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Abstract  

Employees have a crucial role towards the successful functioning and growth of organizations. Sever-

al studies highlighted on the importance of psychological wellbeing in influencing both personal and 

professional performance. Such studies were further developed with the breakthrough of COVID19 

pandemic that completely transformed working environments and had a panoply of positive and nega-

tive effects on employees’ general wellbeing, especially in countries suffering from economic burdens. 

Using the Lebanese economic crisis as a case study, this research explores how crises may have an 

impact on the relationship between psychological wellbeing and employee performance. This study 

employs a quantitative approach. It relies on data collected from a sample of 286 employees working 

in local and multinational organizations and is analyzed using SPSS. Results show that self-

acceptance and personal growth has a positive impact on employee performance; also positive rela-

tions at work has positive relation on contextual performance. 

 

Keywords: employee wellbeing, employee performance, social exchange theory, crisis 

 

1 Introduction 

Employees play a significant role in creating the organizations competitive advantage to outperform 

competitors and sustain a successful presence in the market.  This is due to the fact that employees are 

the resource that enhance the value of the organization, and their importance is much higher than any 

other capital present (Poornima, 2015). Recent research assert that companies characterized by their 

inclusivity and their respect towards their employees will most likely be able to meet or even exceed 

financial targets, yield high levels of performance among their workforce, generate innovative solu-

tions, and lastly generate better overall business results (Tavares et al., 2021; Dixon-Fyle et al., 2020; 

Volini, 2020). This reflects how crucial it is to have an engaged workforce that will assist in maintain-

ing high levels of performance throughout the company.  

Lately, most countries around the world encountered periods of continuous stress, downturns, and 

frustration. The corporate world suffered immensely during these exhausting periods of war, reduced 

essential living resources, and economical burdens. A report by Price Waterhouse Coopers (Burrowes, 

and Shannon, 2021) stated that around half a billion full time employees lost their jobs in 2020, also 

noting that the global GDP has decreased by 4.3%. These drastic numbers reflect on the challenges the 
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whole world have been facing. The COVID-19 epidemic, the conflict in Ukraine the ensuing food se-

curity and energy problems, the rising inflation, the restricting credit, and the climate disaster are all 

severe and serious shocks and events that damaged the global economy in 2022 (United Nations, 

2023).  These tough times not only affected businesses but also employees’ psychological well-being. 

One of the key factors of organization's success is employees’ wellbeing. Well-being improves em-

ployees’ performance and helps organizations to to remain sustainable (Olaniyi, 2022). In fact, the 

connection between psychological well-being (PWB) and employee performance (EP) shows to be a 

topic of inquiry. Quite a few studies have examined this relationship and emphasized that companies 

should create environments to foster employee personal growth and belonging if they are to enhance 

their psychological wellbeing and performance (Bayhan Karapinar, et al., 2020;  Turban and Yan, 

2016;  Sharma, et al., 2016). However, a gap in the literature is noticed when it comes to the dynamics 

of this relationship during a period of crisis. 

Lebanon, is one of the Middle Eastern countries that has reflected the declining state of the world and 

faced the biggest economic and financial catastrophe the world has ever witnessed for almost three 

years (Al-Saeed A. and El-Khalil, 2022). Lebanese enterprises faced challenges not only from the 

pandemic, but also from the consequences of the August 4, 2020 blast (Kebede, et al., 2021). Safety, 

financial, political, and economical challenges have brought huge changes in how businesses operate 

in Lebanon since 2019. According to World Bank report (Mroue, 2021), the crisis Lebanon is encoun-

tering is expected to be among the worst the world has ever witnessed in the past century and a half; it 

is more likely to be sinking among the most top three terrible crises ever witnessed worldwide. The 

same report (Mroue, 2021) states that more than half of Lebanese people live in poverty. This suggests 

that Lebanese individuals are likely to be living on bare minimum necessities, and desperate to witness 

a positive change while accumulating stress as they witness how life is becoming tough, and unbeara-

ble in Lebanon.  

Recent researchers incited the investigation of how psychological well-being influences workers’ 

work performance and the role of psychological well-being in encouraging work-related attitudes and 

behaviors (Huang, et al., 2016;  Devonish, 2016;  Hewett, et al., 2018;  Ismail, et al., 2019). This fact 

motivated the authors’ interest to contribute to the body of knowledge of this field specifically in the 

presence of crises.  Lebanon is taken as an area of exploration, given that individuals will report excit-

ing results about their psychological wellbeing and performance amid this devastating crisis. Results 

show that self-acceptance and personal growth has a positive impact on employee performance; also, 

positive relations at work have positive relation on contextual performance. This study concludes that 

employees in Lebanon might have reached a state of adaptability in which can be viewed as positive, 

since some employees are adapting to these tough times and overcoming such obstacles by performing 

better, giving more to their organization, and sustaining their presence within the companies. Still, this 

adaptability could be viewed as if employees are suppressed; they are performing their basic duties in 

favor of surviving this challenging cycle Lebanon is facing. 

2 Objectives 

With Lebanon facing what is probably the most stressful time in history, the Lebanese institutions are 

having their share of negative repercussions too; accordingly, analyzing employees’ PWB and their 

performance level throughout this time is becoming essential.  The objective of this study is to explore 

how a crisis can affect the relationship between Psychological Wellbeing (PWB) and Employee Per-

formance (EP). In summary, the objectives of this study is to address the following questions: 

1) What is the current status of employees’ performance during the Lebanese crisis?  

An overview of the actuality of a certain topic will put us more in context and could give us a 

starting point to building potential solutions.  

2) What are the current levels of PWB among employees living in Lebanon?  

Studying the levels of well-being in employees during the crisis before implementing fixing 

strategies will help us highlight the decline of overall mental health in Lebanon, and the ne-

cessity to take corrective measures. 
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3) How is the relationship between employee PWB and EP being affected during the Lebanese 

crisis?  

The relationship between well-being and performance in a workplace has always been dis-

cussed, however, this work will explore the dynamics of said relationship during a period of 

crisis, whether it will be affected and to which extent.   

3 Literature Review 

3.1 Employee performance 

Employee performance is one of the significant factors that companies rely on to increase their in-

come, accomplishments, and achieve their main objectives. It is the capacity in which employees ac-

complish their required tasks while aiming to develop and contribute to the firm's growth  (Leonard, 

2019;  Mohd Nasurdin, et al., 2020). The higher the employees perform the more competitive ad-

vantage companies can gain  (Vosloban, 2012). In this research employee performance is defined as 

the degree to which individuals fulfill and execute their job requirements according to standard quali-

ty. This work adopts Mohd Nasurdin, et al (2020) three indicators of employee performance: (1) task, 

(2) contextual, and (3) counterproductive performance. 

3.2 Task and contextual performance 

Task performance is when employees perform all the required work and deliver the essential and basic 

outcomes required from them. Harrison, et al. (2006) defines task performance as performing the ac-

tivities that were officially noted down on the job description. Contextual performance, on the other 

hand, is when employees feel intrinsic to be more involved in overtime work not listed on the job de-

scription, and to become proactive, and volunteer to assist other projects and colleagues (Sonnentag 

and Frese, 2002). In general, employees engage in task performance to carry on their jobs and reach 

their objectives; still contextual performance is claimed to differentiate the organization from the 

competitor and give it an overall added value.  

3.3 Counterproductive performance 

According to Van den Broeck et al. (2014) counterproductive performance (CPP) is a set of behaviors 

that are intentionally executed by employees to harm the business and its members and affect the op-

erational activities of businesses. Several researchers studied CPP and agreed that counterproductive 

behaviors are tremendously expensive for organizations and are considered as an indication for busi-

ness failures (Fox, et al., 2006;  Bennett and Robinson, 2000). Indeed, it is to be mentioned that most 

of these studies approached employee performance within a static environment and employees’ inter-

nal factors like personality, giving little insight into external factors that are out of anyone’s control, 

like crises periods. 

3.4 Psychological Wellbeing 

 Ruggeri, et al., (2020) defined Well-being as how someone feels about different aspects of their life, 

their home, their health, their association with others, their work and other activities. Well-being is of 

great significance in individuals’ lives, since it can lead to higher levels of performance, productivity, 

and efficiency along with boosting their mental and physical health. In time of crisis, the wellbeing of 

employees is not usually stable, since they may suffer from losing their job, daily stress, and new re-

strictions at work that might impact their commitment to the organization (Adam, et al., 2023). Previ-

ous research affirmed that cheerful individuals generate higher incomes, are much more creative and 

socially involved, and have attributional styles that are more self-enhancing and enabling than those 

who are unhappy (Diener, 2000;  Judge, et al., 2001;  Deci, et al., 2001). Happy employees with posi-

tive feelings have a more favorable opinion about themselves and others and act in interpersonal set-

tings with greater confidence, optimism, and generosity (Forgas, 2002;  Sedikides and Strube, 1995).   
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Employee well-being has always been a considerable issue for organizations and society (Deloitte, 

2017;  REBA, 2019;  Ke, et al., 2022). It is one of the main factors that assists organizations to achieve 

a competitive advantage since employee well-being is associated with several performance metrics, 

like productivity, employee turnover, job satisfaction, stress and work–life balance (Keeman, et al., 

2017). Employee wellbeing is achieved at workplace when employees’ work is of purpose and em-

ployees experience positive emotions in which the complete concept of employee well-being can be 

endorsed and supported in a well-established environment (Gedikli, et al., 2023). Healthy and happy 

employees positively affect work-related behaviors and attitudes resulting in reduced absenteeism, less 

work-family conflicts, improved performance, and increased voluntary commitments (Kundi, et al., 

2021;  Salas-Vallina, et al., 2020). 

4 Theoretical Framework and Hypotheses 

4.1 Wellbeing Theoretical Foundation 

This work adopts the psychological wellbeing model proposed in (Ryff, 2014). The model is grounded 

on nine theoretical foundations (Allport, 1961;  Bühler, 1935;  Erikson, 1980;  Frankl, 1959;  Jahoda, 

1958;  Jung, 2001;  Maslow, 1968;  Rogers, 1961;  Neugarten, 1973;  Ryff, 1989) and is composed of 

the following six dimensions: autonomy, positive relation, self-acceptance, environmental mastery, 

purpose in life, and personal growth. 

Autonomy and Positive Relation: Autonomy is a critical factor in determining overall psychological 

well-being of adolescents and young adults, and it is negatively linked to loneliness and self-perceived 

separation throughout this period of life (Inguglia, et al., 2015). Positive relation on the other hand, 

relates to how closely individuals are connected to their close relationships at work (Ryff, 2014). 

• Personal Growth and Purpose of Life: People that emphasize personal development are receptive 

to new information and experiences; they will feel more determined to reach their full potential 

(Ryff, 1989). When employees consider their life as meaningful, and their presence in this life has 

a purpose then they are experiencing a purpose in life (Ryff, 2014). 

• Self-Acceptance and Environmental Mastery: Self-acceptance entails keeping a high perspective 

towards oneself, including both positive and unpleasant qualities, as well as having positive 

thoughts for one's past. On the other hand, environmental mastery refers to the ability to handle the 

surroundings while also feeling competent and in control.  

 

In fact, Ryff model of well-being is rooted back to Aristotle’s formulation of the highest human good-

eudaimonia (Case, 1925). His writings claim that the highest of all human goods is not happiness, feel-

ing good, or satisfying appetites; rather, it is about activities of the soul that are in accord with virtue. 

Eudaimonia thus captured the essence of the two great Greek imperatives: first, to know yourself, and 

second, to become what you are. 

4.2 Hypotheses formulation 

Based on the overall literature, and the theoretical framework adopted, hypotheses formulation will be 

presented. 

1) Self-acceptance and Employee Performance: Individuals with high self-esteem place a high 

value on individual competence, try to develop their organization, believe they are important, 

meaningful and valuable in the organization they work for, and want to achieve high-

performance (Bellou, et al., 2005). As a result, people with these personality qualities will im-

prove their task performance on a first level and strive to achieve contextual performance. And 

it will be unlikely that they would do anything to sabotage their working environment and thus 

are less likely to engage in counterproductive performances (CPP) (Whelpley and McDaniel, 

2016). 
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a) H1: self-acceptance is positively related to Employee Contextual Performance  

b) H2: self-acceptance is positively related to Employee Task Performance.  

c) H3: self-acceptance is negatively related to Employee Counterproductive Perfor-

mance. 

2) Personal Growth and Employee Performance: Personal growth has been linked to career iden-

tity, decisiveness, career exploration, problem-focused management, and goal setting (Shorey, 

et al., 2007). It is also viewed as a function of employees’ personal efforts and the organiza-

tional support that focus on the outcomes (Weng, et al., 2010). Personal growth demonstrated 

positive association with assertiveness, and subjective well-being, mostly in the counselling 

and educational settings (Shorey, et al., 2007;  Robitschek, 1998), but little research focused 

on counterproductive performance. Accordingly, we posit the following hypotheses: 

a) H4: Personal Growth is positively related to Employee Contextual Performance  

b) H5: Personal Growth is positively related to Employee Task Performance  

c) H6: Personal Growth is negatively related to Employee Counterproductive Perfor-

mance. 

3) Positive Relation and Employee Performance: According to Bell and Menguc (2002), favour-

able relationships in an organization lead to increased employee performance and positive in-

dividual outcomes. Positive relationship between employee relations and employee perfor-

mance is also found significant in several studies (Dlamini, et al., 2022;  Samwel, 2018). 

However, lack of information exchange through channels between peers happens to be insig-

nificantly related to job performance in different sectors (Tran, et al., 2018). Given these con-

siderations, we hypothesize that relationships in the office between employees or with em-

ployers have ramifications for both organizational and individual results from both parties’ 

perspectives: 

a) H7: Positive Relation is positively related to Employee Contextual Performance.  

b) H8: Positive Relation is positively related to Employee Task Performance.  

c) H9: Positive Relation is negatively related to Employee Counterproductive Perfor-

mance. 

Figure 1 illustrates all of the above hypotheses. 

4) Environmental Mastery and Employee Performance: The power to choose or alter the envi-

ronment by physical or mental acts, as well as having control over occurrences, is described as 

environmental mastery (Ryff, 1989). In a recent work, Nutchajarin Lohapan  (Lohapan, 2018) 

found that environment mastery is does not have the influence on job involvement as a corse 

variable of performance. This will limit the possibility of encountering pressures that can di-

minish expertise and positive advantages in the work field, like a greater pay, a better job, and 

work autonomy (Singh-Manoux, et al., 2002). We hypothesize: 

a) H10: Environmental Mastery is positively related to Employee Contextual Perfor-

mance.  

b) H11: Environmental Mastery is positively related to Employee Task Performance.  

c) H12: Environmental Mastery is negatively related to Employee Counterproductive 

Performance. 

5) Autonomy and Employee Performance: Through the years, theorists have highlighted auton-

omy as a critical interest for employees that organizations need to address  (Budd, 2004). A 

workforce will probably feel less pressured when given autonomy and, as a result, more con-

fident. We hypothesize: 

a) H14: Autonomy is positively related to Employee Task Performance.  



Wellbeing and performance amid economic crisis 

The 15th Mediterranean Conference on Information Systems (MCIS) and the 6th Middle East & North Africa 

Conference on digital Information Systems (MENACIS), Madrid 2023  6 

 

 

b) H15: Autonomy is negatively related to Employee Counterproductive Performance. 

 

Figure 1.  Hypothesized Self-Acceptance, Personal Growth, and Positive Relation on Contextual, 

Task, and Counterproductive Performance. 

6) Purpose in Life and Employee Performance: Finally, by enhancing the work-to-life balance, 

finding meaning in one's employment may improve one's wellbeing. According to the CIO re-

search (Wool, 2021), increasing employees' sense of purpose at work may boost productivity 

by 22%. This is because motivated employees are more eager to work longer hours and gener-

ate more income for the company. So, correlations between purpose in life and employee per-

formance can be hypothesized: 

a) H16: Purpose in Life is positively related to Employee Contextual Performance.  

b) H17: Purpose in Life is positively related to Employee Task Performance.  

c) H18: Purpose in Life is negatively related to Employee Counterproductive Perfor-

mance. 

Figure 2 illustrates the above hypotheses. The overall research model is illustrated in Figure 3. 

 

 
Figure 2.  Hypothesized Environmental Mastery, Autonomy, and Purpose in Life on Contextual, 

Task, and Counterproductive Performance. 
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Figure 3.  Hypothesized PWB Sub variables on employee performance Sub variables. 

5 Research Methodology 

To test the proposed conceptual model a quantitative approach was used, and a survey questionnaire 

was developed. The survey was composed of constructs that were previously studied and validated. 

Furthermore, the measures were adapted to fit this research context. The survey was voluntarily shared 

with employees in English language. The questionnaire of this study consisted of 41 questions in total. 

All the questions within the survey were close ended questions, in which some included multiple 

choice questions (MCQ), and others were a Likert type scale (5 point scaled). 

The questionnaire included a consent form, a set of MCQ about demographic information. Also, the 

survey included variable related questions, starting with employee psychological wellbeing section, 

which was adopted from (Ryff, 2014) study, and incorporated to address each sub variable mentioned 

earlier. The purpose of such questions was to assess participants psychological wellbeing based on 

those six subscales. Furthermore, the last survey pages were focusing on the variable employee per-

formance, which was adopted from Koopmans, et al. (2014) research. The scales adopted by Ryff 

(2014) and  Koopmans, et al. (2014) were examined for their validity and reliability. Based on earlier 

research studies, the scale by (Ryff, 2014) was performed on several experiments (Fahami, et al., 

2018; Khanjani, et al., 2014) in which it showed internal consistency, reliability, and validity of the 

constructs. Nonetheless, the EP scale that was utilized from Koopmans, et al. (2014) in which various 

research papers adopted (Saeed, et al., 2022;  Sadovyy, et al., 2021) also showed reliability and validi-

ty of the constructs.  The survey was posted on several social media platforms. The total number of 

participants collected was 304, however after removing incomplete information and discrepancies, the 

total that was obtained and used for analysis was 286 participants. The data gathered was exploited for 

analysis through SPSS software to formulate findings and test the proposed hypotheses. The data de-

scribing the respondents’ demographics is represented in Table 1 found in Appendix A. 

6 RESULTS and FINDINGS  

6.1 Reliability measure 

Internal reliability, discriminant validity and convergent of the measurement items were included in 

the model examination. Table 2 demonstrates the internal constancy reliabilities. All constructs expect 

two scored above the required threshold 0.7 Cronbach’s alpha (Hair, et al., 2019). Yet, the composite 

reliability for all items exceeded the required threshold of 0.7 (Fornell and Larcker, 1981).  

Acceptable measures were displayed for convergent and discriminant validity. When the average vari-

ance extracted (AVE) of each construct is higher than 0.5, Convergent validity is attained (Fornell and 

Larcker, 1981). 
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In the Table 2 all constructs scored an AVE greater than 0.5. Moreover, when the square root of the 

AVE of each construct in the diagonal is greater than the variance of all the other constructs, this is 

when the discriminate validity is satisfied (Barclay, et al., 1995). It is worth noting that Environmental 

Mastery construct was dropped from the analysis because of low Cronbach's alpha (below 0.7), and 

low AVE (below 0.5). As well, Autonomy and Purpose in life subscales were also dropped from anal-

ysis because of low Cronbach's alpha (below 0.7), low composite reliability (below 0.7), and low AVE 

(below 0.5). 

 
Constructs Cronbach's Alpha Composite Reliability Average Variance Extracted (AVE) 

Personal Growth 0.707 0.871 0.772 

Positive Relation 0.592 0.827 0.706 

Self-Acceptance 0.579 0.778 0.539 

Task Performance 0.833 0.882 0.599 

Contextual  

Performance 0.881 0.914 0.68 

Counterproductive 

Performance 0.797 0.866 0.618 

Table 2.   Reliability measures. 

6.2 Discriminant validity measures and outer loading: 

Discriminant validity measures are illustrated in Table 3. Lastly, further testing was done on discrimi-

nant and convergent validity in the loadings and cross-loadings. 

Usually, item loadings that record higher than 0.6 on their associated factors are believed acceptable. 

The outer weights of the model are displayed in Table 4.  

The loading in the constructs met the required threshold as expected, and they were greater than the 

loading across constructs. Thus, acceptable convergent and discriminant validity were shown across 

the psychometric properties and scales. In general, the outer loading of each item may affect the over-

all model. In the data analysis, several items as CP1, CP2, CP8, CPP1, PG1, and PR2 had an irrelevant 

outer loading since they scored below 0.5, therefore were withdrawn from the research. Seven of the 

nine hypothesized relationship were supported by the structural model. 

 

Discriminant 
Validity CP CPP PG PR SA TP 

CP 0.824      
CPP 0.5 0.786     
PG 0.491 0.332 0.879    
PR 0.249 0.304 0.289 0.84   
SA 0.412 0.291 0.393 0.34 0.734  
TP 0.656 0.555 0.447 0.261 0.368 0.774 

Table 3.  Discriminant validity measures. 

 
Outer 

Loading CP CPWB PWBPG PWBPR PWBS TP 

CP3 0.813      
CP4 0.868      
CP5 0.859      
CP6 0.746      
CP7 0.831      

CPP2  0.728     
CPP3  0.869     
CPP4  0.782     
CPP5  0.76     
PG1   0.898    
PG2   0.859    
PR1    0.892   
PR3    0.785   
SA1     0.747  
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SA2     0.716  
SA3     0.738  
TP1      0.786 

TP2      0.807 

TP3      0.751 

TP4      0.814 

TP5      0.708 

Table 4.  Outer Loading Testing Results. 

6.3 Structural Model and Hypothesis Validation: 

The coefficient determination (R^2) and path coefficients are usually predicted by the structural mod-

el. The (R^2) is the amount of variance encountered by independent variables, while the path coeffi-

cient measures the strength of the connection between dependent and independent variables. The paths 

and the prediction level of the model is illustrated in Figure 4. Note that 30.1% of Contextual Perfor-

mance is accounted and explained by the combined explanatory power of self-acceptance, personal 

growth, and positive relation. 25.1 % of Task Performance is accounted and explained by the com-

bined explanatory power of self-acceptance, personal growth and positive relation. 17.3 % of Counter-

productive Performance is accounted and explained by the combined explanatory power of self-

acceptance, personal growth and positive relation. 

As indicated in Figure 4, Self-acceptance has a significant positive effect on Contextual (H1: ß = 

0.244, p < 0.001) and Task performance (H2: ß = 0.203, p < 0.001), while a significant negative influ-

ence on Counterproductive performance (H3: ß = - 0.139, p < 0.05). Personal Growth has a significant 

positive influence on Contextual (H4: ß = 0.379, p < 0.001) and Task performance (H5: ß = 0.34, p < 

0.001), while a significant negative influence on Counterproductive performance (H6: ß = - 0.221, p < 

0.001). Positive Relation has a significant negative influence on Counterproductive performance (H9: 

ß = - 0.193, p < 0.05). However, it showed no significance on Task performance (H8: ß = 0.203, p < 

0.112), and on Contextual performance (H9: ß = - 0.139, p < 0.377). 

 
Figure. 4.   Structural Model that illustrates the variable relationship in this study. 

7 Discussion, Implications, and Conclusion 

7.1 Discussion 

1) Self-Acceptance and Employee Performance: H1, H2, and H3 were supported by the findings 

of this study. Thus, high levels of Self-acceptance in which assume that participants show a 

positive attitude towards themselves, accept their qualities despite good or bad, and feel opti-

mistic about their life will more likely engage in extra efforts of performance. This confirms 

the work of (Mihaela, et al., 2022) who indicated that for a mental wellness and a better job 
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performance, employee’s self-acceptance plays a major role. In fact, our results show that 

when workers accept their self, and don’t have issues with it, they will directly feel more satis-

fied and happier, and consequently much more performant. This goes with the literature of Jio 

(2022), which highlighted that it has been discovered that workers with high self-acceptance 

have more self-esteem and consequently become more engaged, goal oriented, persistent, and 

involved than those with low self-acceptance and little self-esteem. To summarize, workers 

with high level of self-acceptance and self-esteem, work with positive attitudes, better perfor-

mance, and high productivity. 

2) Personal Growth and Employee Performance: H4, H5, and H6 were validated by the findings 

of this study. When employees believe in themselves as they are able to grow, and achieve 

more, they will definitely be performing better. This finding corresponds with Zoellner and 

Sulikova (2022) and Jia-Jun and Hua-Ming (2022) works: tasks that are extremely motivating 

for empowered employees will help to boost their personal growth and consequently their per-

formance at work. As per (Joo, et al., 2021), when individuals feel empowered in their work 

and that they fit with the organization, they displayed a high degree of personal growth, career 

growth, and job performance. In fact, as long as employees feel that they are able to improve 

their self and as long as the organization ensure an environment that encourages their growth, 

they will automatically enhance their performance at work. 

3) Positive Relation and Employee Performance: H7 was confirmed by the findings of this study, 

while H8 and H9 were not validated. The insignificance of H8 and H9 may imply that having 

a positive relation at work would not necessarily increase individual’s task performance nor 

decrease counterproductive performance. Positive relation among employees might be an in-

dicator of performance, however in an indirect way, and that is why the relationship might 

show to be insignificant. This result matches with other studies that positive relation does in-

deed improve employee job satisfaction, while also having a positive impact on their turnover, 

as they will experience a belonging among their colleagues and will tend to remain in the 

company for a longer while (Hodson, 2004; Moynihan and Pandey, 2008). This might imply 

that when employees have a positive connection with their surroundings, they may tend to be 

more comfortable and satisfied with their work, in which will lead to better performance; Yet 

this linkage is not always the case, since employee performance does not rely on one simple 

variable, but on several variables that may contribute to its improvement. Nonetheless, the val-

idation of H7 implies that positive relation is positively related to employee contextual per-

formance. So, when relationships at the workplace are considered trusting, friendly, and sup-

portive; members within the organization would feel more committed to perform better. 

The hypotheses H10 to H15 were not validated, since the sub variables (environmental mas-

tery, autonomy, and purpose in life) of PWB were not reliable and removed from the overall 

analysis. In a nutshell, the data collected had revealed that employees with high levels of self-

acceptance, personal growth and positive relation result with high levels of task and contextual 

performance. This entails, that PWB shows a somewhat strong relationship with employees’ 

performance despite the presence of a crisis. 

7.2 Literature Contribution 

The current study makes contributions to the literature on employee psychological well-being and job 

performance. This study responds to recent requests for research to better understand how psychologi-

cal well-being influences workers' work performance (Huang, et al., 2016), and it contributes to a 

growing body of work that demonstrates the role of psychological well-being in encouraging work-

related attitudes and behaviors (Devonish, 2016;  Hewett, et al., 2018;  Ismail, et al., 2019). Nonethe-

less, this research contributes to reflecting that the positive PWB relationship with employee perfor-

mance still exists during the presence of a remarkable crisis. In times of crisis employees lag in keep-

ing their performance levels, however with these present findings, it is suggested that employees in are 

still showing some adequate levels of PWB in which it assists their performance. 
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7.3 Practical Implications 

First, this study will assist managers in understanding the significance of employees' psychological 

well-being for work-related attitudes. Managers must realize that psychological well-being in employ-

ees acts as good indicator to their overall performance and thus yielding to organizational success. As 

we can see that the psychological wellbeing among most employees is above the neutral level, as well 

as their performance, and this can prove to managers that employees in tough times are willing to keep 

their performance levels adequate to sustain their lives.  

This gives back to the social exchange theory that first appeared towards the end of the 1950s and has 

since grown into a significant corpus of social behavior study (Davlembayeva and Alamanos, 2022) 

and in which employees will exchange their efforts in favor of receiving security and belonging. 

Nonetheless, managers should not ignore the PWB of individuals even if it is above neutral levels, 

indeed they should take advantage of such PWB especially during these times of crisis and promote it, 

since employees are in need of such encouragement and will yield significant results.  Song and Tao 

(2022) indicate that workers who are performant, productive, and fruitful because of a positive work 

environment are more likely to have positive relation at work. Moreover, a pleasant working atmos-

phere and a satisfying environment help people do their duties in a more effective way, which im-

proves both individual performance and organizational production (Wang, et al., 2021).  

According to Hosie and Sevastos (2009), numerous human resource-based interventions could pro-

mote employees' psychological well-being, such as selecting and placing individuals in appropriate 

positions, establishing a welcoming work environment, and offering training that improves employees' 

mental health and helps them manage their perspectives constructively. In brief, it comes to the man-

agement of the company in which they can be the initiators of developing a workforce that is commit-

ted to the organization and performs better on the job when fostering well-being at the workplace. At 

the end of the day, having positive or negative relation and consequently high or low performance, 

depends on the physical circumstances that exist in the workplace. 

7.4 Conclusion and future research 

This study suggested a paradigm for understanding the relationship between employee psychological 

well-being and performance amid a crisis. The researcher of this study concludes that employees in 

Lebanon might have reached a state of adaptability in which can be viewed as positive, since some 

employees are adapting to these tough times and overcoming such obstacles by performing better, giv-

ing more to their organization, and sustaining their presence within the companies. Still, this adaptabil-

ity could be viewed as if employees are suppressed and numb; they are performing their basic duties in 

favor of surviving this challenging cycle Lebanon is facing. Maybe this is why the people in Lebanon 

are not revolting against the system, they have been adapting all the hardships they are facing during 

the past years.   

On another note, this research only considered PWB of employees in relation to their performance, 

without including any other variables that may have been affected by the crisis. Hence, future research 

is recommended to tackle how employee engagement, satisfaction, motivation, and productivity in 

relation to their PWB was affected during the crisis. In conclusion, the researcher believes that there is 

light at the end of this dark gloomy tunnel, and will always hope for a better tomorrow, a better Leba-

non. 



Wellbeing and performance amid economic crisis 

The 15th Mediterranean Conference on Information Systems (MCIS) and the 6th Middle East & North Africa 

Conference on digital Information Systems (MENACIS), Madrid 2023  12 

 

 

References 

Adam, I., F. Dayour, and A. Kimbu (2023). “Crisis-induced financial anxiety, social support, socio-

psychological wellbeing, and commitment to work in the tourism sector.” Development Southern 

Africa, 1-24. 
Allport, G. W. (1961). Pattern and growth in personality. Holt, Reinhart & Winston. 

Barclay, D., C. Higgins, and R. Thompson (1995). “The Partial Least Squares (PLS) Approach to 

Causal Modelling: Personal Computer Adoption and Use as an Illustration.” Technology 2(1), 285–

309. 

Bayhan Karapinar, P., S. Metin Camgoz, and O. Tayfur Ekmekci (2020). “Employee Wellbeing, 

Workaholism, Work–Family Conflict and Instrumental Spousal Support: A Moderated Mediation 

Model.” Journal of Happiness Studies 21(1), 2451–2471. 

Bellou, V., L. Chitiris, and A. Bellou (2005). “The impact of organizational identification and self-

esteem on organizational citizenship behavior: the case of Greek public hospitals.” Operational Re-

search: An International Journal 5, 305-318. 

Bell, S. J. and B. Menguc (2002). “The employee-organization relationship, organizational citizenship 

behaviors, and superior service quality.” Journal of Retailing 78, 131–146. 

Bennett, R. J. and S. L. Robinson (2000). “Development of a measure of workplace deviance.” Jour-

nal of Applied Psychology, 349−360. 

Budd, J. W. (2004). Employment with a human face: Balancing efficiency, equity, and voice., s.l.: 

Cornell University Press. 

Bühler, C. (1935). “The curve of life as studied in biographies.” Journal of Applied Psychology, 653–

673. 

Burrowes, K. and J. Shannon (2021). Six Big Challenges Facing Governments in 2021. URL: 

https://www.pwc.com/gx/en/issues/reinventing-the-future/take-on-tomorrow/government-

challenges.html  

Case, T. (1925). The development of Aristotle. Mind, 34(133), 80-86. 

Davlembayeva, D. and E. Alamanos (2022). Social Exchange Theory: A review. In S. Papagiannidis 

(Ed). In: TheoryHub Book.  

Deci, E. L., R. Koestner, and R. M. Ryan (2001). Extrinsic rewards and intrinsic motivation in educa-

tion: Reconsidered once again. Review of Educational Research 71(1), 1-27. 

Deloitte (2017). At a Tipping Point? Workplace Mental Health and Wellbeing, London: Deloitte Cen-

tre for Health Solutions.URL: https://www2.deloitte.com/content/dam/Deloitte/uk/Documents/ 

public-sector/deloitte-uk-workplace-mental-health-n-wellbeing.pdf  

Devonish, D. (2016), "Emotional intelligence and job performance: the role of psychological well-

being", International Journal of Workplace Health Management 9(4), 428-442. 

https://doi.org/10.1108/IJWHM-04-2016-0031  

Diener, E. (2000). “Explaining differences in societal levels of happiness: Relative standards, need 

fulfilment, culture and evaluation theory.” Journal of Happiness Studies 1, 41– 78. 

Dixon-Fyle, S., K. Dolan, V. Hunt, and S. Prince (2020). Diversity wins: How inclusion matters. 

McKinsey & Company, 6. 

Dlamini, N. P., S. Suknunan, and A. Bhana (2022). “Influence of employee-manager relationship on 

employee performance and productivity.” Problems and Perspectives in Management 20(3), 28-42. 

Erikson, E. H. 1. (1980). Identity and the life cycle. New York, Norton. ; Chicago / Turabian - Author 

Date Citation · Erikson, Erik H. 1902-1994. 

Fahami, F., M. Amini-Abchuyeh, and A. Aghaei (2018). “The Relationship between Psychological 

Wellbeing and Body Image in Pregnant Women.” Iranian journal of nursing and midwifery re-

search 23(3), 167–171. 

Forgas, J. P. (2002). “Feeling and doing: Affective influences on interpersonal behavior.” Psychologi-

cal Inquiry 13, 1–28. 

Fornell, C. and D. F. Larcker (1981). “Evaluating Structural Equation Models with Unobservable Var-

iables and Measurement Error.” Journal of Marketing Research 18, 39–50. 

https://www.pwc.com/gx/en/issues/reinventing-the-future/take-on-tomorrow/government-challenges.html
https://www.pwc.com/gx/en/issues/reinventing-the-future/take-on-tomorrow/government-challenges.html
https://www2.deloitte.com/content/dam/Deloitte/uk/Documents/%20public-sector/deloitte-uk-workplace-mental-health-n-wellbeing.pdf
https://www2.deloitte.com/content/dam/Deloitte/uk/Documents/%20public-sector/deloitte-uk-workplace-mental-health-n-wellbeing.pdf
https://doi.org/10.1108/IJWHM-04-2016-0031


Wellbeing and performance amid economic crisis 

The 15th Mediterranean Conference on Information Systems (MCIS) and the 6th Middle East & North Africa 

Conference on digital Information Systems (MENACIS), Madrid 2023  13 

 

 

Fox, S., and P. E. Spector (2006). “The many roles of control in a stressor-emotion theory of counter-

productive work behavior.” Employee Health 5, 171–201.  

Frankl, V. (1959). “The spiritual dimension in existential analysis and logotherapy.” Journal of Indi-

vidual Psychology, 157–165. 

Gedikli, C., M. Miraglia, S. Connolly, M. Bryan and D. Watson (2023). The relationship between un-

employment and wellbeing: an updated meta-analysis of longitudinal evidence, European Journal 

of Work and Organizational Psychology, 32(1), 128-144. 

Harrison, D. A., D. A. Newman, and P. L. Roth (2006). “How important are job attitudes? Meta-

analytic comparisons of integrative behavioural outcomes and time sequences.” Academy of Man-

agement journal 49(2), 305-325. 

Hewett, R., A. Liefooghe, G. Visockaite, and S. Roongrerngsuke (2018). “Bullying at work: cognitive 

appraisal of negative acts, coping, well-being, and performance.” Journal of Occupational Health 

Psychology 23(1), 71. 

Hodson, R. (2004). “Work life and social fulfillment: Does social affiliation at work reflect a carrot or 

a stick?.” Social Science Quarterly 85(2), 221-239. 

Hosie, P. and P. Sevastos (2009). “Does the ‘happy-productive worker’ thesis apply to managers?.” 

International Journal of Workplace Health Management, 2(2), 131-160. 

Huang, L. C., D. Ahlstrom, A. Y. P. Lee, S. Y. Chen, and M. J. Hsieh (2016). “High performance 

work systems, employee well-being, and job involvement: An empirical study.” Personnel Review, 

45(2), 296-314. 

Inguglia, C., S. Ingoglia, F. Liga, A. Lo Coco, and M.G. Lo Cricchio (2015). “Autonomy and related-

ness in adolescence and emerging adulthood: Relationships with parental support and psychologi-

cal distress.” Journal of Adult Development 22(1), 1-13. 

Ismail, H., S. Karkoulian, and S. Kertechian (2019). “Which personal values matter most? job perfor-

mance and job satisfaction across job categories.” International Journal of Organisational Analysis 

27(1), 109-124. 

Jahoda, M. (1958). Current concepts of positive mental health. 

Jia-Jun, Z., and S. Hua-Ming (2022). “The impact of career growth on knowledge-based employee 

engagement: the mediating role of affective commitment and the moderating role of perceived or-

ganizational support.” Frontiers in Psychology, 13, 805208. 

Jio, B. (2022). “The effect of performance appraisal practices on employee performance: the case of 

bule hora university.” International journal of multidisciplinary educational research 11(8), 8-15. 

Joo, B.-K., P. S. and S. Lee (2021). “Personal growth initiative: the effects of person–organization fit, 

work empowerment and authentic leadership.” International Journal of Manpower 42(3), 502-517. 

Judge, T. A., C. J. Thoresen, J. E. Bono, and G. K. Patton (2001). “The job satisfaction–job perfor-

mance relationship: A qualitative and quantitative review.” Psychological bulletin, 127(3), 376. 

Jung, C. G. (2001). Modern man in search of a soul. Psychology Press. 

Kebede, A., S. E. Stave, A. Tiltnes, and A. Katta (2021). A blast in the midst of crises. International 

Labor Organization. Available at: https://www.fafo.no/images/pub/2021/963.pdf  

Keeman, A., K. Näswall, S. Malinen, and J. Kuntz (2017). “Employee wellbeing: Evaluating a wellbe-

ing intervention in two settings.” Frontiers in psychology 8, 505. 

Ke, G. N., D. Grajfoner, S. Carter, N. DeLima, R. Khairudin, W. Y. Lau, and S. C. Lee (2022). “Psy-

chological wellbeing and employability of retrenched workforce during COVID-19: A qualitative 

study exploring the mitigations for post pandemic recovery phase.” Frontiers in Public Health, 10, 

907797. 

Khanjani, M., S. Shahidi, J. Fathabadi, M. A. Mazaheri, and O. Shokri (2014). “Factor structure and 

psychometric properties of the Ryff’s scale of Psychological well-being, short form (18-item) 

among male and female students.” Thoughts and Behavior in Clinical Psychology 9(32), 27-36. 

Koopmans, L., C. M. Bernaards, V. H. Hildebrandt, H. C. De Vet, and A. J.  Van der Beek (2014). 

“Construct validity of the individual work performance questionnaire.” Journal of occupational 

and environmental medicine 56(3), 331-337. 

Kundi, Y. M., M. Aboramadan, E. M. Elhamalawi, and S. Shahid (2021). “Employee psychological 

well-being and job performance: exploring mediating and moderating mechanisms.” International 

Journal of Organizational Analysis, 29(3), 736-754.  

https://www.fafo.no/images/pub/2021/963.pdf


Wellbeing and performance amid economic crisis 

The 15th Mediterranean Conference on Information Systems (MCIS) and the 6th Middle East & North Africa 

Conference on digital Information Systems (MENACIS), Madrid 2023  14 

 

 

Leonard, K. (2019). Importance of Employee Performance in Business Organizations. URL: 

https://smallbusiness.chron.com/importance-employee-performance-business-organizations-

1967.html (visited on 07/21/2022). 

Lohapan, N. (2018). “Psychological well-being and job success: an empirical research of tax auditors 

in Thailand.” The Business and Management Review 7(5), 95-104. 

Maslow, A. H. (1968). Toward a psychology of being. New York: Van Nostrand.  

Mihaela, R., S. Luminita, C. Gabriela, and B. Elena (2022). “The relationship between self-esteem and 

the employees' motivation in work of state organizations.” Technium Social Sciences Journal 32, 

502-518. 

Mohd Nasurdin, A., C. Tan, and S. Naseer Khan (2020). “Can high performance work practices and 

satisfaction predict job performance?An examination of the Malaysian private health-care sector.” 

International Journal of Quality and Service Sciences 12(4), 521-540. 

Moynihan, D. P. and S. K. Pandey (2008). “The ties that bind: Social networks, person-organization 

value fit, and turnover intention.” Journal of Public Administration Research and Theory, 18, 205–

227. 

Mroue, B. (2021). World Bank: Lebanon's crisis among world's worst since 1850s. ABC News, URL: 

https://reliefweb.int/report/lebanon/lebanon-s-economic-crisis-spirals-out-control-pushing-

children-further-hunger-2022#:~:text=Since%202019%2C%20Lebanon's%20currency%20has, 

in%20the%20last%20two%20years  

Neugarten, B. (1973). Personality change in late life: A developmental perspective. p. 311–335. 

Olaniyi, A. (2022). “Assessing the Employee Well-Being and Performance in Small-Sized Construc-

tion Organization.” Sustainability in Environment 7(1), 63. 

Poornima, M. (2015). “Achieving Competitive Advantage through Employees.” International Journal 

of Arts, Humanities and Management Studies 1(9), 66-71. 

REBA, (2019). Employee Wellbeing Research, London: Reba Group. 

Robitschek, C. (1998). “Personal growth initiative: The construct and its measure.” Measurement and 

Evaluation in Counseling and Development 30(4), 183–198. 

Rogers, C. R. (1961). On becoming a person: a therapist's view of psychotherapy (p. 0). London: Con-

stable.  

Ruggeri, K., E. Garcia-Garzon, A. Maguire, S. Matz, and F. A. Huppert (2020). “Well-being is more 

than happiness and life satisfaction: a multidimensional analysis of 21 countries.” Health and 

quality of life outcomes, 18(1), 1-16. 

Ryff, C. D. (1989). “Happiness is everything, or is it? Explorations on the meaning of psychological 

well-being.” Journal of personality and social psychology 57(6), 1069. 

Ryff, C. (2014). “Psychological well-being revisited: advances in the science and practice of eudai-

monia.” Psychotherapy and psychosomatics 83(1), 10–28. 

Sadovyy, M., M. Sánchez-Gómez, and E. Bresó (2021). “COVID-19: How the stress generated by the 

pandemic may affect work performance through the moderating role of emotional intelligence.” 

Personality and Individual Differences, 180, 110986. 

Saeed, I., J. Khan, M. Zada, R. Ullah, A. Vega-Muñoz, and N. Contreras-Barraza (2022). “Towards 

examining the link between workplace spirituality and workforce agility: Exploring higher educa-

tional institutions.” Psychology Research and Behavior Management, 31-49. 

Salas-Vallina, A., M. Pozo-Hidalgo, and P. Gil-Monte (2020). “Are happy workers more productive? 

The mediating role of service-skill use.” Frontiers in psychology 11, 456. 

Samwel, J. (2018). “Effect of employee relations on employee performance and organizational per-

formance–study of small organizations in tanzania.” International Journal of Economics 2(4), 528-

540. 

Sedikides, C. and Strube, M. J. (1995). “The multiply motivated self.” Personality and Social Psy-

chology Bulletin 21(12), 1330–1335. 

Sharma, P., T. Kong, and R. Kingshott (2016). “Internal service quality as a driver of employee satis-

faction, commitment and performance: exploring the focal role of employee well-being.” Journal 

of Service Management 27(5), 773-797. 

https://smallbusiness.chron.com/importance-employee-performance-business-organizations-1967.html
https://smallbusiness.chron.com/importance-employee-performance-business-organizations-1967.html
https://reliefweb.int/report/lebanon/lebanon-s-economic-crisis-spirals-out-control-pushing-children-further-hunger-2022#:~:text=Since%202019%2C%20Lebanon's%20currency%20has, in%20the%20last%20two%20years
https://reliefweb.int/report/lebanon/lebanon-s-economic-crisis-spirals-out-control-pushing-children-further-hunger-2022#:~:text=Since%202019%2C%20Lebanon's%20currency%20has, in%20the%20last%20two%20years
https://reliefweb.int/report/lebanon/lebanon-s-economic-crisis-spirals-out-control-pushing-children-further-hunger-2022#:~:text=Since%202019%2C%20Lebanon's%20currency%20has, in%20the%20last%20two%20years


Wellbeing and performance amid economic crisis 

The 15th Mediterranean Conference on Information Systems (MCIS) and the 6th Middle East & North Africa 

Conference on digital Information Systems (MENACIS), Madrid 2023  15 

 

 

Shorey, H., S. Little, T. D. Snyder, and C. R. Kluck (2007). “Hope and personal growth initiative: A 

comparison of positive, future-oriented constructs.” Personality and Individual Differences 43(7), 

1917-1926. 

Singh-Manoux, A., P. Clarke, and M. G. Marmot (2002). “Multiple measures of socio-economic posi-

tion and psychosocial health: Proximal and distal measures.” International Journal of Epidemiolo-

gy 31, 1192–1199. 

Song, B., and Tao, W. (2022). “Unpack the relational and behavioral outcomes of internal CSR: High-

lighting dialogic communication and managerial facilitation.” Public relations review 48(1), 

102153. 

Sonnentag, S. and M. Frese, (2002). “Performance concepts and performance theory.” Psychological 

management of individual performance 23(1), 3-25. 

Tavares, F., E. Santos, A. Diogo, and V. Ratten (2021). “Teleworking in Portuguese communities dur-

ing the COVID-19 pandemic.” Journal of Enterprising Communities: people and places in the 

global economy 15(3), 334-349. 

Tran, K., N. P., T. Dang, and N. Ton (2018). “The impacts of the high-quality workplace relationships 

on job performance: A perspective on staff nurses in Vietnam.” Behavioral sciences, 8(12), 109. 

Turban, D. B. and W. Yan (2016). Relationship of eudaimonia and hedonia with work outcomes. 

Journal of Managerial Psychology 31(6), 1006–1020. 

Al-Saeed A. and Z. El-Khalil (2022). Lebanon: Normalization of Crisis is No Road to Stabilization, 

The world Bank.  

United Nations, 2023. World Economic Situation and Prospects as of mid 2023. available at: 

https://www.un.org/development/desa/dpad/wp-content/uploads/sites/45/WESP_2023_MYU_ 

PR_EN.pdf  

Van den Broeck, A., C. Sulea, T. Vander, E., G. Fischmann, D. Iliescu, H. De Witte (2014),"The me-

diating role of psychological needs in the relation between qualitative job insecurity and counter-

productive work behavior." Career Development International, 19(5), 526 – 547. 

Volini, E., B. Denny, and J. Schwartz (2020). Belonging: From comfort to connection to contribution. 

Delloite Insights. 

Vosloban, R. I. (2012). “The Influence of the Employee's Performance on the Company's Growth - A 

Managerial Perspective.” Procedia Economics and Finance 3, 660-665. 

Wang, X., Z. Zhang, and D. Chun (2021). “How does mobile workplace stress affect employee inno-

vative behavior? The role of work–family conflict and employee engagement.” Behavioral Scienc-

es, 12(1), 2. 

Weng, Derek, Q. and J. Mcelroy (2010). “The relationship between career growth and organizational 

commitment.” Journal of Vocational Behavior, 391-400. 

Whelpley, C. and M. McDaniel (2016). “Self-esteem and counterproductive work behaviors: a sys-

tematic review.” Journal of Managerial Psychology, 31, 850-863. 

Wool, M. (2021). Find the Purpose of Work by Creating Purpose in Your Work. URL: 

https://www.betterup.com/blog/purpose-of-work  

Zoellner, K., and R. Sulikova (2022). “Enhancing Employees’ Motivation Amid the Crisis of COVID-

19.” Journal of Human Resources Management Research, 2022(2022), Article ID 486239,  DOI: 

10.5171/2022.486239  

 . 

 

 

 

 

https://www.un.org/development/desa/dpad/wp-content/uploads/sites/45/WESP_2023_MYU_%20PR_EN.pdf
https://www.un.org/development/desa/dpad/wp-content/uploads/sites/45/WESP_2023_MYU_%20PR_EN.pdf
https://www.betterup.com/blog/purpose-of-work


Wellbeing and performance amid economic crisis 

The 15th Mediterranean Conference on Information Systems (MCIS) and the 6th Middle East & North Africa 

Conference on digital Information Systems (MENACIS), Madrid 2023  16 

 

 

APPENDIX A. 
 

Demographic Variables Respondents 

 Number PERC 

Gender 

Male 128 44.8% 

Female 158 55.2% 

Age 

18 – 24 109 38.1% 

25 – 34 92 32.2% 

35 – 44 54 18.9% 

45+ 31 10.8% 

Company Type 

Multinational 112 39.2% 

Local 174 60.8% 

Work Type 

Office Based 174 60.8% 

Remotely 31 10.8% 

Hybrid 81 28.3% 

Salary Types 

LBP 94 32.9% 

Fresh US Dollars 88 30.8% 

Bank US Dollars 9 3.1% 

mix of LBP and Fresh USD 88 30.8% 

mix of LBP and Bank USD 2 0.7% 

mix of LBP, Bank USD, and Fresh USD 3 1.0% 

unpaid 2 0.7% 

Company's Industry 

Audit/Consulting/Legal 13 4.5% 

Banking/Finance 20 7.0% 

Const/Real Estate/Planning/Design 8 2.8% 

Energy/Environment/Utilities 1 0.3% 

Engineering/RandD 7 2.4% 

Events/Tourism/Hospitality/Culture 7 2.4% 

Industrial/Food Industry/Chemistry 27 9.4% 

IT / Telecoms 37 12.9% 

Media/Digital/Publishing 15 5.2% 

Medicine/Pharmaceutical/Health 50 17.5% 

Public/Social/NGO/Education 70 24.5% 

Retail/Consumer Goods/Luxury 27 9.4% 

Service/Transport 4 1.4% 

Marital Status 

Single 190 66.4% 

Married 86 30.1% 

Divorced 8 2.8% 

Widowed 2 0.7% 

Educational Level 

High School 13 4.5% 

Bachelor’s degree 162 56.6% 

Master’s degree 100 35.0% 

PhDs 11 3.8% 

Years of service in current organization 

less than 1 year 85 29.7% 

1 - 3 years 93 32.5% 

4 - 5 years 31 10.8% 

5 + years 77 26.9% 

Table 1.  Summary of demographics, n = 286. 
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