest of a significant connection between
happiness and productivity relative to managersi-bging and happiness. The galgo
includes how managers’ happiness and well-beirlgente their direct reports’
performance in the organization (Hosie & Sevas2089). Therefore, the scope of the
present study included this gap in the literatut@ich was middle-level managers’ self-
reported level of happiness and well-being anthitsence on the performance of their
direct reports.

The purpose of this phenomenological study waspdoee middle-level
managers’ perceptions of the influence of theiavelng and happiness on the
performance of their direct reports. The meaninafdle-level managers’ well-being
was a positive, subjective sense of satisfactioedifckson, 2004; R. Smith, 2008;

Veenhoven, 2006). Another meaning indicated thppimess includes the cognitive self-
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evaluation of an individual’s life in addition t@gitive and negative feelings. A
combination of satisfaction, positive feelings, axadjative feelings results in a holistic
view of an individual’s perception of happinessH{ffcn & Nelson, 2010).

Literature Search Strategy

The literature search included the most relevigaralture on the research topic,
which was the impact of middle-level managers’ viiding and happiness on direct
reports’ performance. This search included a reaépeer-reviewed journals, websites,
and dissertations on the subject. References fohiolarly texts and dissertations were
useful for finding the most relevant sources. Thald&n University Library website was
useful for searching databases by subject. Bussmsses and management constituted
the main subject. Databases with articles relaigdd HPW theory (Straw, 1986)
included search engines such as Business and Maeag®atabases, Business Sources
Complete, ABI/INFORM Complete, Emerald Managemenitrdals, and SAGE Premier
(formerly listed as Management & Organizationaldsts: SAGE).

Search terms for this study includeappinessjob satisfactionHPW theory
well-being productivity, managerspositive attitudeandenjoymentEach article in the
literature review included a search term or anothesely related term in the title; each
article was full length, published within the 5-yéime limit (in general) as required, and
included a complete bibliographic source; and eatble reported data from a previous

study on the topic of the search.
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Conceptual Framework

This section provides a discussion of the con@gtamework for this study.
The HPW theory underpinned the study. The discassidiPW theory includes its
origin, major theoretical propositions, and relatesearch that found positive as well as
negative from the research. In addition, this sectncludes a discussion of how the
HPW theory relates to the approach of the studyraséarch questions. Numerous
researchers have studied the HPW theory and agstci@ncepts, reporting varied and
inconclusive findings and insights about happireess well-beingHosie & Sevastos,
2009; Lyubomirsky et al., 2005; Straw, 1986; T&iSchreurs, 2009; Wright et al.,
2007; Zelenski et al., 2008).
Happy-Productive Worker Theory

The HPW theory formed the basis for this studyoreshadowing of the HPW
theory was within the influential Hawthorne stud{Psarsons, 1974), in which an
association existed between higher productivity mgn@orkers in an organization and
the happiness level of employees. The oppositaespia the performance of unhappy
employees. Research on emotions and happiness waitk environment emerged in the
1930s, with Hersey’s (1932) research leading thg aga seminal work on emotions and
performance in the workplace. Hersey was the feaseéarcher to note a relationship
between emotional state and workplace productamtypng employees (Bowling,
Eschleman, & Wang, 2010) and noted that job satisia as well as job dissatisfaction
might relate to specific work events. Researchtikagdo the connection between

affective conditions and accomplishment deriveanficontinuous disagreements about
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meanings given to terms, measures, concepts oéstiand related issues. Since the
1930s, only a few studies have included data tpatphe belief that a relationship
might exist between worker satisfaction and impdyd performance.

These studies, along with the Hawthorne studiess@®a, 1974), included
assessments of job satisfaction and dissatisfadBielref in the HPW theory also relates
to the Human Behavior School of the 1950s. Addneserganizational morale as it
relates to employees was a method of increasinduptivity. Proponents of the Human
Relations Movement of 1970 influenced job redesigd loyalty to life connections
through Herzberg et al. (1999). Herzberg, Mausared, Snyderman’s (1959) work is
recognized as contributing to the initial HPW cqotse

Continued searches on the HPW theory revealed ection between job
satisfaction and employee productivity (V. E. FiskeHanna, 1931; Taris & Schreurs,
2009). Debates of this concept have differed ondba that workers are either happy and
productive or unhappy and unproductive. Howeveaegeithe 1990s, literature on
satisfaction-performance research has indicateédathalationship might not exist
between happiness and productivity. Taris and $eeR009) noted that most
organizational psychologists supported the argurtantsatisfaction and performance
might relate to the decisions individuals make witine work environment, such as
decisions to participate and to produce.

Hosie and Sevastos (2009) found that a close lidkot exist between
satisfaction and performance. For this reasonarebers continued to pursue the HPW

theory in a number of investigations (Taris & Schisg 2009). Even though researchers



21
attempted to show how managers achieve high setisfieand productivity, they

remained in a quandary about the HPW theory irsémse of believing that job
satisfaction and team performance are compleme(tanytora & Esposito, 2011).
Therefore, sometimes researchers made assumptatsé possibility exists to use
concepts similar to the HPW theory to achieve akvemvironment in which both
satisfaction and performance are possible (Tar&c&reurs, 2009; Wright et al., 2007,
Zelenski et al., 2008).

Employees with higher levels of performance hadhéidevels of satisfaction and
happiness than employees with low performance éwbse higher performing
employees’ rewards were greater (Chi, Chung, &, TA211). Systems of the Human
Behavior School and Human Relations Movement oecuim connection with the
efficiency policies that trade and industry managdgrampioned during the early 1980s.
Concerns about the HPW theory reached a peak imithe 990s. However, researchers
on HPW theory did not delve more deeply into emaiand happiness in organizations
until after the mid-2000s (Brief & Weiss, 2002; @amzano & Wright, 2004; C. D.
Fisher, 2010; Harter et al., 2003; Levering, 2000ight & Cropanzano, 2004).

As time passed, investigations into happiness agldheing indicated, for the
most part, that the specific elements and fact@asgociety valued, which relate closely
to happiness, correlated with elements such asagarand a stable, successful family; a
higher level of income; physical and mental heaks; and longevity (Burroughs, 2014;
Diener & Chan, 2011; Lyubomirsky et al., 2005). #eppier people seemed likely to

acquire favorable life circumstances, happier imtligls appeared to have the capacity to
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handle managerial jobs better (Caruthers, 2011ni@shie, 2010). By rigorously testing

the happiness—success link, Lyubomirsky et al. $2@8und that people with a high level
of happiness were the ones who seemed to achieigh éevel of success and flourished.
Positive emotions and extended happiness wereiassbavith valued resources and
elements related to success and thriving equatlyekample, positive emotions were
related to desirable behaviors such as optimiserggn originality, and altruism (Britton
& Maymin, 2010; Bryson, 2010; Cropanzano & Wrigk®04). Definitions of happiness
appear in the next subsection.
Happiness Defined and the Role of Positive Psychglp

In further investigation of the HPW theory, thipimarea includes some
definitions of happiness. Rudin (2008) explaineat thnatural aspect of being human is
the desire to be happy, but a problem in researntiraies to be difficulty finding a valid
measure of happiness supported among researcheosighout the literature, definitions
of happiness include synonyms sucthaslinessjoy, dispositional resilienceora sense
of psychological or subjective well-beiigudin, 2008; Silverblatt, 2010; Wright &
Cropanzano, 2004; Wright, Cropanzano, & Bonett,7200

Although each of these terms has its own speaifimotation as it relates to
happiness and emotional health, researchers hageddo refer to happiness and well-
being in a similar manner (Burroughs, 2014). Thenteell-beingseems to be the
preferred term researchers have used to reduceehahmisinterpretation of the
meaning of happiness, which is the more common tértine two. In addition, some

researchers have noted that happiness is too \aagoiecept for any appropriate measure
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because when researchers and lay individuals esedhdhappy the meaning of the
user and the hearer might be quite different (RU2id®8; Silverblatt, 2010; Wright et al.,
2007). Therefore, work continues in the scientienmunity to assess the meaning of
happiness to gain insights and understanding sfthénomenon in the work
environment. The definition of happiness in thisdstrelates to personal well-being.
Within the literature, happiness denotes a posisubjective sense of well-being.
Further, a common meaning of happiness includesdpaitive self-evaluation of an
individual’s life in addition to positive and negad feelings. A combination of
satisfaction, positive feelings, and negative fegdiresults in a holistic view of an
individual’'s perception of happiness (Schiffrin &MNon, 2010).

A brief background of positive psychology includiee context for the ensuing
topics identified for discussion because HPW thém@y its roots in positive psychology.
Positive psychology is the scientific study of #teengths and virtues individuals display
in the midst of adverse circumstances and focuséseemotional aspects of individuals
to determine what works, what satisfies, and wimgroves (Froh, 2004; Seligman &
Csikszentmihalyi, 2000; Sheldon & King, 2001). lakmg a determination of these
factors, Froh (2004) explained that positive psyodists explore the nature of people
who are successful by applying evolved adaptatamaslearned skills and who are living
a life of dignity and purpose in spite of difficl$ and adversities.

Even though Seligman introduced positive psychologye American
Psychological Association in 1998, Seligman ank&z@ntmihalyi (2000) indicated that

positive psychology focuses attention on valueceerpces, including personal “well-
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being, contentment, and satisfaction in the pagiehtand optimism for the future; and
flow and happiness in the present” (p. 5). In addjtSeligman and Csikszentmihalyi
explained that positive psychologists attempt tvjgle an understanding of the lives of
people who demonstrate favorable individual traitsh as “the capacity for love and
vocation, courage, interpersonal skill, aesthetitsgbility, perseverance, forgiveness,
originality, future mindedness, spirituality, hitddent, and wisdom” (p. 5). Seligman and
Csikszentmihalyi noted that no one knows how anatat extent individuals are able to
find happiness, contentment, and joy while livinmder more benign conditions” (p. 5)
Yet another focus of positive psychology is howdera build a sense of civic
virtues within their organizations. This focus idlae group level. Civic virtues empower
individuals within the organization to do their ptr help others to move toward active
citizenship. They do so by demonstrating “respahsipnurturance, altruism, civility,
moderation, tolerance, and work ethics” (Seligma@dikszentmihalyi, 2000, p. 5).
Many positive psychologists maintain that, in gahandividuals have an
intrinsic desire to experience continuous growttl achievement, and therefore the focus
of positive psychology should be on positive atttds such as courage, happiness, and
love. According to Froh (2004), James questioney sdme individuals were able to use
resources to the fullest capacity and others weable to do likewise. To explore this
issue more deeply, Froh suggested investigatingrthis of human energy to determine
how to stimulate and release this energy to empavdériduals to reach their ultimate

potential productively.
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In the 1950s, Maslow advanced the focus on thedmuaspect of the work

environment. Maslow (1954) noted that researchaosld delve into the study of
healthy, creative, happy, and productive individual determine the lifestyles and
personal motivation of self-actualized individud#aslow maintained that psychologists
had a limited understanding of the potential thahln beings have to achieve higher
goals. According to Maslow,

The science of psychology has been far more suttessthe negative than the

positive side; it has revealed to us much about$relrortcomings, his illnesses,

his sins, but little about his potentialities, nigues, his achievable aspirations, or

his psychological height. It is as if psychologylheluntarily restricted itself to

only half its rightful jurisdiction, and that theuwker, meaner half. (p. 354)

Maslow (1954) explained that researchers striviartther the study of personal
well-being and happiness relative to excellenceapiohal functioning. Self-
actualization, as optimal human functioning, doesatcur independently (Maslow,
1954). Self-actualization depends on the fulfillmehother factors. If humanistic and
positive psychology could have a closer connectwoah surmised, psychologists could
witness the rise of powerful and important advarneenamong researchers who support
the HPW theory in organizations.

Research Related to the Happy-Productive Worker Thery

A wide range of topics relate to the HPW theorym®anvestigators have

explored the relationship between happiness arduptivity (Dzameshie, 2010;

Fredrickson, 2004; Harter et al., 2003; Hosie, Sts & Cooper, 2006). Others have
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investigated a broader range of factors such agyhapoductive workers (Taris &
Schreurs, 2009); happy organizations; and funenatbrkplace (Fluegge, 2008). Each of
these studies included insights relative to the HR®@ry (Hosie et al., 2006; Straw,
1986).

The relationship between happiness and produgtraih vary depending on how
researchers define happiness and productivity €sgjiiener, Wirtz, Lucas, & Qishi,
2002). Happy workers might be better at certaikddlsat require creativity or
helpfulness, and less happy workers might be battether tasks that require an
orientation to detail or simply completion. In thest study, Solberg et al. (2002)
explored the relationship between employees’ pelsoaits perception and performance
in supervisors’ ratings in a variety of jobs. Fimgs showed that personal traits predicted
performance differentially, depending upon the arfig@erformance researchers
measured, the types of tasks workers performetd®job, and the relation between
satisfaction and job performance (Solberg et &l022. In the second stud$olberg et al.
explored the hypothesized mechanism underlyingethelations using structural
equation modeling. Findings from the second studyeveimilar to the previous findings
from the first study, which indicated that persotmaits related to performance relative to
the areas of performance assessed and the kirdsighments completed.

Organizational leaders who make an effort to dgvéheir own positive emotions
and encourage the same in others do so not onthéarown benefit, but also for the
benefit of achieving organizational change, indinabtransformation, and optimal

functioning in the work environment over time (Dzsshie, 2010; Fredrickson, 2004;
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Harter et al., 2003; Hosie et al., 2006). The patioa of positive emotions was the focus
of a follow-up study Fredrickson, Mancuso, Branigand Tugade (2000) conducted. In
this study, Fredrickson’s (2004) broaden-and-b(BIB) theory of positive emotions
formed the context. Fredrickson et al. hypothesthatl positive emotions could erase the
problems negative emotions cause. In the firstystbcedricksorexplored how positive
emotions could change the problematic perceptibnegative emotion. This study
included 170 participants experiencing anxiety-gwhlicardiovascular reactivity. The
treatment was a film the participants watched toegate calmness, laughter, neutrality,
or sadness. Calming and amusing films produceeérfastovery from the created
problems than did the neutral or sad films.

The second study, Fredrickson et al. (2000) inautiS participants who viewed
the same films, but they did not have any anxiatiuced cardiovascular reactivity.
Fredrickson et al. explained that positive emotimatuded a unique set of emotions that
influenced changes in the cardiovascular systeran@és in the cardiovascular system
emerged only when negative emotions occurred #«rsecommendation was for further
study to support the initial reliable findings. Atldnal study is also necessary to
determine if positive emotions could reduce thenttdge and behavioral changes
negative emotions produce and thereby restorebliexininking and action. Individuals
who express or report higher levels of positive #oms show more constructive and
flexible coping, more abstract and long-term thimgkiand greater emotional distance
following stressful negative events. Fredricksoaletoncluded that many benefits result

from the application of BB theory, among which thgerience of positive emotions
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build individuals’ lasting personal resources. Efere, positive emotions could optimize
people’s health and well-being in the work envir@mihas an avenue to upgrade
employees’ productivity (Burroughs, 2014).

An assumption is that happy workers are also pribneievorkers. Although this
reasoning has support at the individual levek tinclear what these findings imply for
organizational-level performance. Controlling fetavant work characteristics, Taris and
Schreurs (2009) presented a large-scale organzddievel test of the HPW theory,
assuming that high individual well-being leads ighhindividual-level performance and
translates to high organizational performance sschigh efficiency and productivity.
Taris and Schreurs measured job-specific employdebging as job satisfaction and
emotional exhaustion. Using data from 66 Dutch heare organizations, the
relationships among aggregated levels of demamdralpsupport, emotional exhaustion,
and satisfaction, as well as organizational perforce, underwent exploration using
regression analysis. A partial confirmation of Hypotheses occurred, especially
regarding high aggregated levels of emotional estian, which related to low
organizational performance.

Research supported the reasoning that happy oejaomg are indeed productive
organizations (Dzameshie, 2010; Hosie et al., 2086)vever, more theorizing and
longitudinal research on the associations betweeividual-level well-being and
organizational performance should help organizaliteaders understand these
relationships (Fredrickson, 2004; Hosie et al.,&0&hich indicated reasons why it is

necessary to give attention to the enhancemempfoyees’ well-being.
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Fluegge (2008) investigated the concept of fuheworkplace and explored if a

measure of fun at work improves job performancg. (¢éask performance, organizational
citizenship behavior, and creative performanceg participants in the study included
205 undergraduate students and their immediated@gpe Fluegge used principal
components analysis, confirmatory factor analysisl usefulness analysis to assess the
convergent validity of the measurement of fun atkwdhe result of these analyses
indicated that fun at work is a second-order caiesttonsisting of socializing with
coworkers, celebrating at work, personal freedansd, global fun. The findings from
Fluegge’s study included evidence to indicate thatat work affects individual job
performance. Specifically, fun at work related pwsly to organizational citizenship
behavior and positively and indirectly to both tgskformance and creative
performance.

As it relates to the work environment in organaaal settings, the HPW theory
is a part of management ideology, which indicabesame that individuals in both
management and labor have had an enlightenedsetést in advancing the relationship
that happiness at work leads to higher productiiktysie & Sevastos, 2009; Taris &
Schreurs, 2009). In the organizational arena, ancombelief is that satisfied and happy
workers produce at a consistently higher level tharkers who are preoccupied with
issues that rob them of their inner peace and hagpi(Taris & Schreurs, 2009).

Through various programs based on the HPW theocapagement endeavors to
reduce conflicts in the organization and keep petida at a high level (Wright et al.,

2007). Workers tend to draw on the theory in carttn@gotiations, often arguing that
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increased pay and working conditions should applubsequent high performance
(Zelenski et al., 2008). Researchers in academjolore the thesis also, not only for its
simplicity but also for its opportunity to assigalwe to each individual in the
organizational system (Zelenski et al., 2008). &efig that happy workers are also
productive workers makes it easier for researcteeasoid the issue of having to take
sides; with the HPW theory (Straw, 1986). Middedliemanagers can provide services to
corporate sponsors of research with the understgridat the research is helping
managers and workers alike (Taris & Schreurs 2009ght et al., 2007). Therefore, the
HPW theory might continue to be a topic of inquarpong organizational leaders
because the theory is unable to provide a searmbdison to competing interests of
employers and employees (Hosie & Sevastos, 2008 &&5chreurs, 2009).

A specific concept and another part of the concadgtamework related to the
HPW theory is BB, an idea that has its foundatioa subset of positive emotions,
including joy, interest, contentment, and love,axding to Fredrickson (2004), who
founded the BB concept in the late 1990s. As BBtedl to this study, the key proposition
was that in the work environment, middle-level ngera’ display of positive emotions
broadens or encourages reports’ momentary thoudiitraepertoire of positive
emotions. For example, Fredrickson explained, ‘Slmgrks the urge to play, interest
sparks the urge to explore, contentment sparkartigeeto savor and integrate, and love
sparks a recurring cycle of each of these urgdsimgafe, close relationships” (p. 1367).
Such broadened intrapersonal feelings deriving fpositive emotions among managers

and employees in the work environment might sesva direct contrast to the narrow,
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negative dispositional mind-sets that disturb teege and harmony of interpersonal
relationships between managers and their reporgsi(iEkson, 2004). Fredrickson added
that a different mindset shows that by increasmgnhdividual’s feeling of belonging, in
turn, builds that individual’s personal resources.

Fredrickson (2004) also noted that being sens#ébhaut one’s surroundings is
useful knowledge to encourage comfort and well-fpein addition, pleasant
conversations and interactions with people canltresiong-standing work relationships
as well as friendships. Unplanned physical actigép result in needed physical exercise
for a healthier and happier experience during thekday as well as beyond the
structured hours at work (Burroughs, 2014). Nega¢imotions, which can be a common
occurrence in the work environment, create distacbaand often result in managers as
well as employees focusing on insignificant, salsirvival-oriented behaviors. For
example, a negative emotion such as anxiety, agwptd Fredrickson, leads to negative
responses for personal reasons. Positive emotimapswer managers to aim for the best
in the organization instead of using time unwisalthe organization on minor wishes
and desires. Over time, the skills and resourceadamned behavior and enhance
resilience of managers and employees in spiterofigistances that might occur during
the routine of the workday.

Specifically, the BB concept could open avenuesafoloser working relationship
between middle-level managers and their directntep®he BB theory could enable
managers to gain insights about how their own p@sémotions empower their reports

to function at optimal levels in the organizatitmessence, Fredrickson conceptualized
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that positive emotions (a) broaden individualséation and thinking, (b) undo lingering
negative emotional arousal, (c) fuel psychologresilience, (d) build consequential
personal resources, (e) trigger upward spirals td\geeater well-being in the future, and
(f) seed human “flourishing” (p. 1375). The BB ceptrelates to the approach of this
study and the research questions by implying tliattreports can determine, from
managers’ perceptions, how their positive emotioflaence the same in their reports
and positively affect the levels of productivitystdting in the organization.

In summary, previous research on the relationsbtpreen perception and worker
productivity, in general, showed mixed results. Foypes’ well-being is necessary for
individual employees and might have positive conseges for the organization and the
clients whom the organization serves. A numbeeséarchers found that happy workers
are more productive (Culbertson, Fullagar, & Mi2910; C. D. Fisher, 2010; Fluegge,
2008; Hosie et al., 2006, Hosie & SevasfiX)9). Others found no relationship between
the two elements (Horne, 2011; Taris & Schreur9920

Literature Review Related to Key Issues and Concept

The literature review related to key issues anttepts includes studies that
address the HPW theory (Straw, 1986). The studidade ways researchers approached
the problem and the strengths and weakness inherdrgir approaches. The rationale
and concepts in these studies relate to the HPWhthKey concepts and phenomenon
under investigation identified the known, the cowmérsial, and the issues that need

further study. Finally, the literature review indks a review and synthesis of studies
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related to the research questions and explainediehghenomenological approach
selected is meaningful.

Employees’ happiness and job satisfaction in thekwetting are topics of high
interest among middle-level managers and lowel lewployees (Avey, Luthans, &
Palmer, 2010; Graham, Chattopadhyay, & Picon, 2(R68lative to happiness and
satisfaction, problems include job demands, em@m@apabilities, resources, and needs
of workers. Each of these elements could affectlexgls of happiness and job
satisfaction among employees (Fiore, 2010). Psydhodl disorders and other stressors
that disturb individuals’ emotional well-being, $uas tension and fatigue when not
addressed appropriately, lead to dissatisfactiahirterpersonal conflicts (Domerchie,
2011). Maladaptive behaviors such as aggressitsianice abuse, and cognitive
impairment represent stressors that could alsatdfi@ppiness and job satisfaction
(Fredrickson, 2004). Fredrickson (2004) added tiede conditions could lead to poor
work performance, interpersonal relationships, @aogences from work due to injury or
other work-related issues.

Attention to job dissatisfaction leading to strasthe work environment
increased in the wake of the U.S. economy’s meltd@raham et al., 2010). The
perceptions of the economic downturn on businessésstries, and individual
consumers captured the attention of researchengjanizations of all sizes. Determining
how economic trends might adversely influence aspafcorganizations such as work
schedules, workload demands, job security, anavdifare of employees seems to relate

to a risk of higher levels of job dissatisfactiamdeemployee stress (Oswald et al., 2009).
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Oswald et al. noted happiness and productivitya@eted elements in the work
environment.

The factors that make one company a great plas®tlk and another a stressful
environment in which to make a living are the uhdeg themes that drive research on
the HPW theory. Thilmany (2004) explained that exees and managers set the tone
for organizations, and by speaking to employers Wappy workers, it is relatively easy
to determine how managers make organizations hapgyroductive environments.
Levering (2000) drew a similar conclusion from adst conducted on the opinions of
workers at thousands of companies to determine prioaided the motivation and
excitement workers felt in the organizational eamment. Levering found that workers
invariably wanted fair treatment, to contributedhe success of the company’s immediate
supervisor or middle-level managers, and to recaifar share of the ownership and
profits of the company.

Levering (2000) offered a pictorial glimpse of tttearacteristics of outstanding
employers and middle-level managers. Accordingeweeting, great employers and
middle-level managers are sensitive to the needsnployees’ happiness and well-being
and make a concerted effort to demonstrate fainmetbe treatment of employees to
make the work environment enjoyable and productiegering added that great
employers and middle-level managers share leagersgponsibilities with employees
and give recognition to employees for outstandimgfributions to the organization.
Employees have access to training and on-the-jppati Levering noted that great

employers and middle-level managers give encouragegenerously, provide
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opportunities for workers to learn from their mistéa, and encourage open
communication.

Wright et al.’s (2007) research supported Levesr(@000) on how great middle-
level managers address the needs of employeesht/étigl. then provided further
clarification to the search for a better understagaf the HPW theory. Wright et al.
explored the relationship between job satisfactiod job performance among employees
who had a high level of psychological well-beingldound a significant relationship
between the two variables. The findings revealadl jtib satisfaction was a significant
predictor of job performance, although job satigséachas limitations as a predictor of
job performance among employees with low levelgsyfchological well-being. Wright
et al. explained, “What this means is that for etrenmost satisfied employees, if they
are low in psychological well-being, high job s&dion is less likely to be reflected in
increased job performance” (p. 100). If workersawigeir job satisfaction as a positive
circumstance, then job satisfaction could moreatioselate to performance when
psychological well-being is positive and have akegaelationship to performance when
psychological well-being is negative (Wright et 2007).

Hosie et al. (2006) reported results from a stwidéustralian managers to
demonstrate how aspects of well-being associatddthe managers’ performance. The
investigation included an aspect of human behaeianprove managerial performance
to provide valid support for the HPW theory by Hing managers’ well-being and
intrinsic job satisfaction with their contextualdatask performance” (p. 2). Hosie et al.

contended that the capacity of managers “to devetoptional intelligence so that they
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are more aware of the importance of positive arghtiee leadership styles has the
potential to increase organizational productivify’ 2).

According to Hosie et al. (2006), some of the gitks of their study included
“multiple measures of happiness, repeated meagexpsrience sampling), and
prospective happiness measures allowing for analgsboth state and trait levels of
analyses” (p. 2). By using these strengths, sontieeofletails resulted from research on
the HPW theory. For example, results indicated @maindividual’s state of happiness
could influence a higher level of productivity. Ttiedings at the trait level of analysis
showed that happy people tended to produce atreehigvel than unhappy people did,
and the same was true at the state level of asalikstonclusion drawn was that people
are more productive when they are in a happy mbad when they approach their work
assignments in a low or negative mood.

Hosie et al. (2006) cautioned about acceptingitiarfgs from research on the
HPW theory. It is important to understand what nieguassociates to the word happiness
because a word can have different meanings taréiftendividuals, depending upon the
circumstance of the usage of the word at the poitime of usage. Of the many ways to
conceptualize happiness, positive perception linkgaroductivity. Hosie et al. noted
strong conceptual reasons, which indicated thalitdrature based on research of
happiness in the workplace continues to increaggyesting a positive connection is
present in workplace productivity, although the samght not be present across all
occupations and with specific roles and responsédsl In organizational research, in a

discussion of the role of employee well-being, Witi(010) provided a historical review



37

of how organizational theorists focused researngtiss on the role of employees’
satisfaction on the job in predicting employeesf@enance on the job and staff
retention.

The impact of managers’ happiness and well-beintheim direct reports was
worthy of further investigation. Even though eahgorists provided inconsistent results
from their research, the interest in employee pshpgical well-being as an indicator of
performance in the work environment continues ta lb@pic of importance among
researchers (Hosie et al., 2006; National InstitoitéOccupational Safety and Health,
2010; Wright, 2010; Wright et al., 2007). The emguiopic includes a deeper exploration
into the issue of workplace happiness from theareseof proponents of the HPW
theory.

Influences on Employees’ Happiness

Researchers have identified a wide range of elegrtbat influence individuals’
levels of happiness and well-being. A sample o$¢heafluences demonstrates the varied
elements that individuals bring into the wok enmiment. Subtopics described include
psychological well-being; satisfying work environmt& brain training and happiness;
optimism, resilience, and autonomy; subjective seihg and productivity; job
satisfaction and job performance; external inflleenon happiness; internal influence on
happiness; emotional expression and its influemckamppiness; and determinants of

enjoyment and its influence on happiness.



38

Psychological Well-Being or Happiness

A continuous interest in the pursuit of well-bemrghappiness is an area of
concern among managers in organizations (Wrightr&p@nzano, 2004). Researchers
have explored the HPW theory primarily in reseathrganizational effectiveness with
a focus on determining how workers’ satisfactiothatorganizational level correlates
with indicators of satisfaction among employeeatre¢ to their level of performance of
assigned roles and responsibilities. Though ingastns in research have targeted job
satisfaction and psychological well-being, it rensaunknown if any field research
includes a comparison of job satisfaction and pshagdical well-being as indicators of
employee performance.

Wright (2010) conducted a study that showed psyioal well-being was an
indicator of employees’ performance. Wright colesttata from 47 employees in the
human services department in a large organiza#leplications of Wright's findings in a
second study included 37 officers in a juvenilebatoon institution. Wright explained
that the research findings provided insights tafyéhe basic theory that happy workers’
performance in a work setting is often more prefnti It is important for researchers to
define happiness as psychological well-being bexaubjective well-being relates
largely to performance ratings, which extends &rdmd the perception of job
satisfaction.

The interest in happiness extends to workplacerexpees (R. Smith, 2008). For
example, researchers at the University of WiscoasiMadison have conducted research

in an effort to discover what makes people happyeyTare trying to determine how
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feelings of happiness occur and can remain actiea hen labor statistics,
unemployment rates, and a strained economy paiagative picture of the work
environment. Silverblatt’s (2010), for example,luded a review of findings from the
Conference Board, a business research group nitiaated “only 45% of American
workers are satisfied with their jobs” (p. 32), ainiindirectly indicated that many people
in the work environment experience little or no piaess in the workplace.

Subjective Well-Being and Productivity

Lyubomirsky et al. (2005) conducted a study ofttkaefits of continuous
positive perception to determine if subjective wading or happiness leads to
proficiency. Based on a review of 293 samples iti@dtided over 275,000 participants, a
large number of studies showed that happy employees proficient in a wide range of
areas in life such as marriage, friendship, inconwk performance, and health.
Lyubomirsky et al. noted support for the theoryt thdappiness—success link does exist
because the by-product of a successful experiencappiness, and positive perceptions
encourage success.

To test their model, Lyubomirsky et al. (2005) doanted three classes of
evidence: cross-sectional, longitudinal, and expental. Researchers in cross-sectional
studies asked if happy people were successfulfdadg-term happiness and short-term
positive perception associated with human actiwitiet show a pattern of success, such
as those patterns of success that include simhkacteristics and skills. Researchers of
longitudinal studies questioned whether happinessgales success or if happiness and

positive perception come before behaviors that $jird success. Researchers of
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experimental studies asked if positive perceptesulted in behaviors similar to success.
Results showed that elements of happiness relatadd came before a wide range of
successful outcomes and behaviors similar to sactesiddition, the results from these
studies indicated that positive perception, whghn important attribute of well-being,
could be the reason for many meaningful indicabditsappiness, valid resources, and
successes closely related to happiness.

Categories of studies identified indicators of happs for extended periods and
limited positive perception, including positive peptions of self and others, sociability,
likability, cooperation, positive social behaviphysical well-being, coping, problem
solving, and creativity (Chi et al., 2011). Relatto how managers influence their direct
reports, Kjerulf (2010) referred to consultantsfrbusinesses as the chief happiness
officers and identified 10 reasons why happinessaak is the number one asset of
productivity. According to Kjerulf, happy peoplellaborate and cooperate better with
others, are more creative, fix problems insteacbofiplain about them, have more
energy, are more optimistic, are more motivatetsmk less frequently, learn faster,
accept mistakes, make fewer errors, and make lattgsions.

Bowling et al. (2010) explored the relationshipvieetn job satisfaction and
subjective well-being, which is a term used intaradreably with happiness. Results of
the study revealed positive relationships betweersptisfaction and subjective well-
being at the individual level. At the group levather relationships present included
happiness, positive perception, and the absencegztive perception. Business practices

continue to focus on maximizing material acquisite material possession, even though
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a continuous flow of literature indicates thathe brganizational environment, it is
almost impossible to generate the kind of commitin@edication, and exuberance that is
present among happy workers with offers of matgraalsessions or money (Kaser &
Sheldon, 2009). Kaser and Sheldon (2009) also pexpthat business leaders consider
other options of influence such as time affluenrc€@moption for increasing employee
well-being and a higher level of ethical businesgpice. In another study by Kelly
(2013), similar results emerged, which showed élven after controlling for material
affluence, the experience of time affluence relgtesitively to subjective well-being.
Document evidence also showed that, in generalhwehgloyees felt satisfied based on
their psychological well-being, job performance noned.
Satisfying Work Environments

Creating satisfying workplace environments thandpthappiness to employees is
a task that captivated the minds of philosophargdaturies (McMahon, 2010).
However, researchers have noted that increasinigteeof happiness among coworkers
is not a difficult task because unhappy workersdrteemake only minor changes to
increase their level of job satisfaction (Bowlingaé, 2010; Frankl, 2006; Fredrickson,
2004). An example is providing quiet time on thie for personal reflection. Providing
public notice of good things happening and empomaakers at all levels to think about
their contribution to the workforce as a persoradlirng to fulfill instead of simply an
assigned job (Graham et al., 2010; National Institar Occupational Safety and Health,

2010). In addition, encouraging employees to satgydo build quality relationships with
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coworkers, and to take short coffee breaks or diredks to listen to music together
could lead to positive consequences (Britton & Mayrgd010).
Brain Training and Happiness

Based on brain-based research, training can makieutman brain feel happy.
While comparing brain scans of Buddhist monks whibse of novice mediators,
researchers concluded that brain training empotherbrain to feel happy. This finding
indicated that specific activities, when practitedbitually, nurture positive emotions that
trigger feelings of happiness (Silverblatt, 2010)addition, researchers linked increased
levels of happiness to stronger immune system imicty and to decreased levels of
stress. Silverblatt (2010) added that positive @netare antidotes to negative emotions,
and learning how to increase the level of posi@reotion results in a higher level of
happiness and being “less stressed, more resilesstangry, and less anxious” (p. 34).
Optimism, Autonomy, and Resilience

The recession created many problems related tievieéof happiness people
experience daily. Therefore, researchers haveauffErsights about increasing happiness
by dividing the concepts into different categoridswever, individuals in the real world
of work tend to sense an absence of optimism, amgnand resilience on the job.
Maymin and Britton (2009) noted resilience denabesability to bounce back from
adversity. Employees embrace adversity in the veorkronment by making a concerted
effort to understand how they respond to threatuBgerstanding the normal manner in
which they respond to adversity, resilient indivatkllearn how to calm themselves in

moments of panic or anger (Maymin & Britton, 200@stead of focusing on the adverse
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situation, they are able to focus thoughts on tidénary resources in their lives,
including situations and events surrounding faraiyg friends.

The three-step process for handling intense negatmotions Maymin and
Britton (2009) recommended includes first calmiogvd by deep breathing or
meditation. The second step is thinking about pleggositive, or grateful experiences.
The third step is to turn attention to anythingestthan the challenging problem that
caused the negative response. Even though thiegseg not automatic, Maymin and
Britton noted that practicing resilience makesaeitiame habitual to respond to negative
situations in a positive manner. Resilience isrady creative thinking that can expand
an individual’s ability to resolve issues. Resitieralso enables individuals to solve
problems and build up personal resources in goodi Similarly, resilience can enable
individuals to build positive habits, discover pmral strengths, enhance relationships,
and become more aware of the particular persosataghat can help them cope in
difficult times.

The call to managers and leaders of organizat®twshelp individuals in the
work environment to understand that happinessrectly under individuals’ control.
Whether happy or unhappy, the question that neesigexing is how individuals relate to
their own autonomy the work environment (Silverhl2010). In addition, how resilient
individuals recover from negative circumstances distermines their autonomy in the

work environment.
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Job Satisfaction and Performance

Happiness in the workplace is a phenomenon of goatis interest among
researchers. However, determining a relationshiywdxn happiness and job satisfaction
and performance is a consuming undertaking bedheselationship or the absence of a
relationship has formed the basis for researcliassination with the phenomenon for
decades, including organizational scholars fromHbman Relations Movement in the
1930s through the 1950s. Throughout this topic,aessearchers noted that the HPW
theory has implications for enhanced productiuityhie work environment (Bowling et
al., 2010; C. D. Fisher, 2003; Frankl, 2006; Frelkkkon, 2004, Kaser & Sheldon, 2009;
Lyubomirsky et al., 2005; Silverblatt, 2010; R. $m2008; Wright & Cropanzano,
1998).

C. D. Fisher (2003) reviewed the literature to swange the finding of a study on
the relationship between job satisfaction and jeliggmance to determine the extent to
which individuals hold different beliefs about ts@me phenomenon. For example, if
individuals indicated strong feelings about theatasn between job satisfaction and job
performance, the researcher would then identifgaea why the individuals interviewed
differed in their beliefs from the findings withthe researched literature. Based on the
review of selected studies from 1930 to 2001, Ci-iBher reported that reviews varied
according to the nature and extent of comprehenssg&and measures used. The finding
relative to “the mean uncorrected correlationsuigegconsistent—the average observed
relationship between overall job satisfaction aadgrmance is positive but relatively

weak, in all cases between 0.14 and 0.25” (C. Bhéfi, 2003, p. 754).
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C. D. Fisher’s (2010) definition of happiness refato well-being in an

organization provided the encouragement needeelview the volumes of literature on
happiness that continues to flow into the mainstrearesearch and development. C. D.
Fisher noted that happiness meant that the individemonstrated a pleasant mood, had
a level of emotional well-being, and had positit#iedes and concepts used singularly
and combined, which are attracting increasing aitirrihrough psychology research. C.
D. Fisher concluded that managers as well as gesr@loyees seem to believe in the
HPW theory. That is, they believe that individualsvork who are happy and satisfied
with roles and responsibilities in the organizatadso have high productivity. Even
though the data supported the theory that happkeverare more productive than
unhappy workers are, the evidence to prove thisrthis true does not show in the
literature.

C. D. Fisher (2010) explained that happiness innthik environment extends to
areas other than merely satisfaction on the jolistAncluding levels of happiness found
in organizations could include task analysis aratlpctivity, level of satisfaction, and
commitment to the goals and objectives of the degdion. Other elements of relevance
to the level of happiness might address transigmer@ences, dispositional attitudes,
collective attitudes, and other minor elements aghvents, the job, and the
organization (Briner, 2008; Bryson, 2010; C. D .Hes 2010). Thus, employees’ levels
of happiness at work have consequences for bothidugls and organizations from both

a positive and a negative aspect.
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Henricksen and Stephens (2010) noted that althbagpiness relates to positive
aspects of the organization as well as the indaliémployees, researchers should
investigate ways to enhance and sustain happimeemational activities designed to
enhance happiness could represent avenues ofyrfquienlightenment, but research in
this area, especially among a growing populatiooldér adults, was lacking or
nonexistent (Costa, 2011). Henricksen and Stepleasined activities of older adults
that were happiness-inducing events and collecital loly interviewing 23 aging adults
from 56 to 76 years old to determine themes. Enmrigpemes included focused,
personal reaction and interests, thoughts andidétst and achievement-related activities.
Spiritual activities and self-coordinated work spad multiple themes.

External Influence on Happiness

External factors in the environment can have auémice on the happiness of
individuals in the workplace (Graham et al., 20X&jaham et al. aimed to gain an
understanding of the effect of the economic crisisich has been an issue in the U.S.
economy since the 1930s. The study involved detenmiif people in the United States
were able to adapt to the forecast of positiveraghtive events first as a novelty and
then realize the potential of recovery as simpbya@mnising common feature used for a
national calming strategy. Graham et al. also exgaldow quickly people adapted to
such economic issues by assessing perceptionga@ttimomic downturn regarding the
level of happiness among the sample of approximdt@00 individuals. The surveys
provided data from January 2008 to July 2009 on tiexcrisis affected individuals’

assessments of their own quality of life and th@nemic condition of the country as a
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whole. How respondents felt about the future prospkthe United States from an
individual standpoint and as a whole nation was alsonsideration.

Graham et al. (2010) explored how data differetth\wey elements of the
economic crisis and initiatives focused on the vecy, how the characteristics of
individuals related to the same. Graham et al. elgdored how the crisis affected
particular cohorts such as employed individualdivigluals working in downsizing
organizations, and individuals at or near retirenage, among others. Findings differed
according to subgroups, leading researchers tdwdathat, in general, most people
were adapting successfully to the negative econpericeptions of crisis after
uncertainty disappeared. In their investigationthefperception of the economic crisis
on happiness, Graham et al. provided insights abowtindividuals adapt to adverse
circumstances beyond their control. Even thougHititengs differed, the researchers
addressed happiness relative to job performanbetimstudies (Graham et al., 2010).
Internal Influence on Happiness

Mohanty (2009) included samples from the Natiomahditudinal Survey of
Youth in 1979. The study included a longitudinaladset from the United States. The
findings from the study showed that positive attdés among workers influenced wages
positively, whether directly or indirectly, throughfocus on the perceptions on
happiness. These findings indicated that conceftfedt to increase the potential earning
power of employees should include the developmEhuman capital endowments as

well as improvement of attitudes among employees.
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Oguz-Duran and Yuksel (2010) investigated copingitiuand gender in the

adjustment process to college of Turkish freshriiée. study involved determining the
level of happiness relative to academic achieveragmdicators of adjustment to college
during the initial months of school, and data cdrom a sample of 574 students using
the Subjective Well-Being Scale and the Coping HuBwale. The results revealed that
Turkish students reported a lower use of humocéming compared to students in earlier
Western studies. No significant differences in @ggHumor Scale and Subjective Well-
Being Scale scores existed based on gender, buticamt differences occurred in grade
point average based on gender. The results alealexi/a positive effect of coping
humor on happiness.

Van Boven (2005) reviewed research on avenuesitils use in their quest for
happiness and found that the pursuits of mateti@ji@ssessions served as a barrier to
lasting happiness. For example, findings showetléinge numbers of individuals strive
to obtain materialistic goals. The less satisflegytare with life, the more they are at risk
for developing psychological disorders. Van Boveted, “Research from my own
laboratory indicates that allocating discretionayources in pursuit of life experiences
makes people happier than pursuing the acquisitionaterial possessions” (p. 140).
Although the research Van Boven conducted suppdnidiea that experiential pursuits
foster happiness and materialistic pursuits dirhigppiness, this research is
preliminary and raises at least as many questisiisamswers. Therefore, further
research is necessary to answer the many questiang material possessions and the

pursuit of happiness.
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In van Boven’s (2005) review, respondents to vaxisurveys explained that
when individuals make purchases to help them aedifé experiences, the purchases
made them happy. However, when they made purchéageghe intention of acquiring
more or better material possessions, the purchdsstimake them happy. Van Boven
explained that the difference in purchasing adifperience and purchasing a material
possession depends on each individual’'s persoedalsrend desires. Positive attitudes
have a direct relationship to an individual’'s haygsis and well-being (Mohanty, 2009;
Oguz-Duran & Yuksel, 2010). However, it would bé#fidult to prove any underlying
theory about whether experience or material possessbetter, without controlling for
demographic differences in the population undedystu
Emotional Expression and Its Influence on Happiness

Glomb, Bhave, Miner, and Wall (2011) focused omdagood deeds and feeling
happy relative to the role of organizational citigkip behaviors in changing mood. The
study involved investigating whether both altruiamd courtesy, as elements of
organizational citizenship behaviors, affectedgbeeral mood of employees in the work
environment. Social psychological theories of mosgllation contended that individuals
in the work environment who demonstrate helpingavedrs maintain a positive mood
because helping results in feelings of persondifgation and takes attention away from
self.

In conducting this study, Glomb et al. (2011) teaknples of the moods of
managerial and professional employees in a FoB00dirm through a sampling

methodology over a 3-week period before and afterenactment of organizational
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citizenship behaviors. Findings showed a pattertofism associated with mood
regulation during the 3-week period of the studye Tesults for courtesy behavior were
only partially consistent with a mood regulatiorpnation. Glomb et al. reported,
“Consistent with theories of behavioral concordamaraction results suggested
individuals higher on extroversion have much highesitive mood reactions after
engaging in altruistic behaviors” (p. 191). Thendings relative to the interactions with
courtesy were insignificant.

Safdar et al. (2009) investigated emotional displdgs for some prominent
emotions in humans, including happiness, surpsaeness, fear, anger, contempt, and
disgust. The goal was to compare emotional displees of individuals from Canada, the
United States, and Japan, as well as within thekeres regarding the specific emotion,
the type of interaction partner, and gender. Dali@cted were from a survey of 835
university students. The results indicated thatdape display rules permit the
expression of power significantly less than displalgs of North America. Gender
differences were similar across all three cultgralups. Men expressed powerful
emotions more than women did, and women expresssdrfess emotions, such as
sadness and fear, and happiness more than mehhdidindings from the study
indicated a need for qualitative data derived fsamples in the home or work
environment.

In addition to mood (Glomb et al., 2011) and emati¢Safdar et al., 2009),
another element questioned in business reseatih essence of engagement (Erickson,

2008). According to Erickson (2008), “The idea teund-breaking, the strategy is
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motivating, and the market is ready” (p. i). Evbough effective middle-level managers
realize the importance of forging a balance betwaeailable talent and organizational
mission, goal, and objectives, capturing the hesmxtsminds of followers and
empowering workers to engage totally in the dapgrations of the organization is a
much different type of complexity. For example,

Employee attitudes, morale, emotions, and buy-énraportant. However, the

solution is multifaceted and realization is chaljiery. The quest to harness these

factors has led to a century of research on whaeslemployee performance.

One finding is clear; employee engagement is ai@retement in this highly

complex puzzle. (Erickson, 2008, p. i)

Employees’ performance on the job improves whersthgervisor is “respectful,
fair, and competent” (Erickson, 2008, p. 5). Marrage/ho clearly explain expectations,
provide feedback relate to performance, and sumsopioyee development enable
supervisor performance. Beyond these basics, Encik&008) noted, “Managers who
focus on accomplishments and emphasize strengthgedresults above that of
managers whose feedback is more corrective or éacpemarily on areas needing
improvement” (p. 5).

Managers influence employees’ effectiveness onaiéErickson, 2008; Glomb
et al., 2011; Safdar et al., 2009). The HPW theas)if relates to middle-level managers
and the perceptions they have on the performantteeofdirect reports, is worthy of
study. Other factors related to the HPW theory \&gording to the focus of the studies.

The next topic area includes some of the deternsnainrenjoyment and happiness.
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Determinants of Enjoyment and Its Influence on Hapjmness

M. A. Smith and St. Pierre (2010) conducted a stodgentify how American
and English students in secondary schools desctiitedenjoyment and happiness in
athletics using Scanlon and Lewthwaite’s enjoynmeatiel as a conceptual framework.
Open-ended semistructured interviews generatedateeneeded. The semistructured
interviews lasted between 30 and 75 minutes. Amabfsthe data occurred through open
and axial coding, which resulted in four themes wel categories to report perceptions
of enjoyment. Results showed that several themesgad, including teacher-related
enjoyment, activities completed in class, studeetsics of interest, and the gymnasium
environment.

B. Brown’s (2010) prescription for happiness wasifhdividuals to love with
sincerity without expecting a reward for such losemonstrate gratitude and
appreciation, and increase the level of self-sigificy and self-belief. B. Brown alluded
to important issues that are meaningful to indigldlas human beings, instead of what
managers think are the important issues. B. Browgssarch increased insights and
understanding about aspects of positive psychadogh as gratitude, joy, compassion,
authenticity, resilience, faith, and play. B. Broalso suggested the need to gain
insightful ideas about the intrinsic aspects ofifpas psychology, which are available to
the lay population as well as to organizationatléxa in powerful positions. Seligman
(2011) suggested other elements of positive humiactibning associated with joy and

happiness.
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Determinants of joy and happiness vary accordirgntandividual’'s inner wants,
needs, and desires; both intrinsic and extrinsid{@®wn, 2010; M. A. Smith & St.
Pierre, 2010). Therefore, as managers strive toeaddoy and happiness among their
reports, they would need to remember that no otterfaddresses all issues that
employees bring with them to work. For examplejddehn (2011) included other
elements such as “courage, interpersonal skiligmality, insight, optimism, honesty,
perseverance, and realism; and capacity for pleaputting trouble into perspective,
future-mindedness, and finding purpose” (p. 7).

Wright (2010) provided findings from previous resdastudies in organizational
research that had a focus on the nature and exfteletails about how job satisfaction
related to job performance and staff retentiora thiscussion, Wright indicated many
inconsistencies resulted from earlier studies,iteponly a few studies of organizational
behaviors that found employee well-being had aiogmt relationship to job
satisfaction and job performance. From these eadsearch studies, Wright indicated
that the evidence showed employee well-being wa® mesponsible for labor turnover
than commonly realized. Wright added that lateeaesh showed a significant
relationship between employee well-being and psigdical well-being and between job
performance and staff retention.

For example, Wright (2010) referred to FredricksoBB theory to indicate that
positive states help people to thrive, to floumséntally, and to grow psychologically.
Wright noted that employees with high levels ofgisylogical well-being and satisfied

with their jobs have the inner capacity to broaded build themselves. Satisfied and
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psychologically well-adjusted individuals tend t@erience additional benefits such as
creativity, resilience, social connectedness, maysiealth, and a stress-free existence.
Such employees derive a high level of meaning filoer work and maintain the
resources to initiate, foster, facilitate, and aumshigh levels of job performance.

Helliwell and Putnam (2004) provided evidence tofoe that social capital
associates closely to a sense of subjective wellgltérough many different avenues and
in specific forms. For example, Helliwell and Putnalentified some of the common
forms of social capital. The perception of socegpital on subjective well-being is
general to specific, whereas Helliwell and Putnaomfl that “the externalities of
material advantage are negative because in advaocesties, it is relative, not absolute,
is income that matters” (p. 14). Therefore, théuefice of socioeconomic increases in
affluence on subjective well-being is not clear.

Research shows (a) job performance is highest whgloyees have high levels
of psychological well-being and job satisfactidn), job satisfaction predicts job
performance but only if the employee also has pgythological well-being, and (c) the
relationship between job satisfaction and retensaso stronger when employees have
high levels of psychological well-being (Horne, 201Horne (2011) made some specific
recommendations to help managers to enhance psygpbal well-being of their reports:

e Put people into appropriate work situations thaxima&e psychological well-

being.

e Train people to help improve job fit.
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e Adapt work conditions as much as possible to helpleyee maximize
psychological well-being.

e Put psychologically well-adjusted, socially resgbles and ethically strong
people into leadership positions; in turn, theytabnte to creating healthy
organizations.

e Provide stress management training.

e Emphasize social support at work.

e Implement family-friendly policies.

Provide training and implement policies that empteathe BB theory.
Leadership and Managerial Behaviors

Leadership and project management provide a cofdektrther investigation of
the HPW theory as it relates to BB theory in theknenvironment (Brutus, 2013).
Dzameshie (2012) conducted a qualitative studyeterchine the most important
leadership and managerial behaviors for successdig project managers and to
measure the frequency with which these behavi@pictices in the information
technology industry. The project included 21 projeanagers in a metropolitan area in
the middle states. The participants engaged in-epeled interviews about successful
leadership behaviors used in project managemeraly8is of the data indicated
reinforcement of the successful leadership behawsoch as clarifying roles, monitoring
operations, short time planning, consulting, suppgr recognizing, developing,
empowering, envisioning change, taking risks fargfe, encouraging innovative

thinking, and external monitoring supported sucitg$sadership for increased



56

employees’ productivity. A conclusion was that thanagers in this project were more
task and change-oriented and that more relatiorisaviors may be necessary to
enhance employees’ productivity levels. Therefeddt skills should be in managerial
training to advance the HPW theory in the work emwinent (Dzameshie, 2012).

Krupa (2011) found that leadership practices cbata significantly to employee
engagement, which includes vigor, dedication, gtigmn, discretionary effort, and
organizational advocacy. Business, education, andrgment leaders complain about
the lack of engagement among disengaged customératemployees, which leads to
unengaged or disengaged customers and lower profikgupa’s qualitative,
phenomenological case study, perceptions and expes described the perceptions of
leadership practices on customer-contract emplogegmgement at a large private,
nonprofit university consisting of three collegaggraduate school, and approximately
11,000 students at its New England campus (Kruphl R

A qualitative questionnaire, a semi structuredringav, and observations
generated the data in Krupa’'s (2011) study. Firglindicated customer-contact
employees who worked with supportive, fair, andrgasupervisors and middle-level
managers expressed great cognitive, emotionalpbahavioral engagement. Their peers
who experienced less favorable leadership practigpsrienced less engagement.
Participants described emotional engagement archaitlocus of control as mediating
factors between leadership practices and engageRecbdmmendations included an
exploration of the relationship between leaderghgzctices and organizational

engagement and the relationship between leadepshgtices and job engagement.
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Understanding the relationships between engageamehlieadership constructs becomes
more important for future researchers as orgamratdepend more on employees in a
knowledge economy.
Critical Reflection: Personal Assumptions, Presuppositions, and Meaning

Pandit (2011) conducted a mixed-method, descriggivdy of middle-level
managers’ critical reflection. As Livingstone (2Q0H2fined the term, critical reflection is
the process of questioning personal assumptiorsuppositions, and meaning
perceptions, and Livingstone explored its relatipso collective knowledge creation
among employees in a state department of correctigancy. The purpose of the study
was to explore how outcomes of individual reflestin the form of sense-making
tensions can influence collective knowledge creasiod how collective memory and
meaning making serve as mediums for individualaaitreflection. The findings
revealed simultaneous existence of process radleetnd critical reflection by the
middle-level managers during the budget reducti®hs. findings further revealed that
while individuals undertook process reflection ba tollective values and assumptions,
the critical reflections related to both collectkmeowledge and individuals’ unique
perceptions from collective values and assumptibaspossibly created tensions for the
collective. At the same time, several similaritiefween insights at both levels of
analysis indicated a certain invariance of meanaugess levels, thereby suggesting that
tensions created by reflection could influencedbkective. Finally, Livingstone

highlighted the significance of the context, whaduld enable an understanding of the
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reflection-related findings of the study as infongia number of reflections in such
environments.
Leadership Ethics

Washington (2010) assessed the impact of leadeeshigs on employees’
productivity in business and industry. The purpibggnes of high interest among middle
themes of high interest among middle of the studg % explore the impact of
leadership ethics on worker productivity in bussiaad industry, determine what kinds
of leadership ethics cause conflicts or disaffecamong employees, and determine how
this dissatisfaction affects the success levehefdrganization. The participants included
100 employees who completed surveys. Findings atelitthat the employees strongly
believed unethical leadership behavior resultsoorpvork productivity. Washington
also found the majority of employees felt that lerathip ethics influenced working
conditions. Common unethical behaviors of leadeckided discussing personal
business, harassment, stealing, abusing compamy ¢umsing, and unfairly assigning
work. Most of the respondents felt that leadersaless unethical at the time of the study
than in the past, although many respondents netealty observed leaders demonstrate
unethical behaviors. Washington recommended dewejapstronger code of ethics,
displaying the code of ethics and distributingitatl employees, developing
consequences for unethical leadership behaviodstraating all employees fairly (Kelly,

2013; Yang, 2014).
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Humility

A similar study conducted by Ou (2011) investigathagef executive officer
(CEO) humility and its relationship with middle-neger behaviors and performance.
Ou’s concern was that strategic leadership liteealas little information regarding what
humility is and how humble CEOs influence organaal effectiveness by creating a
context to motivate employees. The self-concephé&aork integrated the humility
literature. Ou proposed four mechanisms througltvVRIEO humility related to middle-
manager ambidextrous behaviors and job performaEE empowering leadership,
empowering organizational climate, top managenmeatintegration, and heterogeneity.

After developing and validating a humility scaleGhina, Ou (2011) collected
survey data from a sample of 63 organizations 8&ICEQOs, 327 top management team
members, and 645 middle-level managers to tesegearch models. Except for the top
management team, heterogeneity, the other three-@iildle level manager, mediating
received moderate support. Ou found that humble O&€&e empowering leaders. Their
empowering leadership behaviors positively assediatith top management team
integration, empowering organizational associatél tjpp management integration, and
empowering organizational climate, which in turmretated positively with middle-
manager ambidexterity and job performance.

Justification for Selection of Issues and Concepts

This study included happiness, job satisfactiobh,gess, and other concepts

because these topics have an impact on job perfm@rend affect productivity in

specific ways. Green’s (2012) findings revealedssociation between employees’
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happiness and their level of productivity. Thisgmet study was an extension of Green’s
study to explore the influence of middle-level mgers’ happiness and well-being on the
performance of their direct reports. This influemees worthy of exploration because
interest in employees’ psychological well-beingaasndicator of performance in the
work environment continues as a topic of importaao®ng researchers (Hosie et al.,
2006; National Institute for Occupational Safetg &fealth, 2010; Wright, 2010; Wright
et al., 2007).

Though investigations in research targeted jolsfattiion and psychological
well-being, researchers questioned whether midalletimanagers’ happiness and well-
being influenced their direct reports’ productivifyhe theme or concept of happiness in
the workplace pinpointed a phenomenon of intenesiray researchers, which indicates
that the HPW theory has implications for enhancamand higher productivity in the
work environment (Bowling et al., 2010; C. D. Figh#003; Frankl, 2006; Fredrickson,
2004; Kaser & Sheldon, 2009; Lyubomirsky et alQZ0Silverblatt, 2010; R. Smith,
2008).

The economic crisis was a theme selected becdussmoerns about how
extrinsic entities influence relationships in therlwvenvironment. Researchers, in their
investigations of the perception of the economisi€ion happiness, provided insights
about how individuals adapt to adversities beydmr tcontrol (Graham et al., 2010).
Positive attitudes and resilience, however, armtigeand concepts because both have
intrinsic relationships to individuals’ happinesslavell-being and can expand a middle

manager’s ability to resolve issues, to solve poid, to build positive habits, to discover
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personal strengths, to enhance relationships,aodde in times of adversity (Mohanty,
2009; Oguz-Duran & Yuksel, 2010).

The HPW theory, as it relates to middle-level nggama and the perception they
have on the performance of their direct reportgyagthy of much study in the future.
Other themes and concepts related to the HPW thewyyaccording to the focus of the
research. For example, themes and concepts ohghhappiness vary according to the
intrinsic and extrinsic desires of each individ(E&ticson, 2008; Glomb et al., 2011;
Safdar et al., 2009). Therefore, the themes andegis from the literature on happiness
and well-being showed that no one theme or conedgtied to all middle managers, but
the issues they experienced were similar. The teemnd concepts in this research study
were inclusive of psychological well-being, perddmappiness, and job satisfaction.

Researchers invariably focused on lower level wa'keappiness and
productivity, with little or no data included rala to how the behaviors of middle-level
managers affect the happiness and productivitheif reports. In addition, early
theorists provided inconsistent results from thegearch. Dzameshie’s (2012) qualitative
study of the most important leadership and manaljeehaviors for successful male
project managers showed that the managers, in @enare task and change oriented,
and leaders should add an increase in the rel&iph&haviors, including soft skills, to
managerial training to advance the HPW theory @wtlork environment. Krupa (2011)
described a need to explore the relationship betwesaelership practices and
organizational engagement, which indicated thatraderstanding of the relationships

between engagement and leadership constructs beghnibre important for future
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researchers because organizations become mored#ggpe&m employees as a knowledge
economy expands.

Pandit’s (2011) mixed-methods, descriptive studgnafdle-level managers’
critical reflection and its relationship to collee knowledge creation among employees
revealed the simultaneous existence of procesctifh and critical reflection related to
both the collective knowledge and individuals’ wregperceptions from collective values
and assumptions that possibly created tensiongai@@nvariance of meanings across
levels indicated that tensions created by reflactiould influence management behaviors
as well as workers’ happiness and productivityaddition, Pandit highlighted the
significance of the context, which could enlightenunderstanding of the reflection-
related findings of the study. Ou (2011) invesega€EO humility and its relationship
with middle-manager behaviors and performance aodd that strategic leadership
literature has little information regarding whamtity is and how humble CEOs
influence organizational effectiveness by creairgpntext to motivate employees. Ou
found that humble CEOs demonstrated empoweringelship behaviors positively
associated with top management team integration.

Gap in the Literature

The study includes findings to fill one gap in therature through extended
knowledge in the discipline. Examining the facttirat determine middle-level
managers’ performance has the potential to imprnoaeagerial behaviors in
organizations to increase effectiveness and cotmatess. Findings from this study

could be significant for middle-level managers waaiety of ways.
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Happiness, job satisfaction, and job stress cae havumpact on job performance
and influence productivity in specific ways. Incamsive findings resulted concerning the
strength of the HPW theory. However, this theory imaplications for enhancements in
the work environment because middle-level managgmshelp their direct reports to
thrive in their part of the organization. Even tgbuheorists provided inconsistent results
from their research on the HPW theory, one congtugias that an interest in employees’
happiness and psychological well-being is a themkides opportunities for further
investigation.

Summary
Major Themes Found in the Literature

Employees’ happiness in the work setting are theshégyh interest among
middle-level managers and relate to subthemesasigb demands, employee
capabilities, resources, and needs of workersegsitiluence low levels of happiness
and job satisfaction among employees. Further,hjpdggical disorders, maladaptive
behaviors, and other stressors are themes assbwaidkepoor work performance,
interpersonal relationships, and absenteeismh&bBe activities require an understanding
for success in managing others. Researchers arggittention to happiness and well-
being in the work environment (Achor, 2012; 2013BBown, 2006; Sgroi, 2010).
Although some evidence showed that high levelsaif-laeing and happiness contribute
to performance, the specific role in performancenislear (Brown, 2006). The role of
positive attitudes and resilience relative to happs and well-being are themes and

concepts in the literature.
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What Researchers Know and Do Not Know

Researchers continue to investigate the HPW théogap in the literature was
the lack of data showing the existence of a sigaift connection between middle-level
managers’ well-being and happiness and their dregmirts’ performance in the
organization. From early studies of the relatiopdietween workers’ happiness and
productivity, mixed findings have resulted, anddeahip personnel, including middle-
level managers, have been absent from these studies

The central concept or phenomenon of the studytiveasiPW theory, and the
gap in knowledge included the perceptions of marsageell-being and happiness on the
performance of their direct reports. The experisrafehe phenomenon derived from
personal interviews of middle-level managers iraoigation in a metropolitan area in
central Georgia. Chapter 3 contains a descriptidheomethodology used to conduct the
study and a description of the research desigrrati@hale. The role of the researcher,
the methodology, including participant selectiogi¢p instrumentation for researcher
developed instrument, procedures for field-tesfigtand procedures for recruitment,
participation and data collection, data analysaplnd issues of trustworthiness. A

summary of the research methodology precedes siticanto the next chapter.
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Chapter 3: Research Method

Introduction

The purpose of this phenomenological study waspboee perceptions of the
impact of middle-level managers’ well-being and fiapss on the performance of their
direct reports. Middle-level managers’ well-beimggpresented a state of satisfaction with
life as it stands, which indicated a feeling of-sebrth and a feeling that one has met all
major needs (Fredrickson, 2004). Happiness reptedenv much individuals like the life
they live (R. Smith, 2008). This chapter includeteacription of the research design and
rationale. A discussion of the role of the researgitecedes a description of the
methodology, which includes participant selectithe instrument developed for the
study; and procedures for field-testing, recruittnearticipation, data collection, and
data analysis. After a discussion of issues otwathiness, including ethical
procedures, the chapter ends with a summary akefearch method.

Research Design and Rationale

Research Questions

The research questions for the study were as fellow

RQ1: What is the impact of middle-level managersllvbeing and happiness on
their direct reports’ performance?

RQ2: How do middle-level managers perceive thdiegmon of HPW theory and

its impacts on social change within their partheff brganization?
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Phenomenological Tradition

Phenomenology, a qualitative research traditiors, tha research method. The
rationale for using the phenomenological traditicas its emphasis on the interpretation
of lived experiences of a phenomenon. A phenomegnabstudy design requires the
elimination of prejudgments; an unbiased, recegtiesence; imaginative variation;
phenomenological reduction; and synthesis of alicstiral and textural descriptions
(Creswell, 2012; Giles, 2007; Sikahala, 2011).

Data collection included semistructured intervidaese Appendix A). Merriam
(2009) suggested entering the participants’ enwviremt, having friendly conversation,
and seeking the participants’ true meanings ancepéons. Interviews with middle-level
managers occurred to obtain information directiyotmation included participants’
thoughts, feelings, intentions, and behaviors aoogiiduring the interviews (Patton,
2011). Interview questions produced evidence of hoddle-level managers’ well-being
and happiness influenced the performance of thegctdreports. Interviews illuminated
interviewees’ perceptions on the topic (Creswdll2 Gall, Gall, & Borg, 2007;
Merriam, 2009).

In this study, | used semistructured interviewsdtect data from a purposeful
sampling of 20 middle-level managers. Purposefuag, according to Merriam
(2009), means selecting a sample of individuals adeocable to provide the most useful
information to answer the research question. Thinoaeof data analysis includes
searching for information that provides a pictuféhe lived experiences of participants.

Creswell (2012) explained that phenomenologicah datalysis results from analyzing
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the information participants provide and meaningsved from the information.
Merriam noted that researchers must be sensitipersonal feelings, biases, and
preconceived ideas respondents offer and makeaerded effort to keep the same from
entering the data analysis phase of the study. Témgarchers use content analysis to
generate a description of the experience.
Role of the Researcher

My role as the researcher was as a data collagtorg semistructured face-to-
face interviews, which were the primary tool usedather and analyze data. | used
probing questions to clarify responses and incré@seguality of responses. | used audio-
recorded questions and responses from the intesvi@minimize time and capture the
direct words of the participants. As the researchieecame the tool through which to
generate data. The philosophical assumptionsdedin this study were ontological,
epistemological, axiological, and methodologicdkeAreading and gaining knowledge
about qualitative research methodology and theagmres used to conduct qualitative
inquiry, 1 gained an understanding of how the faatr@hal assumptions could guide and
direct the phenomenological study | chose to conduerefore, with personal
perspectives relative to the impact of middle-lemainagers’ well-being and happiness
on their direct reports’ productivity, | began tkisidy from an ontological framework.
From this framework, | designed questions to gaiovidledge about well-being and
happiness from middle-level managers’ lived expexée Building relationships with the
participants and conducting interviews with papasits enabled me to gain knowledge,

which underscored the epistemological assumptien. l#egan to conduct the study, |
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acknowledged personal biases as well as any biasles interpretation of the data
collected from the participants. In an effort tointain and present research that
demonstratechtrinsic and extrinsic value (i.e., elements valedor their own sake and
elements of value only as a means to something etszh of these types of elements
could be valuable, extrinsically or intrinsicallgmd represent aaxiological assumption.
| acknowledged these types of biases, which emetgedgh reflections.

Quialitative research is inductive and requirediooal evaluation of the
procedures used in the study. The research qussisad to gain information about the
influence of middle-level managers’ well-being drappiness on their direct reports had
the potential to change as the interview procesgrpssed. This might have occurred if
the five interview questions had not addressedrtieeessence of the influence of
middle-level managers’ well-being and happinessheir direct reports’ productivity
(methodological assumption).

Methodology
Participant Selection Logic

Population. The research population included middle manageemployees at
businesses, public agencies, and educationalutistis in a metropolitan area in the
southeastern United States. Purposeful samplimyqisi2011) was the strategy applied
to learn and understand the impact of middle-levahagers’ well-being and happiness
on the performance of their direct reports. Accogdio Merriam (2009), researchers
using purposeful sampling assume that it is immbitia understand, discover, and gain

insights into the study. Therefore, a sample shodllide individuals with the most
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beneficial knowledge bases. Merriam explained p@aposeful sampling is evident in the
selection of “information rich cases” (p. 62). Infeation-rich cases can inform
researchers a lot about issues that are key elsroétiie purpose of the research (Leedy
& Ormrod, 2001; Simon, 2011).
Instrumentation

The mode of data collection for this study wadipgrant interviews. The
interview protocol derived from major findings imetliterature. Others involved in the
composition of the interview questions included rbers of the review committee and
an educational consultant who reviewed and editedriterview questions for clarity,
conciseness, and expert validity. During the precsisnple words were used because, as
Merriam (2009) suggested, using simple words allthesparticipants’ worldview to
emerge and improves the quality of information gatesl. Three industry experts in
HPW theory, who did not participate in the actually, explored the interview questions
for validity. One industry expert was a colleagueni the health care industry, and two
experts were from the field of education. All expdrad a doctorate in their fields of
interest, which were education and business managei@s well as experience in
research and development. The industry expertewed the questions and directions in
the interview guide, made a judgment concerningtaety and usefulness of the
guestions for generating information, and offeneggestions to ensure that the interview
guestions would generate information to answerd¢learch questions. One expert
suggested adding teamwork to Interview QuestioNllthree experts had a similar

comment about Interview Question 3 on the partidiggamiliarity with the HPW
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theory. They suggested modifying this questiomtdude an explanation of the HPW

theory for participants who needed further knowkedgout HPW principles. In addition,
one expert suggested changing Interview Questtonefiminate the assumption that the
HPW theory had an influence on the participantsigslophy of management. During the
final selection of the questions, | reviewed eaxtbrnview question and made multiple
revisions before approval, to simplify the procetsliminating unclear and unrelated
questions prior to establishing the interview pcolo

Procedures for identification, contact, and recruiment of participants.
| advertised my intention of conducting the studlyen | identified, contacted, and
recruited the participants in this study from bess organizations in a central Georgia
metropolitan area. Participants were middle-levahagers with responsibility for
supervising direct reports, recruited purposefbifye-mail, telephone contact, or face-to-
face meetings. Purposive sampling was used fouitewy participants. This method
provided an opportunity to choose participants dasetheir unique characteristics,
experiences, attitudes, or perceptions. For thidyst20 participants volunteered through
informal searches via the Internet, professionganizations, and professional
relationships.

Online contacts of prospective participants ititiadentified individuals who
might meet the inclusion criteria. Follow-up contafth participants involved telephone,
e-mail, or face-to-face communication, dependingneed. The initial contact with
participants occurred through e-mail or teleph@ee (Appendix B). The reason for this

choice was that middle-level managers in instingibad public e-mail addresses or
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telephones to use to set up a time and a dat@faact and to have the consent form (see
Appendix C) delivered and returned. The participdrad 1 week to review the consent
form, and individuals who had questions had a chao@sk for a schedule for the
interview time when they received the consent forrwvhen they returned the form.

Informed consent procedures included identifyirg dffiliated institution and
myself. | provided the title and the importanceha research and the reason the potential
participant was a prospect to participate in tiiestl expected that the participants
would be willing to take part in the study by coetplg a consent form (see Appendix C)
and agreeing to participate in an interview in am®nment that was quiet, without
disturbance, within 2 weeks of receiving the intuita to participate. Each interview
occurred in person in a conference room in theipuibkrary, which was a private and
safe environment. A confirmation or reminder leftdlowed to reiterate information,
which included the purpose of the study, a desonpaf the procedures of the study, and
roles and responsibilities of participants, acconmgé by an informed consent form.
Procedures for Field Testing

Field testing strengthened the validity of the imiw protocol used to generate
data to answer the research questions. Creswél9j2ted that field testing supports
the content validation of the data-gathering inseat and helps to improve questions for
clarity. During the field-testing process, | toote of issues, including vague or
confusing statements, and focused the questiomsebedbnducting the study.
Modifications to the interview questions includettiang teamwork to Interview

Question 1, explaining the principles of the HPWaty in Interview Question 3, and
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rephrasing Interview Question 4. The initial iniew guide used in this study is in
Appendix A.
Interview Approach

A qualitative, general interview approach generatéarmation from the 20
middle-level managers. The interview process geedra wide range of perceptions and
provided the opportunity for instantaneous follogrand amplification. The participants
responded to five open-ended semistructured qumsséilmng with probes about
perceptions of happiness and job satisfaction. E#ehview lasted from 45 minutes to 1
hour; however, some participants followed up tieerview conference with documents
sent via e-mail to provide additional information.

Merriam (2009) explained that interviews are sudint for data collection in a
study that is more flexible and open to multiplespectives. The interview approach
helped to generate participants’ lived experiemetsive to the impact of their well-
being and happiness on their direct reports’ paréorce. The interviews also provided
them a chance to share their perceptions regakf\y theory. With the semistructured
interviews, the participants were able to reflectioe questions | asked and then answer
them accordingly.

An interview guide containing prepared questiargiie participants guided the
interview process. The contents of the guide predidirections to assist in focusing on
the appropriate procedures in all the interviewsluding questions seeking demographic
information, interview questions, and final statemsdo the interviewees acknowledging

their participation and thanking them for theirlmigness to take part in the interviews.
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The quality of the interview improved through elmating leading questions, questions
answered by yes-or-no responses, and multiple-eltpiestions to ensure sufficiency of
data (Merriam, 2009). Open-ended, semistructurestipns provided an opportunity for
interviewees to respond from their own lived expeces.

An audio recorder captured the participant respariBee audio-recorded
interviews ensured sufficiency of data to transetite participants’ responses verbatim,
to maintain accuracy of information, and to redpossible mistakes. Demographic data
from participants’ resumes ensured eligibility participation. The primary data
identified the participant’s age, race, and ye&engployment as a manager, as well as
the type of organization in which the participardrieed.

Interview process.The interview process for data collection was infar and
interactive, with open-ended questions and comnterdaow the respondents to tell
their stories at length in their own words. Befoomducting the interviews, | developed a
script to guide the interviewing process. The saipabled me to share with the
participants the nature of the study, as well &zrmation relative to confidentiality,
informed consent, and future use of the resulth®tudy.

To begin the interview, | began with the scriptl@ected consent, and used an
audio recorder while | took notes and maintainegl @ntact with the participant. |
arranged to interview participants for 45 minut@4 thour in a quiet, private conference
room in a public library. Throughout the interviews make the participants
comfortable, | listened attentively, gave attentiomonverbal behavior, and kept the

interview focused. | ended the interviews by thagkihe participants for sharing their
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information and letting the participants know thatould send them a copy of the
interview transcript for them to review and to @ufr, if corrections were necessary. In
addition, | gave the participants my contact nundet let them know that other contact
numbers were available if they had other questre®ncerns relative to their
participation in the study.

Member checking.After the interviews, member checking established
authenticity of data collection and analysis. Menmtyeecking, also known as informant
feedback or respondent validation, improved theigmy of data collected and the
applicability of the study. The participants inglstudy reviewed data collected and
commented, as necessary, on the accuracy of tearobed material. Participants
reviewed the transcripts to ensure accuracy. Uppeampletion of transcripts of the
verbal discussions, participants reviewed a cophetranscribed findings, which gave
them an opportunity to analyze the findings criticand to provide comments if they
chose to affirm or deny reflections of their respes

Relationship between saturation and sample sizQualitative researchers
continue to collect data until they reach a poirdata saturation (Bazeley, 2007;
Creswell, 2012). In this study, data saturationuoex when | no longer heard new
information, which was at the 21st interview. THere, the sample included 20
participants.

Procedures for Recruitment, Participation, and DataCollection
The criterion used to select organizations wasganizations included middle-

level managers in daily operations of the busi@eskif organizations were within the
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metropolitan area of Georgia selected for the stldyticipants were individuals with 3
or more years of experience serving as a middleagemand who volunteered to
participate in the study. Within the selected orgations, procedures for recruitment
including e-mailing prospective participants, paiag an overview of the study, and
inviting them to participate.

Summarizing and transcribing the interviews Summarizing and transcribing
each interview captured the essence of the expasenf each middle manager
participating in the study. Transcribing includeasning the materials visually and
transcribing the notes taken from the intervieweithe interviews, all participants
received a transcribed copy their own commentsnember checking. It was then
necessary to sort, arrange, and reread the datstam a general sense of the information
and to reflect on meanings again. Summarizingrifemation was necessary at this
phase and included organizing the information categories and topics before
interpretation began. Information provided in thsponses to the interview questions
applied only to the responses given to avoid peisorejudices or assumptions. The
gualitative software program NVivo 9 (2009) coltbe collected data, identified key
points, and assigned visual codes to key pointsetl the coded information and made
interpretative constructs based on the units offyarsin each interview question.

Data Analysis Plan

Data analysis.Data analysis involved repeated reading of airinew transcripts

and field notes. | followed seven data analysipssaggested by Morrissey and Higgs

(2006). Morrissey and Higgs suggested the follovgteps in the data analysis process:
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1. Read the entire description of the managerseea&pces to get a sense of the
whole by listening to the interview tapes, transiog these tapes and reading
all the transcripts.

2. Reread the description.

3. Identify transition units for themes and meanidgntify significant
statements and quotes, and import the transcritiedviews and field notes
into NVivo 9 (2009) to cross-view and compare santhemes.

4. Organize and categorize themes.

5. Reflect upon the themes and add the relevagubge of the participants.

6. Transform concrete language into concepts ofagament science.

7. Integrate and synthesize the insights into arges/e structure of the
meaning of the experience, whether physical, ematjeducational,
developmental, transitional, or influential.

Bracketing and phenomenological reductionln conducting this study, personal
presuppositions, meanings, interpretations, orrtétexal views did not enter into the
experiences of the participants in the study. Biemgh many comments were extensive,
no changes occurred that could taint the reseanxteps. Participants had a chance to
review a transcribed verbatim copy of their intewiprior to input into NVivo 9.

Trustworthiness

Trustworthiness in qualitative research, accordmn@Greswell (2012), supports

the argument that the inquiry’s findings are wanthers’ consideration. | paid attention

to credibility, transferability, dependability, asdnformability; therefore, the
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trustworthiness of the study increased. Confirmitghiéfers to the degree to which other
researchers can confirm or corroborate the regultoisumenting the procedures for
checking and rechecking the data throughout thetystu

Credibility. Credibility is an affirmation of the research finds. The objective
of data analysis was to analyze data collectebarr¢search endeavor. Unlike
guantitative data analysis, qualitative data angligsa nonnumeric examination method
of interpreting collected data (Creswell, 2012)tHis study, an interpretative approach
involved transcribing social action and human aistimto readable text in preparation
for analysis. The phenomenological method has piiem of expanding data by various
sorting or coding operations to uncover the essehtiee account (Gall et al., 2007). A
detailed, systematic examination and interpretaicine data collected applied for
identifying patterns, themes, and meaning.

To ensure findings were free of preconceptiorachketing was necessary for the
study (Leedy & Ormrod 2005). Bracketing ensuredpmgr knowledge of the topics
remained confined, which resulted in prior knowledigcoming useless in the study. The
transcriptions included verbatim statements thégpants made.

Confirmability. To establish rigor in a qualitative research studgearchers
used confirmability. Confirmability, sometimes @allan audit trail, strengthened
dependability in this study (Gall et al., 2007)e&ting an audit trail made external
review possible, which also allowed other reseascterepeat the steps of the study. The
audit trail included detailed descriptions of ttegadgathering process and the comments

participants made in answering the interview qoesti
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Transferability. Transferability means that middle-level managerthis study
could invite other middle-level managers who did participate in this study to make
connections between elements found in this stualyete applicable to their own
experience. For instance, middle-level manageon@organization might selectively
apply to their own departments the results froma giudy demonstrating that heuristic
writing exercises help students at the collegelléMg research findings helped close
gaps in the literature about the use and valureHPW theory by describing the HPW
theory in light of the participants’ lived expere Discussion of lived experience has
the propensity to unfold new revelations on théugrice of management on their direct
reports’ productivity.

Dependability. Dependability refers to accounting for the esleanging context
within which research occurs (Gall et al., 200@)tHis study, | established dependability
by remembering to account for the ever-changindesdrwithin which this research
occurred. To check for dependabilitygxthibited caution to minimize or eliminate
mistakes in conceptualizing the study, collectimg data, interpreting the findings and
reporting results. | described clearly the logiedifor selecting middle-level managers to
participate in the study. In addition, | descrilbedletail the interview process. The more
consistent | was in this research process, the aependable were the results. In
addition, an independent auditor reviewed my atodigito insure that | was meeting the
requirements for credibility and transferability.

Identifying themes. Themes emerged from a composite summary of paatics’

responses to the interview questions. Based ofothus of each research question,
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categories emerged. Themes emerged from each cat&yoenewald (2004) suggested
that qualitative researchers go beyond the dateegad to illuminate new ideas.
Ethical Procedures

Ethical conduct reflected in the fact that apprdaeatonduct the study from the
Walden University Institutional Review Board preeddiata collection. To ensure and
maintain confidentiality throughout this study, tleal names and e-mail addresses of
participants or the organizations in which par@eifs worked did not appear in the study.
A verbal description of the study preceded eacdtriumtw. Each participant received a
written description of the study, which includee teame of a Walden University contact
in the event of questions or concerns, an overakmsks and benefits associated with
participation, information related to confidentigland anonymity, the fact that
participation was voluntary, and the right to witlsd without penalty, consequences, or
repercussions. In addition, no personal informatised was traceable to any participant
in the study. Secure storage of the data colle@sthins on a password-protected
electronic file locked in a file cabinet at my hgmhere it will remain for at least 5
years.

Accuracy. In the present study, strategies such as membekicige rich, thick
description, and external consultants helped tarenthe validity of the study. Five
participants reviewed the interview transcriptioroffer insights relative to how well the
transcriptions represented accurate responsegedporthe interviews. Suggestions the

participants gave served as a guide for makingectians. Participants and other
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interested community stakeholders will receive a-page summary of the findings after
degree conferral.
Summary

Chapter 3 began with the purpose of the study gmméaew of the major sections
of the chapter. Following an introduction, the toareas included field-testing, sample
demographics, data collection, and data analygiderce of trustworthiness,
transferability, credibility, dependability, andstats. Chapter 4 includes the results of the
study. Chapter 5 includes an introduction, inteigdren of findings, limitations of the

research, recommendations, implications, and csermis.
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Chapter 4: Results

Introduction

| employed a qualitative phenomenological desmoadnduct this study. The
phenomenological design was useful as a meangtorexthe lived experience of
actively employed middle-level managers. Middleelemanagersivell-beingreferred to
a state of satisfaction with life, including a fegl of self-worth and a feeling that they
had met all their major needs, d@mabpinesseferred to how much individuals liked the
life they lived. The research questions were devia:

RQ1: What is the impact of middle-level managersll-being and happiness on
their direct reports’ performance?

RQ2: How do middle-level managers perceive thdiegmon of HPW theory and
its impacts on social change within their partheff brganization?

The chapter begins with a description of the sgttivhich was a metropolitan
area in central Georgia. The demographics inclusleoat personal profile of the 20
participants who volunteered to participate inghely. Following a discussion of
procedures for data collection and data analysis chapter includes evidence of
trustworthiness. The research results follow.

Setting

The setting in which the interviews took place wgsublic library in a
metropolitan area in Georgia. Middle managementleyees from businesses, public
agencies, and educational institutions met withimeeconference room. The conference

room was a private and safe environment in whiatottect data.



82

Demographics
Participants included 20 middle-level managers fk@med industries across the
metropolitan area. Distinguishing characteristreduded gender, racial or cultural
identity, number of years in management, and tym®mpany in which the participant
worked. Table 1 contains a summary of the demogeagata.
Table 1

Participants’ Demographics

Years in
ParticipantGenderRacial or cultural identity management Type of company
M-1 Male African American 12 Computer technology
M-2 Male African American 10 Chemical laboratory
M-3 Female African American 10 Public service
M-4 Female African American 17 Health care
M-5 Female Caucasian 19 Education
M-6 Male African American 12 Military
M-7 Female African American 12 Law enforcement
M-8 Male Caucasian 30 Health care
M-9 Female African American 12 Law enforcement
M-10 Male Caucasian 9 Health care
M-11 Male African American 12 Law enforcement
M-12 Female African American 12 Human resources
M-13 Male African American 10 Pharmaceutical sales
M-14 Female Caucasian 18 Health care
M-15 Female African American 17 Logistics
M-16 Male African American 15 Education
M-17 Male African American 12 Animal resources
M-18 Female African American 5 Federal government
M-19 Female African American 22 Internal revenue
M-20 Female African American 31 Human resources

Data Collection
Participants were 20 middle-level managers fronapizations in the central
Georgia area. The interviews took place in a cames room in a public library from
April 7, 2014, through May 6, 2014. | audio tapeearled the interviews that occurred

each week, Monday through Friday, from 9:00 a.ni@®0 a.m. Follow-up questions
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with the interviewees allowed an opportunity toaclap any inconsistencies in reporting
and provided an opportunity for me to compare tiiermation collected. A summary of
each interview comprised the transcribed copy usdde analysis. Transcribing the
interviews included scanning the written notesehsng to the audiotapes, transcribing
the audiotapes, and typing the notes taken fronmtleeview immediately after each
interview ended. In addition, field notes includdeEmographics recorded during the
interview process. Each participant received a samrof the transcribed interviews via
e-mail to review and approve. After participantsineed their transcribed interviews, a
compiled copy of the transcriptions was the sofcelata analysis.
Data Analysis

| conducted content analysis in the data analysisgss and included the basic
functions, which consisted of word frequency cowamd analysis, category frequency
counts and analysis, and visualization (color cgdihused NVivo 9 to analyze the
transcribed interviews, providing codes, clustars] categorizes of information relative
to the research questions. | also sorted the triéwescinformation relative to the HPW
theory from participants’ responses to generatiepst and themes. To move inductively
from coded units to larger representations, incigaiategories and themes, a review of
the interview questions provided insights abouteleenent of analysis to include in each.
From each element of analysis, categories emergedch of the responses from the
participants. Themes emerged from similar respoosasconsistent repetition of the

same ideas in different participants’ responses.
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Some of the choices made during the implementationess describe boundaries
in the study. During the literature review procgsb,satisfaction and dissatisfaction
emerged as a related topic area; however, this topa was not in the literature review
because the research data from previous studieteseexhaustive. In addition, a
guantitative methodology did not provide an oppoitiufor face-to-face conversations
with participants or provide an opportunity for etlpersonal interactions in the data
collection process.

Results

Results in this chapter include excerpts from ttierviews to demonstrate the
perceptions participants had concerning the impactiddle-level managers’ well-being
and happiness on the performance of their dirgxdrts. A five-question semistructured
interview guide provided the structure needed toegate the information necessary to
answer the two research questions. A review of eadof analysis revealed themes and
subthemes for each research question. The nexbtisecntains the results of the
interviews with the 20 middle-level managers. Tésults for each unit of analysis
precede the research questions.

Research Question 1

Research Question 1 was as follows: What is tipaanhof middle-level
managers’ well-being and happiness on their dinegmbrts’ performance? Interview
guestions were in two parts. The first set of goest(ltems 1-2) was designed to
investigate how middle-level managers’ well-beimg &iappiness influenced their

management style and their direct reports’ perfarceaincluding their teamwork. The
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second set of questions (Items 3-5) investigatattilmilevel managers’ level of
familiarity with the HPW theory, the ways this tmganfluenced their philosophy of
management, and the ways middle-level managets’ stdnappiness and well-being
appeared to improve the performance of their dirgdrts. Specific coded units
established included (a) positive influences, @gative influences, (c) minimal
influences, (d) indefinite influence, and (e) nluence. To move inductively from

coded units to larger representations, includirigg@ies and themes, the analysis
identified words and phrases the participants usdideir descriptions and examples of
actual interactions and the results of these intenas on their direct reports. Codes (e.g.,
M-1, M-2, and M-3) identified each participant tasere anonymity.

Interview Question 1.Interview Question 1 was as follows: How do yowllw
being and happiness influence your managementatyle/our direct reports’
performance, including their teamwork? As a whphaticipants agreed that their well-
being and happiness influenced their managemeet asywell as their direct reports’
performance, including their teamwork. M-1, for exae, identified a positive and
productive environment as one way that his welkeind happiness influenced his
management style and his direct reports’ performamt teamwork. He explained,

| have been managing and supervising people foeran 20 years, and | have

come to learn that people are most productive whey are in a positive and

productive environment. Therefore, with that in dhihconsistently try to create
an environment that makes my staff feel comfortabkgpproaching me. | also

believe in the ideology that surrounding me witlsifige people increases my
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chances on being a positive and productive petsalao believe that a well-

balanced manager is one who can separate his pétgerirom his work life.

For example, a manager who is not happy at horesipersonal life can easily

have that unhappiness spill over into his work emment. | believe in being

consistently positive in my interaction with stadfjd | am convinced that if you
consistently project that type of vibe, you woutnhsistently experience staff
responding positively to you.

M-2 was definite about the impact his well-beimgl dappiness had on his direct
report’ performance. M-2’s well-being and happinesse a considerable influence on
his direct reports’ performance and teamwork. Btdted, “I believe that that my
happiness in a work environment is a big influeocehe employee that work for me. If |
am happy and my employees are happy, then the Vagekpas a happy environment.”
M-2 explained that his employees seem to want toecto work and be productive when
the environment is happy, and this atmosphereenftas higher management. The
performance of the team along with the moral ofitleek environment and the work
ethic of the group under M-2’s management were efgmSmoot [M-2?dentified as
positive, stating, “and that make my job easierwhe&omes to meeting deadline with
reports and performance when | have to report teupervisors.”

Though positive, M-3 suggested that her exterimaine life) well-being and
happiness only minimally influenced her managermsgie. M-3 indicated that she tries

to separate home life from work life, if it is pdss. She explained,
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| try my best to refrain from bringing my persotitd and feelings to work. |

leave it at the door. However, it is my goal to main professionalism and work

ethic at all times. Unfortunately, | have growrréalize in my current role that
my attempt to lead by example is not always efiectMy attempt to show them
that | will not ask anything that I, myself, am matling to do is a part of me
leading as well as being a part of the team. lstéeey will allow me as the
leader do the work that they are getting paid tbecause they have not been
mentored and trained to do the job.

M-4 seemed more satisfied with her well-being hagpiness, suggesting that her
well-being and happiness derived from an intrifgisis. She stated, “My happiness
comes from being at peace with myself or with &ifan harmony with life. | choose to
be happy. | am a friendly and helpful person.” Hiaemony that M-4 has established
within herself enables her to “motivate staff bpyading them positive feedback, and |
treat staff like they have a life outside of therkyglace.” M-4 indicated that if an
employee needs to take some time off, she “alldwsthout pushback.” In addition, M-4
called attention to the importance of letting tteffknow that she appreciates them and
the work that they do to keep the organization afpeg at a high level. She interjected,
“I tell staff | appreciate them and how importamey are to the team. Sometimes a
simple thank you goes a long way and it makes eyepi®want to go the extra miles
because they know they are appreciated.”

M-5 also had definite feelings about how her weiAg and happiness influenced

her direct reports. In addition to expressing tbsitive aspects of well-being and
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happiness, she also was able to show the negal®fkfeeling no well-being and
happiness. For example, M-5 said,

My well-being and happiness directly affect thosguad me. If | do not feel

good, | do not want to be at work, and | cannotrgojob effectively.

Additionally, if I am unhappy in my job, | have tipetential to say and do things

that breed negative reactions/emotions. That soraemdyatively hinders

performance and teamwork. When someone is neg#itiweéeam suffers. The
desire to work together dwindles, and ultimatelyngnare affected.

M-6 identified two ways that his well-being andop@ness influence his
management style. He had strong feeling aboutattettat his behavior spills over in the
work environment and contaminates the people unidesupervision. He said,

The first way is that when | am happy, | see thiclgarly. Being able to see

things clearly helps me focus that energy on whaest for the team. By

focusing on my team and taking care of their nesgsteam is able to perform at

a higher performance level. The second way my beilhg affects my team is

that my team looks to me for guidance, directiord espiration. My team needs

me to be fair, firm, and consistent. They do nbwalys know what they need, but
that is what they get when they see me. When teeytsat | am happy, my
happiness allows them to say to themselves thaytwmeg is going to be all right.

They can feel at ease and know that | have thek<e doing what is right.

The individual direct report feedback is easieinfuence. The teamwork

takes more time and preparation to influence. ®aenthas to go through the
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regular team issues and | can directly assiste@mtin that process. The team is

harder to influence because they look at themseloagared to the other

members of the team. They like to see if thingsareor not fair. That is when
my happiness and well-being will be more benefitoahe team. The most
important part of my team building to me is trddiuild trust with my team by
appreciating their differences, doing what | sayn going to do, and having their
backs in what is right. That foundation has helpedinfluence my team. | stay
happy and am myself.

The issue M-7 addressed was the effect of havivagdaattitude in the workplace.
Whereas she was concerned about well-being andriesgsp she used neither of these
terms that were germane to the results of thisystMd7 focused on the importance of
controlling personal issues and not letting thetarfiere with the work at hand. She
explained, “I try to not let my personal issuesguahce how | interact with my staff. | do
not treat my staff differently if | am having a bddy.” Realizing how unprofessional it
would be to allow personal issues to interfere whth work environment, M-7 admitted
that it does happen. She said, “I have worked fanagers who had bad attitudes and
took their bad feelings out on the staff.” M-7 cluaed with these words: “Influence can
be positive or negative, and many times it is nggat

M-8 thought that his happiness tended to genaratgpposite result from what he
expected. He explained, for example, that evenghdwe tries to make sure that his
personal state of mind does not affect his managestgle from day to day, “it is

inevitable that if | am unhappy, | might come asrts others as having less time or
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tolerance for their issues.” He added that if bgarts do not feel satisfied that he is there
to support them, “their willingness to work togetheay be negatively impacted.”

M-9 indicated that her well-being and happinessKeni& easier to create
happiness for those | manage and produces proeéuemwork.” M-10 was unsure
about her well-being and happiness as an influendeer direct reports. Instead of
looking within herself for an answer to the int@wiquestion, M-10 focused on her
reports, crediting them with a sense of automatiaipperformance as the norm with little
influence from her in the workplace. She explained,

| am not sure that | have ever placed my managestgetin a box called “well-

being and happiness.” However, it is quite impdrthat as a manager, | am

aware of my attitude in the workplace. To that dridy to convey a positive
attitude in carrying out of duties with our persehn have an outstanding group
of individuals who work for me. | cannot recalliacamstance in which there was
balking at the task. My direct reports are menwandhen of conscience with
work ethics that are incomparable. Their desireadrithem to ensure that our
office/area does well when compared to other offimesas. | have shared with
others on numerous occasions, [and] | feel thatmfoymation with the utmost
confidence.

Speaking with a strong sense of assurance, M{iicsted the idea that his well-
being and happiness influenced his direct reppggformance on the job. M11 said,

| believe that my well-being and happiness doeseaatly influence both my

management style and translates to having an ingoaty direct reports’
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performance and teamwork. While managers endeavsolate their well-being

and happiness from the performance of their dutvesare all human and even if

minimally, how we feel flavor our emotions, conaatibn, and interactions. The
outcome can be either positive or negative. A cateahj mature, and capable
team will gel to uplift each other if the relatitmg has had time to grow.

In an extensive description, M-12 seemed supp®dithe HPW theory as it
related to him as a middle manager. He explainadhis happiness and well-being
influenced his management style in some very prudonays. He stated,

When | am happy, | am more apt to go over and beymmmal expectations for

someone in my position. One of my personal belgethat a good manager leads

by example. A person who leads by example may ecéssarily be happy but
yet satisfied. Therefore, | do not necessarily tavee happy in order to be
productive. There are many other factors to take ¢onsideration when
determining a person’s motivation. In a leadergapition, | feel that my
subordinates feed from my energy, whether it istpasor negative. If | were to
bash my company or senior administration in a negahanner, it would
definitely influence the performance and discrettdmy subordinates. They
would be less productive and which would ultimatelgd to my own demise as
well as theirs. My sense of well-being and hap@sredw me to go into work
stress free and give 100%. | could still get tHedone if | was not happy, but it
would be a little bit more difficult and emotionalliraining. Figuratively

speaking, it feels good when | am happy and puhfahard day’s work. It is a
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directly linked and correlated to my self-esteena @san and overall happiness.

When | am not happy, it would is stressful for me affect more than just

myself. An old cliché says that states, “s--- roldsvnhill,” meaning, if my

demeanor or influences are negative, then theyinfillence everyone that falls
under my leadership. | have learned that the effact sometimes lateral,
affecting peers just as much as subordinates anenWpresent a happy
demeanor, | seem to get better results from myjgnWhen | am feeling happy
about work, | can definitely see the impact thdias on my subordinates, which
ultimately comes back as a direct reflection oflegdership.

M-13 also supported the HPW theory relative toihffuence on her direct
reports’ performance and teamwork. Giving an exangplhow her influence transcends
to others in the workplace, she explained,

When | am unhappy about a decision or a change mmadpper management, |

have to work very hard to conceal my unhappinesh&ol can lead my team

effectively despite my personal feelings. | amaam$parent manager with a

positive rapport with my direct reports. It is edsythem to sense when | am

unhappy about a decision or change on the jobve faund through trial and
error that being open and honest with them is beiaégo long as | am clear that
despite my feelings, the show must go on. If | deotw lament on the idiocy of
the decision or change, then my staff will follouitsand implementation will

become a nightmare.
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M-14 described his sense of well-being and hagsias a feeling that passes
from one individual to the next in the work enviment, which indicated that his well-
being and happiness tend to influence others inegtdnanner.

When | possess a sense of happiness in the wontoement, it passes through to

the team that | manage. This in turn creates dipesvork environment. A group

with a positive dynamic is easy to spot. Trust agimam members is important.

They work towards a collective decision, and thelgdlone another accountable

for making things happen. | have found that whésaan has a positive dynamic,

its members are nearly twice as creative as arageegroup. In a group with poor
group dynamics, people's behavior disrupts workaAssult, the group may not
come to any decision, or it may make the wronga@hbiecause group members
could not explore options.

M-15 indicated that he was sure that he was a syrgathetic and a better
leader when “I'm feeling happy and have no persdisitactions. | will likely spend
more time with my team as well.” M-16 introducee thea of work—life balance,
suggesting the well-being and happiness in lifevagible in the work environment. She
explained, “I am an advocate of work—life balanagnderstand that people are the future
of any organization and to create synergy and kesfive momentum going, | have to
be a role model for others.” She explained thatrehézed the influence she has on her
direct reports and how that influence influencesdkerall teamwork of the organization.
She concluded by adding, “In order for me to bela model that is impactful, my well-

being and happiness must be intact, and that ysingyortant.” M-17 indicated that well-
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being and happiness influence his managementatyléhave a direct impact on all
facets of reports’ performance, to include teamwarid are interrelated and each have a
direct impact on the total outcome of my perfornmeaand those | work with.”

In an indirect manner, M-18 noted that he had ctomenderstand that happiness
is an inside job and that no one controls anotidividual’'s sense of happiness. In using
that same mind-set in the workplace when managmditect reports and others, he held
on to the belief that reports are responsibleteirtown sense of well-being and
happiness. He stated, “When you're happy and haasiive sense of well-being, you
are more productive at work. Body, attitude, anpegpance are also at a higher level
than people whose well-being and happiness ardéoat.&

Before answering this question, M-19 framed héinden of happiness and
what she believed was her dominant management Stiykesaid,

To me happiness means being satisfied and contémtnwy present state.

Happiness can shift based on situations and ciranoss. | believe my

predominant management style is democratic; | aftealve the team

member/members to give ideas and input on howdomaplish the end goal,
whether it is a large project or a task requiringramediate action. | use this
approach to get buy-in early on. Again, | said thisy predominant style;
however, | often adapt my style to the group as#éiddecause ultimately the end
goal is to move and direct the group to accompiigla goal.

Overall, I do not think my happiness influences mgnagement style for

several reasons. First, | separate my personah@seirom the tasks that | must
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accomplish at work. My belief is that | am at waokaccomplish a goal
regardless of how I feel: happy, sad, angry, oiff@nt. | used this skill to
navigate through college, graduate school, past jabhd church. Allowing
emotions to control and dictate how an approachdxk is a weakness. | believe
that keeping my personal feelings in check alloavdirect reports to feel
comfortable to do their work alone and with theworkers by showing, | am
persistent and constant.

| also think that my leadership style as servaatlés plays a big role as
well. | believe | am at work to meet the need afsth who report to me and to
those | report to. | try to allow my values ancemity to be my driver. Again, for
me this means doing what is necessary whetherHappy or sad.

| must also share that even though this approacksafor me, | think it
has its drawbacks as well. | think at times nowahg when my emotions vary
might send a message that things are always gdbuhkiit is a thin line, and |
am still learning how to mitigate the negative aumes this poses. Sharing when |
am happy is a problem because that is easy. Hopeaening how to show a
little of when | am not happy to my direct repags challenge because | do not
want to appear as a weak manager.
M-20 indicated that she considers herself a wajlilisted individual for the most

part because of her spiritual grounding. She indat#at she is able to see the bright

side of most situations:
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This positive attitude flows from my personal lifego my workplace. Although
each employee has a different personality, [my71jagament style is the same:
upbeat and engaging. | treated each of my repotisrespect, consistently stress
the importance of harmonious teamwork, and | lpores know that their
contribution/performance is valued. This managemsgié has led to positive
results for my organization.
Analysis of Interview Question 1
The qualitative software determined where the dami themes existed in the
interview questions. Based on findings from IntewiQuestion 1, the dominant themes
were that happy reports
e have better performance and higher levels of prindticthan unhappy
reports (12 responses),
e show more consistent self-motivation (four respshsand
¢ have increased inspiration and tolerance of otfiets responses).
In addition to these dominant themes, Table 2 shamldétional themes deriving from

Interview Question 1.
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Table 2

Themes: Management, Direct Reports’ Performancd,@iscrepant Cases

Direct report and performance Discrepant cases
Happier reports Unhappy reports
Are more positive than unhappy reports Are negative
Have higher levels of productivity and Bring perabissues to work
Have better performance Are unprofessional at work
Demonstrate better work ethics Have a bad attitude

Show more consistent self-motivation

Have increased inspiration and tolerance of others
Express higher level of satisfaction

Are more willingness to work individually and irati@as
Demonstrate increased positive emotions
Demonstrate increased cohesion among teams
Have higher levels of commitment

Can be trusted

Support collective accountability

Demonstrate synergy

In answering Interview Question 1, participantsegaxamples of times when
their well-being and happiness influenced theiorep productivity. Eighteen
participants provided examples to show how theii-iveing and happiness had
influenced their direct reports’ productivity arehtmwork; nine participants gave an
example of a positive influence, nine gave an exarmpa negative influence, and two
participants gave no example of an influence. kcdbing their state of happiness and
well-being and its influence on their direct regornanagers frequently used descriptive
words such as management style, professionalisacepend harmony with life,
spiritually grounded, friendly, positive feedbaelpreciation, clear focus, energy,
fairness, transparency, honesty, sympathetic leagwk—life balance, role model, goal
oriented, and upbeat and engaging. Table 2 contdireethemes that emerged from

Interview Question 1.
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Interview Question 2.Interview Question 2 was as followRtease describe an
incident, if there is one, in which your well-beiagd happiness affected the performance
of your reports. This interview question generapedcific examples to demonstrate
HPW theory in the actual work environment relatiwehe influence of middle-level
managers’ well-being and happiness. For the saktaofy, each example occurs as
verbatim as possible.

M-4 explained that her supervisor asked her hoawsnaged to motivate reports
because they had high performance and worked welltaam. M-4 response was,

| treat employees as if they are as importantaas.ll am approachable and have

a level of respect for the work employees do onilydbasis. | came to a unit as a

team leader and staff morale was at its lowesttp@ince | conditioned the

employee to get a feel of how | managed staff pasyt, | was able to start
improving the way the employees felt about ther. Over time, | start receiving
e-mails from employees stating that they were gubte have me as their
manager and if | had not come over to supervisathieey would have left and
found a new position somewhere else. | had inflaercstaff and did not realize

it because this is my natural behavior. | am whmlbecause it comes as a

natural way of being.

In minute details, M-6 gave an extended examptietaonstrate how his sense of
well-being and happiness influenced his reportsex#gained,

| deployed to Irag as the company executive offitaras second in charge of

235 soldiers. The situation was that my team of &88iers completed our 1-year
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deployment; we all packed up, and waited for cighflhome in 2 days. The

situation changed because instead of going homideam was [continued] for an

indefinite time. That information was shocking atepressing. The morale in our
unit was decreasing at a very rapid rate and @mt@as in a panic. It was my
job to speak to my team, stabilize the emotiond,sart increasing morale. That
was a very difficult task seeing how my morale diiea.

The plan | came up with was that we had 2 daysdormand cry about it.

After that 2-day period, we would be ready to cospkhe mission that our

country had for us. The mourning process helpegtiese as we needed and after

the heart has a good cry it is healed and readyat is next. With my well-

being intact, | was better able to deal with myneaissues and be the example

they needed in a difficult time. My team did finedawe were able to complete
our mission with honors.

M-10 provided the following extensive example. Tatails are useful to show
the magnitude of a manager’s well-being and haggsias reflected in the response of the
reports under his direct supervision. M-10 expldjne

Our agency has undergone a reorganization of taéf.reorganization became

effective on November 3, 2013. The reorganizatias lbeen in place for a period

of 6 months. The challenges with the reorganizagi@numerous; however,
some of the more apparent challenges are:
1. Prior to the reorganization, the Area Veteriaain Charge (AVIC)

was either direct supervisor or second-line sugenfior all employees in the
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office/area. Subsequent to reorganization, the titeay Assistant District Director
(ADD), supervises the field personnel only; someeise supervised
administrative personnel. For example, there ane &ministrative personnel in
the South Carolina office. All four administratipersonnel each have a different
supervisor. With the exception of one employeefaalt of the administrative
personnel have virtual supervisors. This changectested a number of issues:
(a) facilitation of dysfunction of the unit as aeWy; (b) position descriptions
don’t currently reflect the changes in employee®kwesponsibilities; (c)
restrictions on budget, due to lack of final budgi&ications; and (d) cooperative
spirit oresprit de corpgmong employees has been negatively impacted.

2. Some employees changed work responsibilitieausscof the
reorganization. For example, Employee A was resptafor validating
information on the live animal health certificatesd animal product certificates
(export certification). Subsequent to the reorgatinen, Employee B has this
responsibility. When | became aware of the impegdimanges on the
organizational charts, | approached managementadiraes to report that
Employee A should continue to do export certifioatwork activities. Whether
ignored or disregarded; the result was the sanveadtnot changed or modified.
This led to some very unhappy employees and a teesahtinuously counsel and
talk through the changes with the employees whanapacted.

There have been circumstances when the employgespanly shared

their frustrations. These expressions have subségued to some outbursts. |



101

have managed those situations by having all invilisgacted parties come

together to discuss how we will work through thesfrations and changes. My

overall philosophy is that the work is still necgs we have to determine how to
complete the work and [that internal challengesioeal]; these changes and
challenges should be seamless to the client base.

M-12 explained that many occasions occurred wieeodunseled someone for
different reasons. He explained, “My approach egbssions was dictated by the mood |
was in at that time. Honestly, some of the conwama might have been altered had |
been happy with senior management at the time.”2Mdncluded by pointing out that
emotions played a significant role in his counggbessions.

M-15 explained that when a family member was ki gould not be at home with
him. This illness in the family affected her worlthvher team. M-15 explained, “I
wanted to spend less time with my team. | delegateck tasks to one of my team. She
did not complain and did a good job. Hopefully &hews that | would do the same for
her.”

M-16 also had an example of reorganization invibeksite and the stress it
brought to the happiness and well-being of middleel managers as well as their direct
reports. M16 explained,

One example | can think of is when my organizaggperienced a reorg

[reorganization] and my team and | were requireddok long hours. | made a

special effort to garner the support of my familyidg this time. It was important

that my husband understood what was happening agd would be required to
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work long hours. As a result, | was able to comand demonstrate a positive

attitude with my team. | was also able to commueita them the importance of

garnering their family support at this crucial timehe organization. My attitude
and support of the company’s vision stabilizedtdam and caused them to rally
around getting the work done. | really believe thabuld not have been as
successful if my work-life wheel on my vehicle was of alignment.

Before answering this interview question, M-17 &re¢py commenting that he
believes in well-being. He explained, “When theramy event that takes my focus, my
well-being and happiness are impacted. Well-beiegms a healthy balance of the mind,
body, and spirit that results in an overall feeloidhappiness.”

M-18 stated that he always [demonstrated] a p@séttitude in any situation. He
explained, “My reports observe how | react to aiweg situation and feed off me. When
an incident comes to me, | look at it from a pesitview and resolve it with little or no
negative emotion involved.”

M-20 gave an example of how to change a stresgtidt®on to a positive one for
the sake of the reports who needs guidance. M2 sa

One incident that comes to mind is a day when Itbgatovide feedback to an

employee who missed the deadline for a particidasigament. The employee was

extremely desponded because she seldom missednésadlVhile provided

feedback to the employee, it was necessary to ssldne obvious impact, a

delayed project. On the other hand, | also strefsedright side of the situation:

the missed deadline was not a matter of life otlde®s a part of engagement, |
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allowed the employee to present a revised stratagyompleting the assignment.
This action allowed the employee to re-energizerkivig together, we were able
to move forward and quickly finalized the project.
M-3 provided details to show the negative influetitat resulted from her lack of
well-being and happiness in the work environmehe 8xplained,
| was on annual leave for 2 weeks, which made myg vappy to be able to enjoy
life without stress about work. Unfortunately, wHeeturned to work, my
supervisor was displeased with the performanceyofeam while | was out of the
office. They rarely came to work. One or two calie@¢ach day. They were not
productive, and this left me feeling resentmentamumy team. Employees
should always feel a level of respect and loyadtyard their supervisor if the
person has earned it. Unfortunately, in today’skfarce, government in
particular, some lack work ethic and integrity Bis type [of] situation negatively
impacted my happiness at work and left me feelesgntment toward my team
for making me look bad.
M-5’s example demonstrated how she was able toeadier negative feelings
for the sake of the people in her team. She exgthin
| was not an activist for a particular computergyeon that our county purchased.
It is not child friendly and requires too much \alile time from my teachers.
Therefore, when | presented the requirements apdatations of the program to

teachers, | was not as positive and supportiveeptogram as | needed to be.
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My negative delivery directly influenced teacher@i&nt use. The usage report

showed little to no time spent utilizing the pragra

M-8 gave an example when his feeling of well-beangl happiness, or the
absence thereof, resulted in a negative influesceedl as low productivity among his
reports. M-8 explained the example as follows:

A few years ago, | went through a period wheredheas major change in the

office, including the reassignment of many dutied eoles. My stress level

increased and happiness decreased to the poiné Wihwers rude and combative
with others. My direct reports fed off my negatyitvhich caused them to be
rude and combative in meetings. Our collective bilia had a negative impact
on productivity.

Not showing appreciation is as an example of ameithat creates negative
feelings among reports, according to M-9. She erpth “Managers sometimes forget to
show appreciation for support team members provieepress gratitude towards
administrative team members. It creates a posginxeronment; help gives optimism and
encouragement to keep moving forward.”

The example M-13 gave identified how emotionglisetstage for the outcome,
which was negative and unfruitful for her diregboes. M-13 explained,

| have a middle management colleague who is redgerfsr X, Y, and Z. He

was a member with our unit for 2 years, and dutinag time, he has not been

successful in carrying out his X and Y duties. Rélge and despite my protest,

our supervisor has reassigned duties X and Y toRmehermore, he gave me the
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responsibility to break the news to my direct répoWwhen | gathered my team to
explain the change, they were angry and felt asghd was a victim and that my
colleague was unaccountable. Their feelings midong feelings. As a result, the
team’s morale took a dive, as did productivity. ¥e still climbing out of the
funk, and | anticipate that it may take a whileged back to where we were before
the change. In hindsight, | could have avoided sktback by taking some time to
adjust to the change before presenting it to mmtdal had done that, then my
team might have been more receptive and cooperative
M-14 gave a prime example of his work performatheeng a period when he
was not experiencing happiness and sad emotiogsgdishim. He explained,
The incident occurred after the death of my motBecause of feelings of sadness and
disrupted emotions, | was distracted and unfocuglgdrorkers noticed my lack of focus
and attention to detail and created an opportdoityhose who would look for
opportunity to slack or loaf took this time to bee®derelict in their duties. Under
normal circumstances, | would be there to rediaect correct. My temporary lack of
well-being did not allow me to recognize or inigatorrective actions. This created an
unproductive environment, which spread throughbetdepartment. | now realize the
importance of keeping a positive environment inakihall evolved can be happy and
productive.
The example M-19 described happened years eatien she worked as a

laboratory scientist with responsibility over a $inggoup of employees. She explained,
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My direct manager, Mr. D, at the time was very dediag, insulting, and
unreasonable at times. Providing him the resultsdseled meant putting pressure
on the group. I clearly was not happy and dreadedirg into work each day.
Knowing that | was not in the position to removesely from his line of fire
because | had to work, | put up with it. I was ba tookout for another job
because this was not making me happy. | did whatllto do but complained and
approached my work grudgingly. This dread and upimegss was apparent on my
face and in my tone when | had to translate divestfrom Mr. D into tasks for

the group. The group’s mood often mimicked mineeyfbomplained when |

gave them their tasks and felt unhappy and reafipdcanother job as well.
During this time, | experienced a life-changing mivihat eventually changed how
[1] approached work thereafter. | became pregnant afwttunately, the stress
and unreasonable demands of the job took its tothg body, and | experienced a
miscarriage, losing my baby at 4 months. | was afn@y work for about 2
months and received an assignment to a differguartiment. During my respite
time, | reflected on how | needed to manage my amstgoing forward, for not
only my well-being. Things were bad, and | [did]dd¢e being responsible for
that. One young woman, Miss K, even felt somewésponsible for the outcome
of my pregnancy. She thought her complaining mhdes even harder for me.
This is why over the years | have approached wdf&rdntly, separating how |
feel from what | have to do. | never want to hawestate of being to affect

directly or indirectly those who report to me.
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M-1 did not have a specific example, time, orderit because he described his
well-being as it relates to work as constant. Halared,

Even when | am at my lowest in my personal lifgylto project a positive

demeanor around staff. Most staff members that harked with me over the

years will tell you that | get excited about helpsubordinates get to the next
level and beyond. | am most happy when | can slam@pportunity with someone
and they go on to take advantage of that oppostuiniind that positive
encouragement reinforces staff to strive for th&t pessible results. Staff is much
more willing to work with a manager who is suppeetof their career and not
one who is only interested in them getting curreotk done.

M-2 had no example to share, stating, “| have néagran incident in which my
well-being and happiness has affected the perfocemahmy reports.” He added, “I have
learned how to separate my personal life from mykviée so that | don’t carry my
personal issues into my work environment.” M-7 hadesponse and no example. M-11
gave no example.

Analysis of Interview Question 2

In the findings from Interview Question 2, the doamt themes were as follows:

¢ When managers showed positive demeanor or proyidsiive

encouragement [reinforcements], they had the hesdiple results (nine
responses).

e When managers showed feelings of resentment, réq@arts mirrored feelings

of resentment (seven responses).
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¢ When managers were approachable and had a higlofexespect for

employees, reports expressed gratefulness to dfioersresponses).

In addition to explaining how their well-being ahdppiness influenced their
direct reports’ performance and teamwork, participaave examples of such influences.
Participants suggested that their state of happiaed well-being influenced their direct
reports within the work environment. Examples shiweat when the manager
demonstrated happiness and well-being, their diegmirts demonstrated a similar
behavior. The opposite was true when the managjestfessed or otherwise out of sorts.
For example, one manager related that happiness fioth up and down through an
organization, from managers to their teams and hgekn, and has a link to confidence
in their own performance. By monitoring and maintag the happiness of their staff,
organizational leaders can drive their performaane productivity. Similarities existed
between managers’ happiness and their perceivetksle¥ performance. Table 3 contains

examples of recurring incidents.



109
Table 3

Themes: Managements Incidents and Influences atDiReports

Management incident Influence on direct report
When managers showed Direct reports
Positive behaviors, positive encouragement Had#st possible results
Feelings of resentment Mirrored feelings of reswmtt
Approachable and level of respect for reports Esged gratefulness to others
Lack of enthusiasm Demonstrated poor delivery diyec
Negative feelings about reorganization in the Mirrored the same feelings
company
Stress, rudeness, and combative behavior with Mirrored the same feelings
others
Feelings of being unappreciated Became distragtddiafocused
Unhappy and dreaded reporting to work Mirroredrttaager’'s mood
A challenge called for solving problem Reorganiaed worked together

Research Question 2

Research Question 2 was as follows: How do mitille} managers perceive the
application of HPW theory and its impacts on sock@nge within their part of the
organization? Before investigating how the HPW thieénfluences social change, it was
necessary to determine the extent of middle-le\asiagers’ knowledge about the HPW
theory. For those participants who had never heatde HPW theory, | provided an
explanation of the theory.

Interview Question 3.The topic of Interview Question 3 was if the papant
was familiar with the HPW theory. Researchers ofi&s on happiness in the work
environment have defined HPW theory as job satisfacas the presence of positive
influence (happy feelings), as the absence of negatfluence (sad or disgruntled
feelings), as the lack of emotional exhaustion, @nd psychological feeling of well-
being. This section includes comments from pardictp who had heard of the HPW

theory and participants who had not but agreed thightheory after learning of it during
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the interviews. Among the participants in the studgre indicated that they had never
heard of the HPW theory than the participants wieoawamiliar with the theory. Only
four participants had prior knowledge of the HPWdty, and 16 had no knowledge of
the theory, including M-1, M-6, M-7, M-8, M-9, M-1and M-16, for example. Other
participants who had no knowledge of the theoryevgipportive of the HPW after |
explained the theory to them. Comments follow.

M-2 stated, “I am familiar with the happy-prodwetiworker theory and | believe
that the HPW can be very effective in the work emwvment.” M-3 added, “Yes, | am
familiar with the HPW Theory. M-14 explained thhetHPW theory affects his general
approach to managing people and organizationsddeda “Using this philosophy
allows me to stimulate workers and get effectivgkyee involvement and commitment
to achieve higher levels of performance. It allomesto enhance the discretionary effort
employees put into their work and to utilize thekills.”

M-17 stated, “I am familiar with the term HPW, ahagree with study from a lay
point of view, which comes from the years | havergpn the workplace and many years
of working with diverse populations.” He added, Y& am familiar with a HPW at
work. However, | believe that happiness in the he@maronment also influences a
HPW.”

M-4 replied, “No, | have not heard of this thedoyt | am glad that | strike people
as being the [happiegtkrson they know. My happiness doesn’t fade; ittse from the

beginning to the end.” M-5 explained,
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| was not familiar with HPW previously. Howevethélieve in the theory and am
fully aware of the power happiness and well-beiag aver job performance and
satisfaction. | try to keep our work environmergasitive place to function.
M-5 indicated that it is her responsibility to sie¢ tone for many teachers, staff, and
students each day.
M-11 explained that, prior to this survey; he was specifically familiar with the
HPW theory and added, “However, it does seem intuthat happier workers produce
better outcomes based upon camaraderie and ralaijps’ M-12 was not familiar with
this theory. He explained,
In looking at the brief description provided, Irtkiit is somewhat correct in
reference to productivity directly linked to hapgss. Unhappy, disgruntled, and
bitter employees often feel that their manageat tteem unfairly. Once a person
reaches this stage, it is difficult to get theioghuctivity level where it should be
and can sometimes cause a ripple effect. This passarobably going to produce
the minimum amount in order to maintain employméhtive seen in some
instances where as it was more effective to immelyidire the disgruntled
employee or relocate them if probable cause existed
M-13 explained, “No | am not familiar with thausly. | am sure that with the
shift in how employees are being managed, it sheeitde well in the workplace.” M-18
stated, “I am not familiar with this theory, buld understand it after reading the

description of the theory.” M-20 added, “I was farniliar with the HPW theory.



112

Nevertheless, after reviewing general informatiegarding this theory, | wholeheartedly
agree with the concepts.”

Only one participant, M-10, did not support thedty. She explained that she
was not familiar with the HPW theory and added 8te used a far more simple
philosophy in managing people. She explained,

It is critical that the manager recognizes that leyges are people with feelings

and emotions. They need respect and compassiog.uflgerstand that the

mission of the agency is important in the workplaod that the mission comes
first. If there are circumstances which arise, Aasanager will attempt to
accommodate the employee’s needs, yet if therejigeation of whether that
accommodation will impede the objectives of theswis, then the
accommodation is either not made, or some modifezdion of the request is
provided, but in either case, the mission mustyeatompromised. | believe that
one of the most important skills of an effectivenager is that she/he must know
what motivates her/his subordinates. Motivationasa one-size-fits-all
phenomenon. It is more appropriate to treat on@gleyees fairly, not
necessarily equally.

Analysis of Interview Question 3

Based on findings from Interview Question 3, 1@&ipgants had no knowledge
of the HPW theory and four participants had knogtdf the theory. However, after

learning of the theory, most of the participantgmrted the theory. In addition to the
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following dominant themes, Table 4 contains addaidhemes derived from Interview
Question 3:

¢ no knowledge of the HPW theory (16 responses),

e some knowledge of the HPW theory (four responses),

e in support of the HPW theory (18 responses).
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Table 4

Themes: Familiarity With the HPW Theory

Discrepant
Management cases

Comments in support of the HPW theory were:

The HPW can be very effective in the work environine

Managers have the ability to set the tone for nppres each day.

Employers are first, people who have feelings andt®ns.

Human beings need respect and compassion. Sorne skitls of an effective
manage include knowing what motivates subordinates.

It does seem intuitive that happier workers prochstter outcomes, based
upon camaraderie and relationships.

Productivity links to happiness. People who fedtngiated often become
disgruntled. Once a person reaches this stageditficult for them to get
their productivity level.

Using this philosophy provides an opportunity imsiate a higher number of
workers more effectively and to get more effectilieect reports’
involvement and commitment in order to achieve arghvels of
performance.

With the shift in management of employees, it st@drve well in the work
place.

| do understand it after reading a descriptiorheftheory.

| wholeheartedly agree with the theory.

Interview Question 4.In response to Interview Question 4, participants
explained how the HPW theory influences their golohy of management, if at all. Of
the 20 participants, most indicated that the HP®@bih influences their philosophy of
management, two were unsure, and two emphatidallgdthat the HPW had no
influence on their philosophy of management. Pigdiats explained that the HPW
theory influenced them to help direct reports tovehand flourish on the job, which is an
indicator of social change.

Recapping what he had already stated, M-1 felngly that a positive
environment that results from the influence of tiddle manager creates positive

outcomes. M-2 indicated that the HPW theory greaflyences him in the position of
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management. He stated, “Separation of the worlahig the personal life has a great
impact on the production of reports meeting deadliand on how productive your
employees are and the turnover ratio of your engdey M-3 felt that the work
population does not allow others to influence tineports to be more productive. She
explained that many reports are self-motivated@ssess a strong work ethic. They do
not need others to influence them, and leadersatanfiuence those who lack a work
ethic and self-motivation because they have ardiffeagenda. “If the managing
supervisor tries to hold them accountable, theresentment, and resentment leads to
low productivity.” M-4 explained that well-being dmappiness seem to “rub off on
others.” She added,

When people are in my presence, they cannot helfbae happy. My happiness

helps me to manage people in a positive mannerfelyback to employees,

though critical at times, still comes out to beipes. It is how a manager says it
or approaches the situation that makes it a winfaiirall, and the work still gets
accomplished.

M-5’s approach included, spending time celebragingn the small
accomplishments. M-5’s philosophy of managementuaed the importance of
reflecting on hard work and a job well done for ghaff to know that everyone is
working toward a common goal, even though respditsab differ and some tasks are
more difficult than others are. M-5 added, “My regare in the trenches each day, so

they must know that | am available to support tfi€dhe continued,
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Support comes from physical items needed for tagscbom, time to work

collaboratively, meeting with parents, offeringextra hand, and sometimes just

listening. Showing and telling teachers that theyvaonderful, being thankful for
all they do is imperative. They assume a diffigolt with many factors to
consider from one student to the next. Appreciatioes not always come from
the parents, in which they work tirelessly to m&eir child’s needs for success
both academically and socially. It is important feachers to be a part of the
decision-making process and feel that their voiegtens.

M-6 described himself as a very happy person,rapihat his happiness comes
from his daily outlook on the world. He explainét his state of well-being and
happiness is within his own control, meaning, ‘@lfand know that | have the power to
change my environment, my city, and many othergsinVhat | set out to change, |
change. That helps me to be happier and to se¢hggals.”

M-7 was sensitive to the fact that managers daenice job attrition in one way
or the other. She responded, “I do believe thatyntiames if an employee leaves a job
and it's not to make more money, that it is becaideow the manager treats the
worker.” M-8 added that he consciously attemptedaiavey and maintain a positive
attitude as well as to provide a relaxed atmospimengnich “team members can joke
with each other and feel comfortable to approachanteeach other with their ideas and
concerns.”

In a similar manner, M-9 viewed the HPW theoryaeasurate and stated, “The

theory is encouragement for me to continue my mamagt style.” In a quandary
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relative to the HPW theory, M-10 felt that his theof management differed in specific

ways. For example, M-10 said,
| am not sure that the HPW theory necessarily erfies my philosophy of
management. However, when one considers beingymsttlikely does. One of
the things I've learned is that whatever vibesl#aelership gives off, those vibes
translate to the people that work in that environmgo if the leadership is
negative, so will be the aura from the personra wWork in that environment. In
terms of sharing positive energy, | share infororatvith my personnel. These
are often tips, tidbits, or even comical thingiédp brighten their day. | refer to
these things as “Things to Help Get Your Day Of&tRoaring Start” or
“Something to Help Get Your Day Started with A Sghibr some similar subject
Another way to describe these items is that theynawod elevators. Other ways
to help one’s personnel is to share those thingghwyou do not want to do.
M-11 stated that the HPW theory influences his ag@ment philosophy in that
he makes conscious efforts to attempt and to maihtalthy relationships with all team
members and provide support to the maximum extesgiple to foster team unity and
cohesion. Satisfaction, contentment, value, andespgtion were among the words M-12
used to explain that the HPW theory influenceghitosophy of management, even if
only about half the time. The other half of thedirhe credited other beliefs. For
example, M-12 explained,
| believe that a happy worker is a productive workalso believe that the word

happydoes not belong in the same sentence as thewarid It is my job as a
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middle manager to find out what motivates my sulvaigs and keep them

motivated. It is helpful if one of the charactaits displayed is being happy and

approachable. However, the wdrdppyalone does not influence my work
experiences because it is hard to grasp a trueitefi of happiness. It is also
difficult for me to get a true measurement of whappiness really is in the
workplace. My personal philosophy in terms of gejta true assessment of
workers would include words such setisfied contentmentvalued and
appreciation Sometimes mitigating factors that could possihbke a worker
happy may lie outside the realm of my capabilitiedserefore, if | can simply get

a disgruntled report to the level of being satfigroductivity should not be an

issue.

M-13 digressed somewhat from the focus of HPWmhaad elaborated at length
on servant leadership, which has similar elemeéntser effort to apply HPW theory to
servant leadership, she explained her philosopligliasvs:

It is my role as a middle manager to support mgdireports by being available

to them and providing them with regular feedbaait #re tools necessary to do

their jobs. Although | am not familiar with HPW, nexperience in leadership/
management includes examples that support theythigloave found that when
my direct reports feel appreciated, respected haadd, they are much more
likely to be highly productive. Likewise, in my esqpence as a front line staff,
there were managers for whom | would go the exita because | knew that my

contributions were important. Conversely, mana@®&h®] were unavailable and
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failed to acknowledge my contributions stifled nmgguctivity and willingness to

go beyond requirements.

Even though M-15 admitted to having little or nwkvledge about the HPW
theory, she did have some ideas about how emotexirustion and a psychological
feeling of well-being could possibly affect perfante. M-16 felt strongly that the HPW
theory positively influences her philosophy of mg@&@ent. Her comment was, “I truly
believe [the] cliché that says, ‘People may notesrher your name or title, but they will
always absolutely remember how you made them feel.’

The HPW theory minimally influenced M-18’s philggty of management. He
stated, “Whether the problem relates to employe¢agreeing with each other or a day
filled with a plethora of issues, the HPW theorgng doors to opportunities for growth
and development.” M-18 added, “I believe a good aggn is equipped with a set of
leadership skills, and well-being and happines®laminimal influence.” Neither M-19
nor M-20 believed that HPW theory influenced thghilosophy of management,
although M-19 stated,

| do not believe the theory, as | understand ftuencesmypersonal philosophy

of management. However, | understand how this themnifests itself in the

work environment. Again, | reference back to myjoas job about 15 years
ago, where the work environment produced the exgoosite outcomes of the

HPW theory.

M-20 initially indicated that she believed the HRNM#ory had no influence on her

management philosophy. She believed, “The foundddomy management philosophy
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is based on who | am as an individual outside efwbrkplace.” However, she also said,
“Since | have been made aware of the theory, | maythat the concepts add credence
to my current management style.”
Analysis of Interview Question 4
Based on findings from Interview Question 4, theMEheory supports the belief
that it is important for managers to
e maintain positive atmosphere and work environmesecure positive
outcomes (four responses),
e separate work life and personal life (four respsihse
e encourage job satisfaction, contentment, value agpdeciation (three
responses),
e show concern for the feeling of direct reportsdthresponses),
e focus on growth and development of reports (thesponses), and
e reduce emotional exhaustion and increase psycluabgell-being (three
responses).

In addition to these dominant themes, Table 5atnatadditional themes derived

from Interview Question 4.
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Table 5

Themes: How the HPW Theory Influences PhilosopiWarmfagement

Discrepant
Management cases

The HPW theory supports the belief that it is intpot for managers to
Maintain positive work environment to secure pesitbutcomes
Separate work life and personal life
Manage reports in a positive manner
Reflect upon hard work and a job well done
Work toward a common goal
Make change in the work environment
Understand that managers can reduce job attrition
Create an atmosphere that allows team membergagernn positive

interactions
Gain encouragement to maintain established philosop management
Encourage job satisfaction, contentment, value agueciation
Provide a higher level of support for team members
Increase level of feedback
Show concern for the feeling of direct reports
Focus on growth and development of reports
Reduce emotional exhaustion and increase psyclwalogell-being
Add credence to management style

Interview Question 5.Interview Question 5 was as follows: How does ystate
of happiness and well-being appear to improve greopmance of your direct reports?
Even though the literature had many examples oHiR®/ theory relative to lower level
employees, little information was available to shmw the HPW theory applied to
middle-level managers. Therefore, this interviewsjion generated instances of lived
experiences from real-world situations in which W theory applied to middle-level
managers in the organizational context. M-1 indiddhat his state of happiness and
well-being appeared to be an encouragement fasttie He explained, “The staff is

more willing work with a manager with a positivel@mppiness spirit. A happy or positive
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demeanor creates an environment in which peoplecardortable and productive from
both from an individual or a team perspective.”

M-2 explained, “My happiness and well-being impraay performance because
these elements allow me to focus on my job sorthatleadlines are met on time or
before time so that my direct reports are satisfigdcontrast, M-3 thought her
happiness and well-being created a negative effitloin her employees. She explained,
“If | appear happy and satisfied, my reports becainease, which takes away from
productivity because they are relaxed, lose fodusne, and have no balance between
chitchat and productivity.”

M-4 explained that if she is happy, the staffapjby. To achieve a sense of
happiness, M-4 explained that she occasionallysgotg small incentives “to make the
workplace fun and enjoyable.” In addition, duriig tloseout, she assigns an equal
amount of work to staff at the same time and tret ferson to complete their
assignments gets a free lunch of their choice.€Xp&ained that this productivity game
not only makes work fun, “but it motivates staffdomplete their work assignments
timely and improved their performance. If manageeshappy and enjoy the work they
do, their influence they have on their reports Wwélexceptional.”

M-5 described several activities she used to craatate of happiness and well-
being for herself, which spilled over to her diregports. She explained,

Physically, we have tried several things such agyWi{&Vatchers, exercises

classes at school, and gym memberships to influeeakhy habits among

teachers. More recently, we have integrated getimgostrategies for the students
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as well. However, | am a firm believer that everymeeds some chocolate at

times. Attitudes, whether they are happy or saditpve or negative, are

contagious! | strive to be what | want my teachierbe happy and healthy!

M-5 continued, “It is vital for my staff to knoweavare in this organization to
work together,” and she explained, “They are intteaches each day, so they must
know that | am here for them. Support comes thrqurghisions for instruction,
collaboration time, parental involvement, and somes just listening.” M-6 took a close
look at himself to determine how his happinesswaalitbeing appear to improve the
performance of his reports. He explained,

| notice that when | am happy | give more complets@mnd | appreciate more

people. | have heard my teammates tell me thatomplement can increase

their morale and performance for a day or two.dwrthat motivation is just like
deodorant, which requires a daily application.dapto every member of my

team three times a day, looking to catch him ordoéng right. | have 44

members on my team and | make sure | talk to athef three times a day. | find

that when | build a good relationship with my teand remember their names
and the names of the people that are importaiaim kife, my team works better.

They also take care of me better than | can take afsthem.

Similarly, M-7 commented on the aspect of manadeniotivation to demonstrate
how her happiness and well-being appear to imptieegerformance of her direct

reports. She said,
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It is important to evaluate each employee indiviuand determine what
motivates that person. | am not sure that | cartlsatymy happiness and well-
being will improve the performance of my directoes because | do not let my
personal feelings or issues influence how | treatstaff. | strive to remain
professional at all times, regardless of what isgon in my personal life.

M-8 added, “A positive attitude, peaceful workgaand relaxed atmosphere

make the team at ease, willing to work togethed, supportive of each other. We have a

high-functioning team whose members feel empowtrdxst a part of the solution.”

Similarly, M-9 added, “My state of happiness andl\weing does improve performance

by creating a positive work environment, which geses productivity and teamwork.”

M-10 explained the value of having an open dooricgpktating that having one,

Conveys that | am available at any time to diseusatever issue is. Of course,
sometimes it is indeed necessary to close thefdoaonference calls. Closed
doors are in order when it is necessary to be eldn discussing personnel
matters.

M-11 stated, “Management’s state of happinesswaidbeing can contribute to

improved team members’ performance; however, thatarely part of the team equation.

Buy-in, commitment, and dedication must also bénggral part of the team.” In

addition to the factors M-11 identified, he expkdrthat his state of happiness and well-

being appeared to make his direct reports keep pheductivity high. M-11 added,

| believe that leading by example sets the tonefpdirect reports. If | do not

complain about my workload, then neither do theyplain to me about theirs.
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Some of the most inspiring people in my life haeetthose who persevered
through intense workloads and struggles but nearee gip. | try to set that same
example to my direct reports and peers in hopeghlea performance would stay
high because of the example laid before them. Thexel cannot pinpoint if their
performance is high because of happiness or behanadeling. Companies in
which promotions, bonuses, and disciplinary systarasn place could mask
happiness behind other motivating factors suchadikelihood of receiving one
of the before-mentioned actions if they do or docwnply with company
standards.

M-12 spoke positively about how his happiness aall-being affect his
management style. From a personal as well as atutixe stance, M-12 noted that when
he is happy, he is more apt to go beyond normat@ations for someone in his position.
He explained,

A good manager leads by example. A person who leg@xample may not

necessarily be happy but yet satisfied. Therelale,not necessarily have to be

happy in order to be productive. There are mangrdtctors to take into
consideration when determining a person’s motivatio a leadership position, |
feel that my subordinates feed from my energy, iweit be positive or negative.

If I were to bash my company or senior administrain a negative manner, it

would definitely influence the performance and tkéion of my subordinates.

They would be less productive and which would uiely lead to my own

demise as well as theirs. My sense of well-beindjtzappiness allows me to go
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into work stress-free and give 100%. | could gfét the job done if | was not

happy, but it would be a little bit more difficidhd emotionally draining.

Figuratively speaking, it feels good when | am hagpd put forth a hard day’s

work. It links to my self-esteem and overall hagsis. On the other hand, if |

were not happy, it would be stressful for me andid@efinitely influence

others. If my demeanor or influences are negathem it will influence everyone

that falls under my leadership. | have learned tthateffects are sometimes

lateral, affecting peers just as much as suborelsnate. When | present a happy
demeanor, | seem to get better results from myjgnWhen | am feeling happy
about work, | can definitely see the impact it basmy subordinates, which
ultimately comes back as a direct reflection oflegdership.

M-13 described herself as a transparent leadereBiphasized the fact that her
enthusiasm and apathy are equally infectious. Thexewhen she is enthusiastic about a
project, change, or decision, she is able to “réilb/troops and achieve the goal. It's like
Peter Senge in the boékesencestated,When our work is informed by a larger
intention, it's infused with who we are and our paose in being alive.”

However, whenever she is unhappy about a prajaange, or decision, she has
learned to take time to adjust to the directive nkiighlight the positives before
presenting any information to her team. M-13 comte@ il set the tone for productivity
and compliance. If | am neither productive nor ctamt, then | cannot expect my team

to meet the goal, nor can | hold them accountaliéalling short.”
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M-14 related that happiness flows both up and dthwough an organization,

from managers to their teams and back again. Tovexrefiappiness links to confidence in
personal performance. By monitoring and maintainireghappiness of their staff,
organizational leaders can drive their performaaroe productivity. A direct correlation
exists between a manager’s happiness and perdenedf performance. M-14 added,
| have found that happier managers believe thepar®rming to a higher
standard, creating a more positive working envirentnTherefore, effective
leaders and managers are able to communicateravidesm and, most
importantly, translate it into something tangiblelattainable. This creates the
kind of positivity, which aligns psychological wdlkeing with high performance.
M-15 stated, “Even though we try to be professioibés easier to do that when
we feel happy and emotionally fresh.” M-16 commdriteat her state of happiness and
well-being is a feeder system for her direct readitvhen | come into the office with a
positive attitude each or approach our team’s taka ‘together we can attitude,” | am
convinced that my posture is contagious.” In a Einmanner, M-17 described his state
of happiness and well-being as a factor “which appéo improve the performance of
my direct reports.”
On the negative side, M-18 explained that it wagdssible to see how her
happiness influenced the behavior of her direabrtsbecause she made an effort to
separate the personal state of her being from trk she has to do and the interactions

with those direct report in the workplace. M-19 kexped,
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However, | do believe that having a positive attgueflects in the atmosphere of
the workplace and the employees. | try to maingggositive attitude so that in
turn those working with me feed off that positiveeggy. If | have a low point in
my day, | step away from my desk, find a quiet sgone to cry if | need to, and
get it out of my system. Sometimes, | may event@nafe-mail sharing my
unhappy feelings. In either case, doing it allowsipvity to continue to
[manifest] in my interactions with others
M-20 was surer about how his state of happinessaatiebeing appeared to
improve the performance of his direct reports. Kglaned his process and procedures in
providing the leadership for his team, stating,
My reports know that they can approach me any tmtle any issue because |
will greet them with in a positive manner—no ragtend yelling, despite the
issue. In addition, on not only issues but advievall, be it career related or
personal. | feel [it] helps with their overall perance. It can be motivating to
your direct reports if they are already a HPW.df,ragain, your positive attitude
has a minimum effect unless you have good mandgilbsets to complement,
then it can create a big difference in the workiemment.
Analysis of Interview Question 5
Interview Question 5 revealed that middle-level agars believed their state of
well-being and happiness appeared to encouragerépeirts to be
e more willing to work and more comfortable;

e more satisfied, at ease, and productive;
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e happier, more motivated, and eager to be time-fatus
e more involved in supportive job-sponsored actigitie
e more at ease and more willing to work and havedrdhnctioning teams; and
e more productive (the highest number of respon3edjle 6 includes
additional themes.
Table 6

Themes: Happiness, Well-Being, and Direct Rep&sformance

Managers Discrepant case
If managers appear to have high levels of wellpeind  If a manager appears to be happy
happiness, direct reports seem: and satisfied, direct reports tend to

take advantage of the situation and
become lax on the job.

More willing to work and more comfortable

More satisfied, at ease, and productive

More involved in supportive job-sponsored actitie

More productive (the highest number of responses)

To have a higher level of compliance and suppottién
work environment

Summary of Themes
The data collection process included two resequestions, and the summary
contains answers to the two research questioraidition to descriptive answers, word
Tables 2-6 present the summary. The summa ry peevtie findings from the research
guestions.
Research Question 1 was as follows: What aredhgeptions of middle-level
managers’ well-being and happiness on their dineqmbrts’ performance? A summary of

responses showed that 16 of the 20 participaritghia their well-being and happiness
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had positive influences on their direct reportse Bither four participants thought that
their well-being and happiness had either a negatifluence, minimal influence, or no
influence on their direct reports’ performanceatidition, middle-level managers gave
an equal number of positive and negative examglasw their well-being and
happiness influenced their direct reports’ perfaroea

Research Question 2 was as follows: How do mitiglle} managers perceive the
application of HPW theory and its impacts on sockange within their part of the
organization? Based on results from the third inésv question, most of the respondents
had no knowledge of the HPW theory. However, déarning of the HPW theory during
the study, all participants except two indicateat thhey supported the HPW theory and
could relate to its principles, which indicatedtttieeir well-being and happiness
influence their direct reports’ performance ancelex teamwork, empowering them to
move toward their potential.

Though having no prior knowledge of the HPW theongny participants
indicated they supported the principles of the HPP¥bry after learning about it. Their
responses exemplified the support, in general,ghgicipants had of the HPW theory
after | explained the magnitude of the theory. Resients agreed that after they heard
the description of the HPW theory, they thoughéftected the real world of
management in that productivity not only links e skills and abilities of employees but
also links to HPW theory. One manager noted thapleewho feel mistreated often
demonstrate bitterness toward managers and the emsrabtheir teams. After

employees reach this stage, it is difficult to petir productivity level where it should be,
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and one unhappy manager or direct report can ceedpple effect that can reduce
productivity and create far-reaching effects thioag the organization and beyond.
Conclusions

Participants in the study felt that their well-bggend happiness influenced their
direct reports in specific ways. Participants pdexd examples to show how their well-
being and happiness influenced their direct repprteluctivity and teamwork. Even
though almost half of the participants’ reportesegative influence, the major positive
influence was that when direct reports felt valuddy felt motivated to do their best and
their productivity improved. A conclusion drawn rfincthis finding was that if middle-
level managers give attention to their own levelvefl-being and happiness, they could
not only influence the atmosphere and working retethips among their reports but also
make a difference in the overall success of thadent under their charge. Most of the
participants had no knowledge of the HPW theorydbilltsupported its principles after
becoming aware of the theory. A conclusion was tt@tHPW theory should be an
element in training programs for middle-level maeragas well as for their direct reports
to influence social change within their part of trganization.

Chapter 5 includes a restatement of the purpod@ature of the study, the
reason for the study, and a summary of the keyrfgglbased on an analysis performed
with NVivo 9. Following an introduction of the kéyndings, Chapter 5 includes an
interpretation of the findings. The chapter alsdudes the limitations of the study,

recommendations, implications, and conclusions.
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Chapter 5: Discussion, Conclusions, and Recommigmsat
Introduction

The purpose of this study was to discover middieel managers’ perceptions of
the impact of their well-being and happiness onpiidormance of their direct reports.
Middle-level managers’ levels of well-being and peyess denoted a state of satisfaction
with life, as noted by Fredrickson (2004) and Ac{013). Happiness referred to how
much individuals liked the life they lived (R. Smi2008; Veenhoven, 2006). | used a
qualitative phenomenological research traditiondnduct the study. The rationale for
selecting phenomenological research was that agohemological study could enable
intimate involvement with the phenomena studiegfiv@ess and productivity). In a
phenomenological study, emphasis is on interpatiatof the lived experiences of a
phenomenon. The key concept and phenomenon inaesdigvere the perceptions of
middle-level managers concerning the impact ofrtiveil-being and happiness on their
direct reports’ performance. Interviews conductethe data-gathering process lasted at
least 60 minutes each, and | used a content asapgiroach to analyze the data.
Data Analysis for Interview Questions

The qualitative software used in this study waswe\9. The software determined
where the dominant themes existed in the respdogbs interview questions. Content
analysis included analyzing answers to five opethedrinterview questions from textual
data to determine frequencies and code responwesategories to build up inferences
and determine themes. In this section, the domitiamhes follow a restatement of each

interview question.



133

Interview Question 1.Interview Question 1 was as follows: How do yowllw
being and happiness influence your managementatyle/our direct reports’
performance, including their teamwork? Results sktbthat if managers appear to have
a high level of well-being and happiness, direpbrés are productive, happy, and
satisfied. Direct reports are also motivated, eaged time focused. Participants also
indicated that their direct reports were likelyd®monstrate behavior similar to that of
their supervising manager. For example, when theager demonstrates a high level of
personal well-being and happiness, direct repoediggh in compliance; reflect a
positive, contagious spirit; have better perforngarand maintain higher levels of
productivity than unhappy reports.

Interview Question 2 Interview Question 2 was as follows: Describe an
incident, if there is one, in which your well-beiagd happiness affected the performance
of your reports. Examples used indicated that whanagers showed a positive
demeanor or provided positive encouragement (antbreement), they had the best
possible results on the job among their reportsvéi@r, when managers showed
feelings of resentment, their reports mirroredféedings of resentment. When managers
were approachable and had a high level of respeenfployees, their direct reports
expressed gratefulness to others.

Interview Question 3.Interview Question 3 was as follows: Are you faanil
with the HPW theory? Only four of the 20 participawere familiar with the HPW
theory, but after learning about its principles,si®ported the theory. Sample comments

in support of the HPW theory indicated that the HEMbry could be effective in the
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work environment because middle-level managers tiaability to set the tone for their
direct reports each day. Participants indicatetdhbppier workers do produce better
outcomes and productivity does link to happiness.

Interview Question 4.Interview Question 4 was as follows: How does th&/M
theory influence your philosophy of management,dbes?The HPW theory supports
the belief that it is important for managers to mi@in a positive atmosphere in the work
environment to secure positive outcomes. The HP&Irthenables middle-level
managers to focus on job satisfaction, contentnvaile, and appreciation. The HPW
theory enables middle-level managers to be seadibithe needs of their direct reports
and to show concern for the feeling of everyontenwork environment, focus on
growth and development of reports, reduce factast¢ause emotional exhaustion, and
increase psychological well-being.

Interview Question 5. Interview Question 5 was as follows: How does ystate
of happiness and well-being appear to improve greopmance of your direct reports?
Based on findings from Interview Question 5, midigieel managers indicated that their
state of well-being and happiness appeared to eageuheir reports to be willing to
work, feel comfortable, feel satisfied, feel atesaand be productive. Middle-level
managers’ state of happiness empowered their depotts to be happier, more
motivated, eager, and time focused. Middle-levehaggers had higher functioning teams
when their state of happiness and well-being wagige. Direct reports were also more
involved in supportive, job-sponsored activitiesl aere more at ease, more willing to

work, and more productive.
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A Summary of Key Findings

Analysis of responses to five interview questioeseagated the key findings from
this study. The responses from 20 middle-level mgarsmincluded insights into how their
well-being and happiness influenced their direporées’ productivity. In addition,
responses identified how middle-level managersegreed the application of HPW theory
to affect how well their reports thrived and movedard their potential within their part
of the organization.

Research question 1in RQ1, | asked what the perceptions of middledleve
managers were concerning the impact of their weiihdp and happiness on their direct
reports’ performance. Results showed that of thpdt@icipants, 16 felt that their well-
being and happiness had a positive influence andivect reports’ productivity. The
other four participants thought that their wellfgpand happiness had either a negative
influence, a minimal influence, or no influencetbrir direct reports’ productivity.
Examples of times when their well-being and hapgsnafluenced their reports’
productivity added details to the findings. In d#siag their state of happiness and well-
being and its influence on their direct reportstipgants frequently used descriptive
words such amanagement stylerofessionalismpeace and harmony with life
spiritually groundedfriendly, positive feedbaclappreciation clear focusenergy
fairness transparencyhonestysympathetic leadework-life balance, role modgajoal
oriented andupbeat and engaging

Research question 2n RQ2, | asked how middle-level managers perceitied

application of HPW theory and its impacts on sock@nge within their part of the
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organization. Indicators of positive social changgude a flourishing lifestyle and an
impact on the communities in which people live.dtings showed that all participants
except two supported the HPW theory and believattttey could relate to its principles.
Participants perceived that their state of welligeand happiness influenced their direct
reports’ productivity and level of teamwork, as had their philosophy of management.
In addition, findings showed that the HPW theofju@nced them to help direct reports
to flourish on the job, which is an indicator ot&d change.

Implications and Recommendations for Action

Implications. Middle-level managers’ well-being and happiness pasitive
influences on their direct reports in specific walise implication was that the HPW
theory applies to middle-level managers as welbdkeir direct reports in the work
environment because this theory derives from managéeprinciples, meaning that
happiness in the work environment leads to highedyrctivity. For example, an
implication is that a happy worker is an assett@@ganization. Positive emotions
among managers and employees reduce negativedrdgenal relationships in the work
environment, increase time on task, and createaspht work environment.

Findings from this study indicated that if middéxel managers gave attention to
the HPW theory from a personal perspective, theydcmcrease the number of positive
influences and reduce the number of negative inftas they have on their direct reports’
performance and productivity. Therefore, as marsagkive to address joy and happiness
among their reports, they need to remember thaiedactor addresses all issues

employees bring to work. An implication is that tieppiness and well-being of middle-
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level managers empower them to be sensitive to@yapt’ levels of happiness and well-
being and in doing so influence their reports & fatisfied and productive.

Recommendation for action.A recommendation is that middle-level managers
adapt work conditions to increase the psychologial-being of each individual and
give psychologically well-adjusted, socially respiinte, and ethically strong individuals
leadership positions to improve the work environmerthe organizations. Middle-level
managers could provide stress management traisaeigl support, family-friendly
policies, and training to emphasize the BB thea#yich has less to do with [self and
more to do with others] as a couple, a communityeafihbors, a work team, a school or
company, a nation or society as a whole” (Grem@leave, 2014, para. 1). A manager’s
well-being is important, but how middle-level maregyconnect with their reports and
build long-lasting, positive, and mutually beneddiaielationships among teams is the
theme that seemed to exist in the chapters oféisisarch study.

Throughout the study, including the literatureiegwvas well as the data analysis,
the need was evident for a focus on positive emetand relationship building in the
world of work. To address the HPW theory at thedt@dnanagement level, a
recommendation for practice is to break away freffrabsorbed or selfish thinking and
focus on others such as direct reports, makindfart € view issues from others’ points
of view. Findings from this study might challengedie-level managers who
participated in this study to change how they trabkut management and remember the
need of each individual to be productive, to flshriand to thrive as they move toward

their potential.
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Interpretation of Findings

Findings in this study derived from two researcksjions. Five semistructured
interview questions generated answers to the te@areh questions. An interpretation of
the findings follows a restatement of each resequastion.

Research Question 1

In RQ1, | asked about the perceptions of middiellenanagers’ well-being and
happiness on their direct reports’ performanceuReshowed that of the 20 participants,
16 felt that their well-being and happiness hadsitpve influence on their direct reports’
productivity. The other four participants thougmat their well-being and happiness had
a negative influence, a minimal influence, or nitu@nce on their direct reports’
productivity. Examples of times when their well4bgiand happiness influenced their
reports’ productivity added details to the findinisdescribing their state of happiness
and well-being and its influence on their direqiods, participants frequently used
descriptive words such as management style, piofedsm, peace and harmony with
life, spiritually grounded, friendly, positive feleaick, appreciation, clear focus, energy,
fairness, transparency, honesty, sympathetic leagwk—life balance, role model, goal
oriented, and upbeat and engaging.

Inasmuch as middle-level managers felt that theli-being and happiness had a
positive influence on their direct reports’ produity, my interpretation is that it is
important for middle managers to be sensitive to beey interact face-to-face with their
direct reports to influence them in a positive memifror example, findings showed that

when participants responded to Interview Questiontich asked for examples of times
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when their well-being and happiness influencedrtteports’ productivity, half of the
participants gave negative examples. This findimgjadt mean that a high level of
negativity exists within the leadership style thatldle-level managers demonstrate
within their day-to-day interactions with their @at reports. In describing their state of
happiness and well-being and its influence on ttiieact reports, participants frequently
used descriptive words such as management stgtegsionalism, peace and harmony
with life, spiritually grounded, friendly, positiieedback, appreciation, clear focus,
energy, fairness, transparency, honesty, sympatleetier, work—life balance, role
model, goal oriented, and upbeat and engaging.ikitiese terminologies, middle-level
managers appeared to be supportive of the HPWythkeotr how the HPW theory related
to their own practice was not certain.
Research Question 2

In RQ2, | asked patrticipants how middle-level maragerceive the application
of HPW theory and its impacts on social changeiwitheir part of the organization.
Indicators of positive social change include affishing lifestyle and an impact on the
communities in which they live. Findings showedt thih participants except two
supported the HPW theory and felt that they rel&bats principles. Participants
perceived that their state of well-being and haggsninfluenced their direct reports’
productivity and level of teamwork and their phdpsy of management. In addition,
findings showed that the HPW theory influenced therhelp direct reports to flourish on

the job, which is an indicator of social change.
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Even though all participants except two suppotiedHPW theory and believed

that their state of well-being and happiness inftesl their direct reports’ productivity
and level of teamwork as well as their philosophynanagement, their lack of
knowledge of the HPW theory indicated a need fathfer understanding of the HPW
theory from a managerial perspective. From a marageerspective, the HPW theory
could enable middle-level managers to help direports continue to flourish on the job,
which is an indicator of social change. As managérse to address well-being and
happiness among their reports, they have to befalititht no one factor addresses all
issues employees bring with them to work. For eXanthis finding calls attention to the
importance of interpersonal skills, rationalitysight, optimism, honesty, perseverance,
realism, and purpose. The finding also showeddfiattive middle-level managers give
encouragement and recognition to employees fotandsg contributions, provide
opportunities for workers to learn from their mista, and encourage open
communication. The interpretation of this findisgthat middle managers’ well-being
and happiness empower them to influence happinglsswheir direct reports.
Limitations of the Study

The research included several limitations. Midéleel managers who did not
have supervisory experience for 3 or more yearg wet a part of the study. Few people
were willing to participate in the study. Assessihgir own management philosophy
relative to the HPW theory seemed to threaten e soeme participants perceived
effective management. Even though the sample stgeappropriate for a

phenomenological study, a larger sample size gordduce different results, which
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represented a limitation in the present studydititeon, a quantitative methodology
could produce a better representative distribubiotihe population and could produce
useful results to generalize or transfer. A lackebfable data was another limitation. The
absence of reliable data reduced the scope of mayasalysis and was an obstacle in
discovering a trend and a meaningful relationshg.example, most of the dominant
themes derived from six to eight responses, whielewherefore unreliable results. To
enhance reliability, future researchers could emplsurvey to assess more middle-level
managers regarding their views of the HPW theory i@dates to the productivity of their
direct reports.

Another limitation was a lack of prior researchdés on the HPW theory relative
to middle-level managers. Even though wide rangesithors have addressed the HPW
theory, a limited number of empirical studies eneergom the reviewed literature
published between 2000 and 2014. Thus, a neecedXst this study, as well as for
future research, based on the absence of empstisdies on the HPW theory as it related
to middle-level managers.

The interview questions used to gather data repted a final limitation. After
answering the five questions, additional questmmdd minimize some of the
participants’ tendency of self-disclosing detailsheir management procedures, which
failed to address the research question as obgbgi@s possible. Additional questions
could extend the data beyond recalling or not fegpéxperiences that actually
happened and exaggerating or reporting biasedn&on to paint a positive picture of

self rather than providing information that desedlyeality in the work environment.
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Future researchers could avoid this type of biaesponses by using more questions that
require objective responses.
Recommendations for Future Study

In their responses to the interview questions,i@pents continuously referenced
their own management style, which included forceame cases. Therefore, one
recommendation is to conduct further research endlationship between workplace
well-being and middle-level managers’ philosophyr@nagement. A second
recommendation for future study is to conduct angjtetive study using statistical tools
to identify cause and effect relative to the happsand well-being between middle-level
managers’ performance gaps and direct reports’ymtodty. A third recommendation is
to focus on learning organizations in industriest thffer opportunities for employees to
learn, grow, and thrive and to determine how midelel managers’ well-being and
happiness influence the achievement of strategecties because the ability to learn
permanently and collectively is a necessary preitiondor thriving among direct
reports in this organizational context. A studylag nature would be worthwhile because
the capacity of an organization for learning netedse more concrete and
institutionalized, so that the management of sealing can be more effective. A fourth
recommendation is to conduct large-scale survesareh among Fortune 500
organizations or a comparable group of large omgdinns to generate empirical data
relative to middle-level managers’ well-being arappiness on the success of their direct

reports. A fifth recommendation is to investigatifferent mix of racial and ethnic
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groups to include a substantial number of Hispanicatino managers and other cultural
groups frequently underrepresented in business geament studies.
Implications

Positive Social Change

Relative to the individual direct reports, an ingplion from the findings of this
study was that creating a satisfying workplace mmment could increase feelings of
happiness and well-being among individual repant$iacrease their productivity. For
example, spending time acknowledging accomplishenemtild enable direct reports to
feel valued and to realize that everyone is workawgard a common goal, even though
responsibilities differ and some tasks are morkcdit than others ard&encouraging
employees to set personal goals and to build gualiationships with other individuals
on the team could increase feelings of psychologied-being and individual happiness.
Even though some participants in this study hidtieg incentives and other business
practices focused on material acquisition or mak@ssession, other participants
indicated that in the organizational environmeeglihg appreciated motivates reports to
strive for higher productivity on the job. MiddleMel managers should choose other
options of influence to increase employee well-ge&and happiness to ensure a higher
level of ethical business practice. An implicatoinawn from findings is the belief that
the HPW theory relates to the work environmentrigpaaizational settings because its
roots are in management ideology, suggesting hapgiat work leads to higher

productivity in both management and labor.
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Recommendations for practice A recommendation for practice that middle-
level managers should pay attention to how the HR&Gry applies to middle-level
managers as well as their direct reports. In tludys when middle-level managers gave
examples of times when their well-being and hapgsnefluenced their direct reports,
more than half of the examples were of a negatiflaence. An implication is that it is
important for managers to give attention to themndevel of well-being and happiness in
the work environment. Then they might be able ftuénce the way they work and the
messages they send through tone, facial expressindther negativity on a daily basis,
without realizing the influence it has on theiredit reports. Interacting with their direct
reports in a positive manner could empower thegalireports to feel joy as they move
toward reaching their ultimate potential and féaittthey are thriving in the work
environment.

When participants responded to the interview qoadtiat asked for examples of
times when their well-being and happiness influenteir direct reports, half of the
responses contained a negative influence. Theredaerommendation for practice was
to explore ways to decrease negative influencegthycing or eliminating behavioral
demeanor, which when direct reports mirror, negdyiaffect their performance. To
decrease negative influences and increase posifluences, middle-level managers
could increase the number of sources of positivesaiges sent to direct reports each day
by leading with positive messages and creating mgan and productive interactions.
For example, frequently used terms in the respoinsgsparticipants analyzed using

NVivo 9 included appreciation, respect, and appnahte. These terms highlighted
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elements middle-level managers use to influence drect reports’ performance in a
positive manner.
Conclusions

Happiness among middle-level managers in the wadetounts and leads to
positive social change and empowers direct repomsove toward their potential and
feel that they are thriving at work. Happinessugfice job performance and productivity
in specific ways. For example, teamwork, cooperatamd other indicators of job-
satisfaction are present in a happy work envirorimBmerefore, it is important to
maintain a sense of and personal happiness becaddke-level managers’, happiness,
and other aspects of emotional intelligence andilgtainfluence employees’ behavior,
and thus could have an influence on productivity.

Finally, happiness at its simplest level is alfeating good, and living safely and
healthily. In essence, this means not allowing workndermine basic purposes and
principles in life. In this respect, well-being andppiness are important aspects of work
and careers. Middle-level managers of organizatawasn a position to empower their
reports to succeed in the work environment, torf&buin life, and to influence social
change by improving teamwork, cooperation, workastrand performance in the area of
the organization in which they serve as well ashexcommunities in which they live.
Based on the findings from this study, a conclusuwas that managers have within their
power the ability to influence their reports tolfeappy for the moment in the work
environment and to establish a level of sustaireggpmess and well-being that translates

to improved economic levels and better lives. Tag flor middle-level managers is to
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move the focus from total individual happiness amdl-being toward societal well-being
and social change.

Middle-level managers are in a position to educ#ters as they strive for self-
improvement and advancement on the job by creatppgrtunities on the job to focus on
happiness in the workplace. In carrying out tihelies and responsibilities, middle-level
managers are in a position to demonstrate howisabla happiness is more likely to
occur in relationships than in retail operationgticating happiness that endures through
times of difficulty. The level of happiness in arganization increases when managers

pay attention to their own well-being and happiness
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Appendix A: Interview Questions

Directions: the following open-ended semi struatirgerview questions will
generate insights about how your own well-being laaybiness influences the
performance of your reports. The interview willdgdio recorded, and | will take notes
after you respond to each question. If at any tioneng the interview process you would
like to discontinue the interview, you may do seheut penalty to you. If you would like
a question repeated, | will be happy to do so.9&leaad each question, and when you are
ready, | will begin the interview.

RQ1. What is the impact of middle-level managersliveeing and happiness on
their direct reports’ performance?

Interview question 1. How do your well-being angpimess influence your
management style, and your direct reports’ perfoiceaincluding their teamwork?

Interview question 2. Describe an incident, if thex one, in which your well-
being and happiness affected the performance afdioect reports.

RQ 2. How do middle-level managers perceive apgptinaof HPW theory
impacts social change within their part of the orgation?

Interview question 3. Are you familiar with the HP¥Eeory? (I will provide the
following summary of the HPW theory, if necessafg)studies of happiness in the work
environment, researchers have defined HPW theogjgbesatisfaction, as the presence of
positive influence (happy feelings), as the absearcegative influence (sad or
disgruntled feelings), as the lack of emotionalagtion, and as psychological feeling of

well-being).
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Interview question 4. How does the happy-productveeker theory influence
your philosophy of management, if it does?

Interview question 5. How does your state of hapgsnand well-being appear to
improve the performance of your direct reports?

Thank you for your willingness to participate instistudy.
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Appendix B: Invitation to Participate in the Study

January 6, 2014

Dear

| am a doctoral student at Walden University, aacthiconducting a study of the Happy
Productive Worker theory as it relates to middlelananagers in organizations. | am
inviting you to participate because your insights lae very helpful to me. The title of
the study isA qualitative study of perceptions of middle maspesell-being and
happiness on their direct reports performance

If you are willing to participate in this study,galse let me know immediately, and | will
provide you with further details about the studd gour role and responsibility as a
participant. If you have questions, please contaxt

Sincerely,

Respent Green Il
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Appendix C: Consent Form

| am inviting you to take part in a research staflyniddle-level managers’
perceptions of their well-being and happiness enprformance of their direct reports.
The title of the study i& qualitative study of perceptions of middle masgesell-being
and happiness on their direct reports performanidee researcher is inviting middle-
level managers with three or more years of expeei@m business organizations to be in
the study. This form is part of a process calleddimed consent” to allow you to
understand this study before deciding whetherke part.

| am Respent Green lll, a doctoral student at \&aldniversity, and | will
conduct the study. Your insights, as a middle manafan organization, will be very
helpful to me.

Background Information:

The purpose of this study is to discover middieelenanagers’ ideas about how
their general attitude, approach, manner, demeandrso forth influence the
performance of the employees they supervise. Mitinlel managers’ well-being will be
defined as a state of satisfaction with life astainds, suggesting a feeling of self-worth
and a feeling that all major needs are being nmet;heppiness will be defined as how
much one likes the life one lives.

Procedures:

If you agree to be in this study, you will respdodive open-ended
semistructured interview questions along with peohleout perceptions of personal
happiness and job satisfaction. Each interview hagt from 45 minutes to an hour.

Here are some sample questions:

1. How do your well-being and happiness influence ynanagement style, and
your direct reports’ performance, including theamwork?

2. Describe an incident, if there is one, in which yaell-being and happiness
affected the performance of your reports.

3. How does the happy-productive worker theory infleeegour philosophy of
management, if it does?

Voluntary Nature of the Study:

This study is voluntary. Everyone will respect ydecision of whether or not you
choose to be in the study. No one at your workwiliegreat you differently if you decide
not to be in the study. If you decide to join thedy now, you can still change your mind
during or after the study. You may stop at any time
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Risks and Benefits of Being in the Study:

Being in this type of study involves some riskloé minor discomforts such as
those occurring in daily life, such as fatiguees$, or becoming upset. Being in this
study would not pose a risk to your safety, jolbusyg, or personal well-being.

The potential benefits of this study are to thgéa community and not to the
individual participant. Managers who make an effortlevelop their own happiness and
well-being and encourage the same in others, dorgbe benefit of achieving change in
the organization and optimal functioning in the kenvironment over time.

Payment:

To show my appreciation for having you as a pgudict, you will receive a
$10.00 gift card for a lunch treat at a locatioamgour worksite. You will receive the
gift card when you return the signed consent fanewsng that you will participate in the
study. Even though | would like you to remain gsasticipant in the study, if for any
reason you decide not to continue in the study &fia return the consent form and
receive the gift card, you may keep the gift cartheut penalty of any kind.

Privacy:

Any information you provide will be audio recordadd kept confidential in a
password-protected document. | will give you a tiypepy of the information you
provided in the interview to review for accuracyldn make any changes you want to
make. The researcher will not use your personatiétion for any purposes outside of
this research project. In addition, the researehiénot include your name or anything
else that could identify you in the study reportsill keep the data secure in a password-
protected electronic file and locked in a file cadiiin my home for a period of at least 5
years, as required by the university.

Contacts and Questions:

You may ask any questions you have now, or ifyave questions later, you may
contact the researcher via telephone at (706) 338-Cell, or e-mail at
respent.green@waldenu.edu. If you want to talkgbelly about your rights as a
participant, you can call Dr. Leilani Endicott. See¢he Walden University representative
who can discuss this with you. Her phone numb&r88€0-925-3368, extension 3121210.
Walden University’s approval number for this stusi®4-03-14-0109980. The
researcher will give you a copy of this form to gee

Statement of Consent:

| have read the above information, and | feeldenstand the study well enough
to make a decision about my involvement. By remjyim this email with the words “I
Consent,” | am agreeing to participate. | undeidtéat | am agreeing to the terms
described above.
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Curriculum Vitae

RESPENT GREEN Il

Strategic Business Planning — Project Management$ness Analysis
Records Management, System, Application, Produ@4P),
Leadership and Development — Organization Developme/TrckS

Business Management AnalystManager-strategic planner with experience in leg&sn
planning development, and training; strong managskills, organizational leadership
experience and staff development, with added engshas client satisfaction, and
employee training. | took the responsibility of mtiéying new processes, finding gaps in
existing processes, arranging training modulesiéw process development and
implementation.

= Business Analyst- As a B.A. | am involved in various system opienas of
VTrckS, and helped the organization to achieve-effsttive production with
increased quality, efficiency and satisfied custosgvice, documenting the
business process by identifying the requirementdsimfinding the system
requirements. In addition, | am implementing a paog to incorporate uPerform
in our daily operations to enhance our effectivenébave provide business
process related training to users and was resgerfsibimplementing the same
2012-2014.

= VTrckS Training Lead — Manages five VTrckS training personnel 2012-2014.

= Training and Development —Trained State Grantees how to place vaccine
orders electronically using VTrckS management sys1612-2014.

SAP — (System, Application, Products) ConfiguratiorDafta, Master Data, and
Transactional Data 2013-2014.

Excellent communication and analytical skills -ConductednonthlyVTrcks
training to Pilot Grantees during Go-Live 2012-2013

Customer Service/Customer Relations- Focused on new goals of quality
services, not quantity of services provided. Esthled solid customer relations
in 2004-2014.

PROFESSIONAL EXPERIENCE

Management andProgram Analyst



167

Business Analyst.Located in the National Center for Immunization &ekpiratory
Diseases (NCIRD) Responsible for management argrgmoanalysis of assignments
that; require utilization of qualitative and quaative methods for detail analysis and
evaluation of internal, organizational program addinistrative operations in order to
determine their efficiency and effectivenesralyzes and evaluates the management
practices and methods, and administrative opestbthe Vaccine Training System
(VTrckS)/business training team. Day-to-day respgmliges include; Identifying and
analyzes issues, problems, and challenges facatg gtantees. Interprets findings
resulting from studies and drafts possible cousdextion for resolving them; draws
tentative conclusions based on relevant factspaoploses solutions to management.
Proposals include work method or procedural chargyesems variations, and
acceptance of new technology developments. Resgorfdemal contacts and provides
guidance and direction concerning management dfacinnformation Analyzes and
prepares administrative status reports for reviealldevels. Reviews internal processes
and procedures, making recommendations for imprewsrio promote efficiency and
cost savings. Evaluates, processes, and makessatemy recommendations for
organizational changes. Performs cost analysesasidbvelopment of life cycle or other
cost analyses of projects, or performance of ceseht or economic evaluations of
programs.

Major Duties and Responsibilities: Business AnalysCurrently Serving as VTrckS
Training Team Lead:

= Supervise six training personnel.

= Provide technical VTrckS training for CDC Staff.

= Have trained over 315 grantees on various VTrckfstfans.

= Provide direct support to State Health Providers.

= Develop training VTrckS SOPs and guidelines fonggas.

= Develop VTrckS mock trainings for 4 CDC Businessalysts.

= Validate sample grantee and provider data in VTrckS

= Participate in scheduled VTrckS status calls wilx@OCommand Center.
=  Conduct VTrckS Modules and Manuals training to Geas/Providers.

= Maintain VTrckS training library for support.

Analyze and evaluate the efficiency and effectigsnaf a health care, health regulatory,
or human services related program, or a segmempobgram, within a HHS
organization. Identify routine problems and chajles facing the program; proposes
possible courses of action for resolving them; dr@mtative conclusions based on
relevant facts; and proposes solutions to managererform data cleanup of required
data within VTrckS. Implement data conversion gla@€DC management team and
validate converted data.
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Apply qualitative and quantitative methods for assgg the efficiency and effectiveness
of a health care program, or a segment of a progpamgram policies, practices and
procedures; and program-level administrative opmraf processes and mechanisms. Use
gualitative and quantitative methods to assessressgoward program goals and
objectives. Prepare reports and briefs for prograanagement; develop provider
transition plans, complete pre go-live checkliatsl access to VTrckS by end users.

Provides Communication and Technical Advice on Traiing Procedures.Advises
management and program officials on routine asp#c¥d rckS training needs. Identify
and ensure VTrckS Super User(s) trained on VTrekSumderstands their role and
responsibilities as a super user within the progi@ommunicate strategies and plans to
grantee staff, providers, and project officers. Gamicate to providers how they should
document and submit issues during initial go-lieei@d. Train and communicate to
providers how/when provider should use the VactMiamagement Contact Center and
provide contact details for ongoing VTrckS supp@ammunicate applicable business
rules within VTrckS to providers — both CDC requdi@nd Grantee required.

Develops and Recommends Operational Policies andd@edures.Develop methods

of how to notify providers when they can begin gsu#iTrckS. Develop training
announcement to providers that VTrckS is alive actine order requests received.
Developed and delivered initial communication relgay vaccine order blackout dates to
prepare for go-live:

Direct-ship

Direct state funded bulk order replenishment

Provide vaccine orders to the distributor

Develop provider checklist (Module 8 provider resetis)
Participate in Grantee on-site supplemental trginin

Complete data validation activities as instructgCidC data team. Develop
schedule for training providers that will use VT&cfor vaccine ordering.
Communicate training schedule to providers.

Grantee Training Development and Operational Procedres

Conducted eight modules and manuals training fan@es/Providers, which
included a module with topics related to testingaks.

Provided overview and background
Discuss initial schedule and timeline
Introduce grantee change readiness
Created communication plan
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e Developed and published local communications uiegsrantee
Communication Toolkit.

Program Specialist

Located in théNational Center for HIV/AIDS, Viral Hepatitis, ST@nd TB Prevention
(NCHHSTP). Administrative Services Unit (ASU), Atlanta, GA.18es as a special
projects advisor to the director. The advisor penfcomplex crosscutting reviews and
analyses of business management and operatiorggbpnmnatic-administrative,
technical-financial and security-related missidosactions, strategic plans, goals and
objectives through the conduct of unique studygmty and employee training.

Major duties and responsibilities Serve in numerous roles, including Personnel
Training Administrative, Facilities, Space, Traigi@oordinator, Special Projects,
Program Management and Advisor to the Director.dbohsubstantive independent
reviews and analyses, carrying their focus to iasee levels of detail, unique to
NCHHSTP/ASU (i.e. business management and opeedtamiministrative, and security
related programs’ missions, functions, policiestsgic plans, goals, and objectives
projects that involve highly technical, controvatsind novel crosscutting, multi-faceted,
multi-functional considerations). Serve as projrdinator on a variety of projects,
special events, initiatives and organizational usibess process changes. As such,
tasking may include responsibility and authoritgoproject staff, planning, execution,
problem solving, delivery of outcomes, and inteigratind other efforts.

ASU - Responsibilities include procurement/acdiani property, and facilities business
analysis services and personnel administrationzi@egersonnel management
administrative support to a serviced organizatidoordinate actions with the human
resources office. Provide administrative guidamcenénagers on personnel matters
related to staffing, classification, leave, emplyelations, performance management
and training. Manage implementation of performaaygeraisal system, including
assisting supervisor’s in developing new elementsstandards, while at the same time,
tracking initial development of performance plaosriew employees, biannual periodic
reviews, and final appraisals ratings and assuhagannual appraisal ratings occur in a
timely manner. In partnership with managers, rewaaancy announcements, prepare
specialized experience statements, paid advertisisirend track final selections. If
required, with input from the manager, prepare gapgualifications packages,
relocation packages, retention bonuses, and sw. fort

» Facilities operations — Oversee the physical antime maintenance of
corporate square facilities and interior designiritéan the upkeep of BFO
requirements and workflow analysis.

» Ensured that organizational charts and missionfamctional policies are
up to date and maintained.
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= Monitored individualized learning accounts to trathization and budget
implications.

= Responsible for employee training on core functioinde ASU.

= Conducted evaluations, examinations, or otherffading studies to
ascertain information.

* Maintained coordination and control through effeettommunication and
evaluation.

= Conducted evaluations, examinations, or otherffading studies to
ascertain information.

Program Specialist,

Located in the Centers for Disease Control anddtgan, Coordinating Centers for
Infectious Diseases, Strategic Business Unit, AdlaGA. Serves as a Special
Projects Advisor to the Director. The advisor parfe complex crosscutting reviews
and analyses of business management and opergtimgahmmatic-administrative,
technical-financial and security-related missidoagtions, strategic plans, goals and
objectives through the conduct of unique studyquts;.

Major duties and responsibilities. Served in numerous roles, including Personnel
Training Administrative, Facilities, Space, Traigi@oordinator Special Projects,
Program Management and Advisor to the Director.

SBU - Responsibilities included procurement/acdiaisj property, and facilities business
services and personnel administration. Providedqgmerel management administrative
support to a variety of customers within CCID origations; acted as a liaison with the
human resources office and coordinated persontiehac Provided administrative
guidance to CCID managers on personnel matteredela staffing, classification, leave
administration, employee relations, performanceagament, and training. Managed the
implementation of CDC performance appraisal systehich including assisting
supervisor’'s in developing new elements and statsddmracked initial development of
performance plans for new employees, biannual gieri@views, and final appraisals
ratings and assuring that annual appraisal ratiegar in a timely manner. In partnership
with managers, reviewed vacancy announcementsamaeéspecialized experience
statements, prepared paid advertisements, ancettdirial selections.

United States Army Reserves — Fort Gillem Georgia)CT Officer — Active. First
Army (mobilizes, trains, validates), and deploys&ge Component (RC) units IAW
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Combatant Commander, Department of the Army, anBEFCOOM directives. As
directed, provides training to Joint, Combined, &atlve Army Forces on the following:

= Developing, implementing, and maintaining agen@gpams to safeguard
personnel security or physical security.

» Conducts routine assessments for eligibility faress to classified or
sensitive information.

= Conducts routine technical inspections of factitie ensure compliance
with security programs and objectives.

= Train combat forces personal on security issuespancedures.

= Evaluate, risk assessments, compliance with laagalations, procedures,
etc.

= Conducts evaluations, examinations, and otherffading studies to obtain
vital information.

Fort Valley State University — Adjunct Professor fa Business
Administration and Economics. 2007- 2008.

The Professional Development/Leadership coursefavagudents to acquire skills that
are important to being a professional regardlesbeprofession they choose. Concepts
and theories of human development in an organizatigetting applied. A primary focus
of this course is to help students become bettanted with themselves in order to
enhance their confidence and self-worth. This aig®bout exposure- exposure to
“life” and the realities of the world of work. Suessful business relationships rely more
than ever on dynamic leadership and personal conitecefore, excellent attitude and
service are necessary in all of our business argbpal relationships. Interpersonal,
communication, decision-making, leadership skdlsd technical skills applied.

Georgia Academy for the Blind — Assistant Directoiof Business Operations and
Facilities 2006 - 2008

Georgia Academy for the Blind — The mission of @ffice of Business Operations is to
facilitate and support student and academic lifeuph effective management of the
physical infrastructure of the campus and the tynaelivery of goods and services.
Employing the highest of ethics, the division seteksianage efficiently available
funding and resources in order to meet the growmeeds of the Department of Education
and the Academy. Manage a variety of fiscal andiagtnative support functions for a
moderate-size institution. Responsible for the ttaglay operations for the following
departments: Accounting, Transportation, buildirgmtenance, Housekeeping,
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Warehouse, Food services, Postal operations angh@sanaintenance. Business
functions include complex accounting and budgettgyment/monitoring.

Facilities operations — Oversees the physical antire maintenance of the
campus, including residence halls, academic bigklifandscaping,
roadways, campus signs, housekeeping, and intgeggn. Maintaining the
upkeep of campus requires a great deal of posatiteides and effective
communications. Conducted technical inspectiorfa@fities to ensure
compliance with security programs from the statgatienent

Managed over a million-dollar renovation projechile serving as project
manager.

Managed a 7.5 million dollar budget and develogemttdong range capital
outlay goals for the Academy.

Managed and maintained all vendor and personatatst using a contract
database system, which totaled over 300,000 thdudaliars.

Directly managed requisitions and purchase ordexsed on Peoplesoft
software.

Managed all aspects of budget/finance for the defsant, while working
with contractors and vendors.

Directly responsible for all aspects of procuremenbperty accountability
and distribution of warehouse supplies.

Responsible for all equipment and property accdailita

Reviewed new construction plans concerning sewreigation, drainage
and new building layout.

Managed the day-to-day maintenance, transportadiwhsupply operations.
Managed all bids on state construction projectsferAcademy.

Responsible for staff development of managers apdrsisors through
various on campus self-study programs.

Conducting evaluations, examinations, or otherfiacling studies to obtain
or verify information.
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Muscogee County School District — Operations and &ty Manager, Columbus,
GA, 2006

Was responsible for Safety management, facilitysk&@aeping and maintenance and
vendor/contractor management. Developed safetgipsland procedures for the school
district, while monitoring cleaning chemicals andtserial safety data sheets (MSDS).
Managed the property book and conducted inventbpyaperty assigned to (MCSD).
Monitored and contracted (pest control, waste mamagt, carpet cleaning, gym
maintenance, and transportation, etc...)

= Supervised two building inspectors and one finarekk.

» Was responsible for leading, supporting, and augmgthe best in class
safety.

» Maintained a safe, healthy, and accident-free enwirent through planning
and implementing safety policies and procedures.

» Developed and conducted training programs for mensagnd employees.

= Oversaw the prevention and identification of hamasiworkplace conditions.
» Demonstrated project management skills.

» Determined eligibility for access to classifieddnhation.

Columbus State University-Assistant Director of Plat Operations 2003-2006
(position abolished)

Turned around campus services, initially by prawdiraining programs, improving
recruiting of new employees and implementing esthbtl policies and procedures.
Adapted, and trained employees on software thatvalll quality productivity, while
providing faster service to customers. Developatilannched an inventory supply
management. Instrumental in establishing formalgeRcies, job descriptions, pay scale,
and annual written performance reviews.

= Provided direction for six departments (100 empésyavith separate
accounts, including Grounds & equipment, EnvirontakrCustodial
Services, Vehicle Maintenance, Transportation avstd Services.

= Developed and conducted training programs for marsagnd employees.

= Managed a University facility on 230 acres.
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Oversaw the prevention and identification of hamasdworkplace
conditions.

Responsible for staff development of managers apdrsisors through
various on campus self-study programs.

Coordinated all campus construction projects witampus services
totaling over 2.5 million dollars.

Managed all aspects of budget/finance for the deyaant, while working
close with outside agency on various projects.

Reviewed new construction plans concerning seweigation, drainage
and new building layout.

Facilitated all environmental and OSHA concerns polity changes.
Maintain records on inspections and Right to Know.

Developed all short/long range goals for each depant. Developed

customer services surveys in order to understamdeleds of our customers,

and deliver quality service.

Muscogee County School District - Transportation Maager, Columbus, GA, 2001-

2003

Promoted to Assist the Director of Transportatiod aversee; personnel, budget,
policies, training, recruitment and public/employekations. Supervised over 100
employees and 2 finance clerks.

Muscogee County School District - Logistics Coordiator, Columbus, GA, 1998 -

2001

Assisted in managing all non-construction actigité a 170 million dollar, six-year
school construction/capital improvement project.

Delivered timely openings of facilities and withindget.

Inspected all buildings containing asbestos.

Facilitated all environmental and OSHA concerns polity changes.
Maintain records on inspections and Right to Know.
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= Oversaw the prevention and identification of hamasdworkplace
conditions.

United States Army Infantry Center — Plans Officer,Fort Benning, GA 1997 - 1998

Responsibility: Managed a highly stressful and-saltaining 24-hour Emergency
operations center (EOC). Developed detail poliaies procedures to encounter various
emergencies. Developed emergency plans and prasethrrthe use of Army resources
during no-plan situations. Ensured support annéxgslans and operations orders
developed to compliment emergency contingency pbamsgher headquarters.
Coordinated all directorate and special staff irtpuhe development of garrison plans
and in areas concerning combating terrorism anzkfprotection issues. Wrote and
conducted annual terrorist exercises. Providedamyliassistance to coordinate with civil
authorities for domestic emergencies. Program wagerations other than war
(OOTW). Researched, prepared and presented brsefingorce modernization plans to
garrison command groups and others on a need-te-kiasis. Facilitates for the garrison
executive agency responsibilities in the areasailzating terrorism/force protection and
domestic emergencies. Coordinates with other aietsvin regards to weapons of mass
destruction/nuclear, biological, chemical type dasits and homeland defense.

= Managed critical resources to include personnahduactivation.

= Evaluated, monitored, or ensured compliance witls)aegulations, and
procedures.

» Established standard protocol for outside agen€iBs;CID, GBI, FEMA
and Red cross.

= Responsible for all activities focused on reductidthe immediate hazard,
saving lives and property, establishing situatiarmadtrol, and restoration of
normal operations.

= Transportation of hazardous material — Course Lh®yN 998.

= Conducting evaluations, examinations, or otherfiacling studies to obtain
or verify information.

= Developed and issued assignments, plans, procedun@grotocols;
established specific, measurable data to attam tiresupport of defined
strategic objectives.\

» Determined eligibility for access to classifiedsensitive information.
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United States Army Air Defense Artillery — Battery Commander/ Staff Officer S4,
Fort Bliss, TX 1995-1996

Commanded a newly formed Headquarters Battery. desiple for operations, plans
organization, and training of a battery that waslalgable in the event of a national threat
and capable of supporting test and evaluation remqénts of the THAAD Missile
System. Also responsible for preparing and pubtigiine battery’s tactical SOP;
recommending priorities for allocating critical oesces for the battery, which included
personnel, supplies and equipment. At the same tideveloped training programs,
which included safety, physical fitness trainingldser care, upgraded soldiers living
quarters and professional development. NuclealpBical and Chemical (NBC)
operations where properly evaluated prior to depleyt. In addition, as S4 Staff Officer
— | was responsible to the battalion commanderlanatters of funds, government credit
cards, procurement and supply. Managed a 2.5 Mitliollar quarterly budget for the
command. Supervised 15 logistical personnel, anthiged the battalion logistics,
distribution and training ranges (small arms) opens.

e Earned Post/Brigade Command Supply Discipline laspe Award for best
supply program.

e |PBO Officer for Supply, Reports of Survey, Regaarts and Arms Room (small
arms weapons).

e Managed Transportation, procurement, requisitigstridution of supplies and
equipment.

e Developed SOP’s for Maintenance operations.

e Served as senior officer for all Nuclear, Biologiaad Chemical training.

e Managed and evaluated all MOPP level training

e Managed the training and evaluation for CS Gasitrgi

e Developed NBC documents and training for threechia$ (companies).

e Managed all chemical personnel within the battalion
Battalion Staff Officer / Controller/ Logistics (NBC), Fort Bliss, TX 1993-1996
Squadron Chemical Officer/ Property Book Managest 5ORSCOM Regiment Cavalry

Squadron consisting of 3 Cavalry Troops, 1 HeawykT@ompany, 1 Howitzer Battery,
Headquarters and Headquarters Troop (HHT), andtach&d Engineer Company.
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Responsible for all levels of NBC training, progamanagement, Unit Status Readiness,
which was classified and top secret informatiort Whas briefed monthly to the Post
Commander and Senior level leadership, transporntativentory management, quality
assurance, facilities and property disposal; bagdnaintenance, manpower, Integrated
logistics support (ILS).

EDUCATION

PhD —Management/Organizational Change — Walden Unityersiinneapolis,
Minnesota —2014

Project Management (Certification) —Completion Date: September 2009

MPA - Masters in Public Administration, Columbus Stataudrsity, Columbus
Georgia, 2006

BA - Psychology, Albany State University, Albany Geardi992

R.O.T.C - Commission

Diploma — Chemical Officer Basic Course (Logistics, NBC Eovimental Damage
assessment, and NBC training)
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