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Abstract.
BACKGROUND: It is asserted that the positive outcomes from employees are a result of positive gestures initiated by
the organization. Consequently, organizations can strategize their practices in such a manner that would stimulate and
amplify positive behavioral outcomes from employees ultimately leading to organizational effectiveness and ameliorated
organizational sustainability.
OBJECTIVE: The objective of the present study is to investigate the relationship between Perceived Organizational Virtu-
ousness (POV) and Workplace Happiness (WPH), mediated by Job Satisfaction (JS) for creating sustainable organizations.
METHOD: Quantitative research approach was adopted following a conclusive research design. Purposive (Non-probability)
sampling technique was used, and data was collected from 470 employees from IT and ITeS sector companies of Delhi-NCR
(India) using questionnaire. The statistical analysis was done using SmartPLS 4 for the data.
RESULTS: The results revealed that employees, who perceive organizations as virtuous, tend to feel happy at the workplace.
Also, the perceptions of Organizational Virtuousness were found to amplify the experiences of Workplace Happiness and it
was also found that Job Satisfaction significantly mediates the stated relationship.
CONCLUSIONS: The results of the study can help the managers and strategy makers to ensure well-being of employees
and adding to their performance and effectiveness.
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1. Introduction

Organizations today operate in dynamic and
changing environments that firmly emphasize on
importance of flexibility, adaptation, and (social)
innovation [1, 2]. Over the past 20 years, this has led to
an increase in business and academic interest in cre-
ating sustainable organizations that can endure and
simultaneously satisfy a triple bottom line of envi-
ronmental, economic, and human performance [3, 4].
However, as compared to the environmental and eco-
nomic aspects of sustainability, much lesser attention
has been paid to its human component [5].

Organizations of the 21st century are thriving
towards not only improved financial performance
but also being more concerned towards the needs of
their employees, and employee well-being is one of
the concentrated areas of these organizations [6, 7].
However, organizations are still not able to escape
financial and moral collapses [8, 9]. Presently, when
most of our day today activities are being tangled by
internet [10], the role of IT and ITeS sector cannot be
underestimated [11].

The Information Technology (IT) industry is
nearly four decades old in the Indian economy [12].
In company with various other sectors, the IT sector
significantly aids in the expansion and development
of our nation [13, 14]. This sector has emerged as
boon in the world market and it has positioned itself
centrally to the society and world as a whole [15, 16].

As per NASSCOM, 2022 report [17], India earns
nearly 20 million rupees yearly by exporting the IT
enabled services (ITeS) and related products. The
Indian IT-ITeS industry contributed nearly 55 per-
cent to the global service sourcing market comprising
US$ 200–250 billion in 2019-20. The market size of

IT industry had grown multiple times since the year
2008-09 to 2019-20 (approx. 67 billion to 191 bil-
lion US$). It is further expected that the revenue will
develop in the succeeding years with an expediting
rate of growth and might reach to 350 billion US
dollars by 2025 [18].

The scenario in terms of human capital indicates
that most industrialized nations are raising the retire-
ment age as the proportion of elderly people rises [19,
20]. As a result, most workers will have to work for an
extended period of time while fewer young people are
entering the workforce. Due to the increasing com-
plexity of the qualifications needed for jobs and the
decreasing “half-life” of those qualifications, lifetime
employment is no longer guaranteed [21]. For all of
these reasons, the viability and competitive advantage
of organizations are directly impacted by workforce
sustainability, making it a matter of critical economic
importance today. A sustainable workforce is espe-
cially necessary in highly innovative industries, such
as knowledge-intensive businesses, which must con-
tend with frequent technological (and organizational)
changes as well as fierce international competition
[22]. Today’s workforce must be motivated to “go the
extra mile” and be proactive in (co)creating change
by taking personal initiative and exhibiting creative
and innovative work behavior. Simply being healthy
and able to continue working is no longer sufficient.
In other words, employee sustainability in modern
organizations depends on innovative work behavior
as well as their level of work engagement [23].

The current mindset and conception of prosperity
must be changed in order to make genuine progress
towards social and environmental sustainability, tak-
ing important factors like well-being and happiness
into account [24]. Key metrics relating to health, the
environment, and the standard of social interactions
are just a few examples of how well-being can be
defined [25]. According to researchers [26], “hap-
piness that contributes to individual, community, or
global well-being without exploiting other people, the
environment, or future generations” [27] is what is
meant by “sustainable happiness” [28].

In the domain of Organizational Behavior, theo-
ries related to rectifying acts have been replaced by
theories that concentrate on creating spirals of posi-
tive behaviors and outcomes [29]. The virtue theory
used in the present study emphasizes that the prac-
tices of extending virtuous behaviours can encourage
engagement of stakeholders and promote health-
ier decision making. Virtue theory has also been
used extensively in positive organizational scholar-
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ship. Bright et al. [30] and Cameron & Caza [31],
highlighted that Virtue theory contributes towards
developing a relevant connect between Virtuousness
and behavioral outcomes further leading to outcomes
such as Job Satisfaction.

Research attempts in the Positive Psychology
domain have shifted the concentration of organi-
zations from financial to human capital. Employee
well-being is centric to organizations’ initiatives
these days [32]. Following the trends, organizations
are now focused on being virtuous and are trying
to create better workplaces to reap the highest of
productive outcomes. Organizational Virtuousness
and Workplace Happiness are two such interrelated
constructs that have become prominent in organi-
zational research. Some researchers [33–37] have
made efforts to make a place for these concepts to
be investigated empirically. Previous studies [38–43]
have claimed that Organizational virtuousness leads
to Job satisfaction among employees; and perceptions
of Organizational Virtuousness reinforce proactive
work behaviour among employees. Further it is
asserted that when employees experience honesty,
trust, compassion, and respect from the organization,
they tend to feel satisfied with the job. Satufet et al.
[44] assert that when employees feel satisfied with
their job, they tend to feel better in terms of well-
being and happiness. Nierenberg et al. [45] claimed
a positive association between Job satisfaction and
Happiness at work. Hosie [46] asserted that happiness
is an outcome of Job satisfaction.

Although the stated studies highlighted the associ-
ation between Organizational Virtuousness and allied
outcomes, the mediating role of Job Satisfaction
between Perceived Organizational Virtuousness and
Workplace Happiness was required to be empirically
investigated. By analyzing the mediating role of Job
Satisfaction in context of IT and ITeS sector, the
findings of the present study made significant contri-
butions in the domain of Positive Psychology. Hence,
the present research is a novel attempt of examining
the impact of Perceived Organizational Virtuousness
(POV) on Workplace Happiness (WPH) through Job
satisfaction (JS) as a mediator.

The study broadly tried to answer the following
questions: Is there an association between employ-
ees’ perceptions of Organizational Virtuousness and
their experiences of Workplace Happiness? Does
Perceived Organizational Virtuousness significantly
impact Workplace Happiness? and how does Job
Satisfaction mediate the stated relationship for estab-
lishing organizational sustainability?

The present study is structured as follows: The
constructs are defined in the initial part followed
by a description of literature on proposed associa-
tions. Based on the literature, the theoretical model
is framed for the study subsequently stating the
methodology adopted. Data analysis and consequent
outcomes have been discussed in the proceeding sec-
tion and finally, the limitations and future research
scope of the study have been mentioned in the con-
cluding part.

2. Literature review

The present study examines the linkage between
Perceived Organizational Virtuousness, Workplace
Happiness, and Job Satisfaction within IT/ITeS orga-
nizations and how these linkages can contribute
towards sustainability of organizations. Workplace
Happiness is a driver of engagement and perfor-
mance, while the researchers examined how Job Sat-
isfaction mediates the relationship between Perceived
Organizational Virtuousness and Workplace Happi-
ness. Amid the dynamic IT/ITeS sector, cultivating
these factors can contribute to sustainable practices,
aligning economic, social, and environmental dimen-
sions for organizational longevity. The following
sections explains the Virtue Theory linkages with the
constructs considered for the present study:

2.1. The Virtue theory

Following the ‘Virtue theory’ in Positive Organi-
zational Scholarship and ‘Job Characteristics Model’
by Hackman & Oldham [47]; the theoretical model
for investigating the association between Organiza-
tional Virtuousness and Workplace Happiness has
been designed. Moreover, the positive social science
movement by Bright et al. [48], which emphasize the
identification of positive behaviors that are indica-
tive of virtue as well as their associated factors,
has accelerated modern research on virtues. Posi-
tive organisational behavior (POB) in particular [49]
and positive psychology (PP) in general [50] have
advanced the understanding of the positive qualities,
feelings, and institutions that promote human flour-
ishing. A research model to investigate the proposed
relationships is a missing element in the literature
of Organizational Virtuousness and its outcomes par-
ticularly in IT sector organizations. Ultimately, it is
aimed that the mediating role of JS be explored in the
stated relationship between POV and WPH.
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2.2. Workplace happiness

The concept of Workplace Happiness is con-
strained in terms of being empirically investigated. It
has been in the recent past only when the researchers
have tried to explore the concept and investigate its
association(s) with other variables. The factors lead-
ing to Workplace Happiness have been acknowledged
differently by different researchers. Many believe that
Workplace Happiness of employees is determined by
tangible factors like salary, a good office, and extra
benefits [50]. Cynthia Fisher [35] asserted that ‘Hap-
piness’ is something beyond ‘Job Satisfaction’ as it
includes intangible factors (eg; respect, trust, and fair-
ness) also. It is believed that Workplace Happiness
consists of something more than the tangibles. Intan-
gibles like interesting job/work, appreciation for the
work, and a sense of belongingness are the top three
factors that employees look for when they are at work
[50].

In the IT sector specifically, the determinants of
Workplace Happiness have been categorized as work
life balance, mental and physical well-being, and
relationship with managers [51]. Other factors in soft-
ware companies that contribute are vitality, personal
resilience, personal happiness, well managed team
and a trusting manager [52]. For the present study, five
factors of Workplace Happiness have been consid-
ered; Work Culture, Work Characteristics, Work Life
Balance [53], Supervisor Support, and Peer Support
[54, 55].

The goal of happiness visioning is to increase hap-
piness in seven key areas: relationships with family
and friends, work, money, health, personal freedom,
and values [56]. Organizations and government rep-
resentatives provide local knowledge on the work’s
viability and chances of acceptance, while work staff
members contribute their prior experience and schol-
arly knowledge [57].

2.3. Perceived Organizational Virtuousness
(POV)

Virtuousness has a strong relationship with hap-
piness [58, 59]. Perceptions of Organizational
Virtuousness leads to happiness among employees,
and these employees are likely to report more affirma-
tive cognitive assessment of their jobs and happiness
experiences tied to the job [60]. Further researchers
[61] investigated two American organizations to
understand the association between virtuousness and

happiness. The cultures and philosophies of these
organizations were studied using qualitative research
approach. Conclusively it was found that to cre-
ate and maintain, happier, healthier and productive
workplace, the emphasis of organizations must be on
practicing positive psychology at the workplace(s).
Organizational members and leaders play a vital role
in realizing such workplace practices that promote
happiness. They add that for being happy in gen-
eral, people must be happy at work. Rego et al. [9]
stated that when an organization displays virtuous
actions, it promotes employee well-being, employees
are further likely to display extra-role behavior(s) and
support the organization in building a healthier and
virtuous environment. Virtuousness in the organiza-
tion(s) also has the traits to produce happiness among
stakeholders [62]. When organizations perform vir-
tuous acts, it leads to increase in positive effects and
decreases the negative effects [34, 63–65].

Organizational virtuousness is something beyond
socialization of employees. It encourages ethical
development of employees [66]. In 2003, Cameron
[29] stated that “Organizational virtuousness is inti-
mately tied to what is good to and for human beings,
it can create positive emotions, build social capi-
tal and spark pro-social behavior. It is capable of
transforming the employee employer relationship and
the subsequent employee reactions.” In the organiza-
tional context it tends to: (1) encourage a sense of
meaning, well-being, and dignity of the individuals,
(2) encourage harmonious relationships, (3) amplify
positive behaviors, and (4) buffer the negative con-
sequences of downfalls and promote resilience [30].
Following the study by Cameron et al. [67] the present
study specified the following dimensions of Organi-
zational Virtuousness: (a) Organizational optimism:
It refers to the positive beliefs held by organizational
members that they will be successful in not only
doing well but doing good, even while encounter-
ing major challenges. (b) Organizational forgiveness:
It refers to quick forgiveness of mistakes and is
used as opportunity for learning in a context that
is illustrated by high standards of performance. (c)
Organizational trust: It indicates that organizational
members are courteous, considerate, and respectful
towards each other and leaders. (d) Organizational
compassion: It means that organizational members
care about each other, and that acts of compassion and
concern are widespread in the organization. (e) Orga-
nizational integrity: It indicates that trustworthiness,
honor, and honesty are spread across the organiza-
tion.
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Hence, to achieve desired performance and
increase the experiences of happiness among employ-
ees, organizations should practice virtuousness.

Thus, it can be hypothesized that:

H1 : Perceived Organizational Virtuousness has
a significant impact on Workplace Happiness.

2.4. Job satisfaction

According to Asad & Faiz [38], the employees
who experience virtuous acts and ethical climate
in the organization, tend to go beyond their speci-
fied duties at work and their behaviors make them
better satisfied with the job. Kooshki & Zeinabadi
[39], also stated that Organizational Virtuousness
leads to increased Organizational Commitment, bet-
ter Job Attitudes, and better Job Satisfaction. Alipour
& Aerab [68] and Buragohain & Hazarika [69]
opined that Happiness and Satisfaction are positively
related, and more feelings of hope and happiness
lead to more satisfaction at job. Kosasih & Basit
[70] found that HR factors are crucial to per-
formance improvement, and they support public
services. Job Satisfaction is said to have an impor-
tant role in employees’ Workplace Happiness, better
performance encourages happiness at the workplace.
Al-Ali et al. [71] asserted that Job satisfaction has a
positive influence on employees’ performance and
thereby improves Job Happiness (JH). It was fur-
ther claimed that Job Happiness plays a mediating
role between employee performance and job satis-
faction and turnover intention. Such findings from
the researchers had guided the organization manage-
ments to implement the policies by human resources
in the respective industry. Butt, Wen, & Hussain
[72] asserted that when employees experience sat-
isfaction at work, it promotes Happiness at work.
Here, the role of organizational leaders is essential
in facilitating the employees with safe working con-
ditions, providing support in doing work, showing
concern for well-being of employees. Such lead-
ership behaviors improve employees’ satisfaction
with the job and ultimately promotes employee
happiness.

Researchers in the past few decades have
analyzed the relationship between Organizational
Virtuousness and Job satisfaction; and claimed that
Organizational virtuousness leads to Job satisfaction
among employees [38]. Further, it has been asserted
that when employees experience honesty, trust, com-

Fig. 1. Conceptual model.

passion, and respect from the organization; they tend
to feel satisfied with the job [39].

The present study is an effort to examine the rela-
tionship between POV and WPH directly and with the
intervention of JS as a mediator. Hence it is hypoth-
esized that:

H2 : Job satisfaction significantly mediates the
relationship between Perceived Organizational
Virtuousness and Workplace Happiness

Although, the studies by Weaver [73], Piccolo et
al. [74], Satuf et al. [75], Hwang [76] and The-
vanes & Jathurika [77] have attempted to justify the
linkages between Job satisfaction and Happiness of
employees in vivid job areas, an investigation of the
linkage between POV and WPH with the mediat-
ing role of JS remains absent. Hence, the present
study is a novel attempt in this direction. By test-
ing the above stated hypotheses, the research study
aimed to examine the impact of Perceived Organiza-
tional Virtuousness on Workplace Happiness within
the context of various organizational settings; and
to investigate the mediating role of Job Satisfaction
in the relationship between Perceived Organizational
Virtuousness and Workplace Happiness, with the
overarching goal of elucidating how this mediation
contributes to the establishment of organizational sus-
tainability.

The conceptual model for analyzing the impact of
Perceived organizational virtuousness on Workplace
happiness mediated by Job satisfaction is shown in
Fig. 1.

3. Methodology

Research methodology involves various steps that
a researcher generally follows to examine a research
problem of the respective domain. It is a logi-
cal investigation of the research problem and as
asserted by Kallet [78], it provides the informa-
tion based on which the validity of a study can
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be determined. The following research method was
adopted for the present study for establishing valuable
results:

3.1. Research approach

Quantitative research approach was followed in the
study with a conclusive research design. In this type
of studies, research objectives and data requirements
need to be clearly defined. Such research design pro-
vides a way to validate and enumerate findings of
exploratory studies [79]. It is assumed that quantita-
tive research approach/design adopted for the present
study enabled to extract the true statistical nature of
results as per the nature of variables and relationships
to be investigated. The data was analyzed using PLS-
SEM technique in SmartPLS 4 software by Ringle et
al. [80].

3.2. Sampling technique and target population

Justifying the purpose of research and based on
the judgments of the researcher, purposive (non-
probability) sampling technique was used in the
present study. The rationale for choosing the purpo-
sive sampling as a technique for the present study
were that no sample frame of population for inclusion
criteria was readily available.

The sampling unit of present study is all IT and
ITeS sector companies of Delhi-NCR. The sam-
pling unit in terms of respondents selection for
present study is those employees of IT and ITeS
sector companies of Delhi-NCR who have com-
pleted at least one year of organizational tenure in
their present organization. The rationale for choos-
ing such employees has been supported from recent
research of Yap & Badri [53]. It is with the jus-
tification that employees start forming perceptions
about the organization only when they have spent
a time of at least one year in the organization. A
total of 600 employees from Delhi-NCR (India) were
approached with the support of a modified question-
naire. Out of the 530 responses received, 470 were
found suitable for the study. The period of data col-
lection for present study ranged from March 2021 to
September 2021.This period remained less affected
by Covid-19 pandemic as compared to the initial
year of 2020; hence the results of present study
remain varied and less affected by the scenario of
pandemic.

Table 1

Respondents’ demographic profile

Demographics Frequency In Percentage

Gender

Male 305 65%

Female 165 35%

Type of Organization

IT (Information Technology) 319 68%

ITeS (IT enabled services) 151 32%

Age (in Years)

20–30 365 78%

30–40 93 20%

40–50 4 0.7%

Above 50 8 1.3%

Total Work Experience (in Years)

Less than 5 312 66%

5–10 80 17%

10–15 57 12%

More than 15 21 5%

Organizational Tenure (in Years)

Less than 5 312 66%

5–10 66 14%

10–15 51 11%

More than 15 41 9%

Hierarchical Position

Lower 116 25%

Middle 321 68%

Top 33 7%

N = 470. Source: Primary data.

3.3. Demographics of respondents

The study was carried out in Delhi-NCR for the IT
and ITeS sector employees. Table 1 shows the detailed
demographic profile of respondents for the present
study. Employees with one year or more of organiza-
tional tenure were considered for being a participant
of the study [53].

3.4. Scale measures

The 15 items measurement scale for measur-
ing POV was developed by combining five factors
namely Optimism, Trust, Compassion, Integrity,
and Forgiveness dimensions following the study by
Cameron et al. [67]. For measuring Job satisfac-
tion, scale by Paul E. Spector [81] was adapted. The
scale for Workplace Happiness was self-administered
one which initially consisted of 22 items represented
through five factors. However, the results of pilot
testing made the items to be reduced to 18 follow-
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ing Gerbing and Anderson’s [82] scale development
guidelines. The factors in this scale included Work
culture, Work characteristics, Supervisor support,
Peer support, and Work life balance. The question-
naire statements have been shown in Annexure I.

3.5. Descriptive statistics and correlation
assessment

In this study, descriptive statistics (Table 2) were
employed to provide a comprehensive overview of
the dataset, comprising responses from a total of 470
participants. The primary constructs under investiga-
tion included Perceived Organizational Virtuousness,
Workplace Happiness, and Job Satisfaction. For POV,
participants’ mean scores ranged from 3.50 to 4.04.
The standard deviations, ranged from 0.556 to 1.014.
It signified the extent of variability within partici-
pants’ responses for each item. For WPH, the study
evaluated respondents’ perspectives across 18 items,
with mean scores varying from 3.49 to 3.87. The
calculated standard deviations, ranged from 0.590 to
1.031. Collectively, the descriptive statistics for both
POV and WPH unveil a coherent and reliable set
of data, capturing respondents’ sentiments on these
dimensions.

Furthermore, JS was evaluated through 9 items,
where mean scores spanned from 2.89 to 3.71. The
standard deviations, ranged from 0.537 to 1.025.
Overall, these descriptive statistics provide a robust
foundation for subsequent analyses, enabling a thor-
ough exploration of the relationships and patterns
within the constructs of Perceived Organizational
Virtuousness, Workplace Happiness, and Job Satis-
faction.

Table 2 also shows that the constructs Job Satisfac-
tion (JS) and Perceived Organizational Virtuousness
(POV) (r = 0.589), Job Satisfaction (JS) and Work-
place Happiness (WPH) (r = 0.650), and Perceived
Organizational Virtuousness (POV) and Workplace
Happiness (WPH) (r = 0.819) are positively corre-
lated with each other [83].

4. Data analysis and interpretation

4.1. Reliability and validity assessment

A total of 41 items, including measures of
Perceived Organizational Virtuousness (15 items),
Workplace Happiness (18 items), and Job Satisfac-
tion (9 items) were utilized. Results in Table 3 display

the values of factorial loadings where almost all the
factor loading of items were confined between the
range of standardized factors loading (i.e., between
0.5 and 0.90). However, four items from the scale of
Workplace Happiness and five items from Job Satis-
faction scale have been removed at the initial stage
for the factor loadings being below 0.5 [84, 85]. It
was concluded that convergent validity for POV and
JS items related with each construct was established
because the average variance extracted (AVE) values
were greater than 0.50 [86, 87]. Internal consistency
reliability was deemed to be established when the
composite reliability (CR) of all constructs was above
0.70 [88, 89]. The Cronbach’s value was greater
than.70, indicating that all constructs’ reliability had
been established [90, 91].

Additionally, the discriminant validity was com-
puted using the HTMT index (Table 4). The HTMT
ratio values were found to be below 0.85, which was
required to prove discriminant validity [92].

As a result, the analysis presented above demon-
strated the validity and reliability of the items used
to measure the study variables. The variance inflation
factor (VIF) values for each construct were less than
5. Hence, the indicators did not have any issues with
Collinearity [93].

4.2. Estimations for model fit

The measures for model fit estimation by Ringle et
al. [80] were used to investigate the association. In the
present study, following findings have been revealed:

Table 5 shows the model fit indices of SRMR (Stan-
dardized Root Mean Square Residual) value is 0.077
which is a good indicator of model fit [91, 94]. The
value of d ULS and d G are observed as 5.613 and
1.790 respectively. These values are as 95% boot-
strapped quantile values of saturated and estimated
model. NFI (Normed Fit Index) is an incremental
fit measure that calculates Chi-square values of the
model and compares it with useful standard [95]. The
NFI value should be closer to 1 for a better model fit
[94, 96]. The saturated model fit values and estimated
model fit values were the same since the conceptual
model had no free paths.

4.3. Structural model analysis

PLS-SEM was employed to estimate the structural
model’s parameters (Fig. 2), and Table 6 presents
the standardized values that the PLS algorithm com-
puted. Following Hair et al. [97], the R square (R2),
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Table 2

Descriptive statistics and correlation matrix

Construct Construct

item(s)

Mean

(N = 470)

Standard

Deviation

Job

Satisfaction

Perceived

organizational

virtuousness

Workplace

Happiness

(N = 470)

Job

Satisfaction

JS1 2.89 1.025

JS2 3.65 0.885

JS3 3.71 0.815

JS4 3.52 0.889

JS5 3.12 1.018 1.000

JS6 3.11 0.979

JS7 3.03 0.999

JS8 3.35 0.951

JS9 3.07 1.031

Perceived

organizational

virtuousness

POV1 3.89 0.809

POV2 4.03 0.843

POV3 4.04 0.798

POV4 3.52 1.014

POV5 3.90 0.999

POV6 3.77 0.939

POV7 3.73 0.907 0.589 1.000

POV8 3.74 0.894

POV9 3.56 0.835

POV10 3.81 0.922

POV11 3.76 0.915

POV12 3.90 0.981

POV13 3.67 0.917

POV14 3.50 0.865

POV15 3.64 0.839

Workplace

Happiness

WPH1 3.85 0.877

WPH2 3.49 0.903

WPH3 3.63 0.952

WPH4 3.76 0.864

WPH5 3.65 0.940

WPH6 3.86 0.824

WPH7 3.72 0.884 0.650 0.819 1.000

WPH8 3.76 0.894

WPH9 3.75 0.949

WPH10 3.87 0.905

WPH11 3.86 0.909

WPH12 3.76 0.886

WPH13 3.78 0.946

WPH14 3.79 0.870

WPH15 3.65 0.808

WPH16 3.70 0.829

WPH17 3.76 0.769

WPH18 3.63 0.788
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Table 3

Reliability and validity assessment

Construct Construct

item(s)

Load Cronbach’s

Alpha

Rho A Composite

reliability

Average

Variance

extracted

(AVE)

Perceived

organizational

virtuousness

POV1 0.508

POV2 0.613

POV3 0.564

POV4 0.675

POV5 0.796

POV6 0.803

POV7 0.806

POV8 0.805 0.925 0.934 0.935 0.500

POV9 0.687

POV10 0.781

POV11 0.768

POV12 0.798

POV13 0.653

POV14 0.556

POV15 0.626

Workplace

Happiness

WPH1 0.740

WPH2 0.590

WPH3 0.690

WPH4 0.683

WPH5 0.730

WPH6 0.731

WPH7 0.701

WPH8 0.796

WPH9 0.785 0.939 0.942 0.946 0.476

WPH10 0.689

WPH11 0.684

WPH12 0.741

WPH13 0.596

WPH14 0.768

WPH15 0.669

WPH16 0.658

WPH17 0.687

WPH18 0.661

Job

Satisfaction

JS1 0.630

JS2 0.687

JS3 0.652

JS4 0.651

JS5 0.551 0.793 0.795 0.839 0.536

JS6 0.537

JS7 0.602

JS8 0.581

JS9 0.550
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Table 4

Heterotrait-monotrait ratio

Construct Job

Satisfaction

(JS)

Perceived

Organizational

Virtuousness (POV)

Workplace

Happiness (WPH)

Job Satisfaction (JS)

Perceived Organizational Virtuousness (POV) 0.655

Workplace Happiness (WPH) 0.695 0.868

Table 5

Model fit indices

Saturated Model Estimated Model

SRMR 0.077 0.077

d ULS 5.421 5.421

d G 1.738 1.738

Chi-Square 4200.398 4200.398

NFI 0.676 0.676

effect size (f 2), beta coefficients (ß), and match-
ing t values were obtained using the bootstrapping
approach with a resample of 5,000 to evaluate the
structural model. Coefficient of determination (R2)
analysis indicated that 71.4% variance in the expe-

riences of WPH is explained by POV and 34.7% of
the variance of JS is explained by POV. Thus, the
overall R2 was moderate for the structural model fol-
lowing Hair et al., [96]. The effect size being 1.019
represented large effect (f 2) of POV on WPH [98].

The first objective of the study pertained to iden-
tification of existence of relationship between POV
and WPH. The results from data analysis confirmed
the existence of a positive and significant relationship
between POV and WPH (� = 0.668, t-value = 16.912,
p-value <0.01) (Table 6). Hence, it is concluded
that when employees perceive their organization as
virtuous, they tend to experience happiness at the
workplace. So, for improving the experiences of
WPH among employees it is important for organi-

Fig. 2. Impact of POV on WPH.
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Table 6

Direct, indirect, and total effect path coefficients

Paths ß SD t values p values Significance

Direct effects (A)

JS→ WPH 0.256 0.037 6.863 0.000 Yes

POV→ JS 0.589 0.027 21.465 0.000 Yes

POV→ WPH 0.668 0.040 16.912 0.000 Yes

Indirect effects (B)

POV→ JS→ WPH 0.151 0.024 6.210 0.000 Yes

Total effects (A+B)

JS→ WPH 0.256 0.037 6.863 0.000 Yes

POV→ JS 0.589 0.027 21.465 0.000 Yes

POV→WPH 0.819 0.021 38.879 0.000 Yes

∗p < 0.1, ∗∗p < 0.05, ∗∗∗p < 0.01

zations to display its virtuousness. In the sampled
organizations, Compassion and Integrity are top two
virtues contributing maximum for the employees’
Workplace Happiness.

The results of mediation analysis showed that
the total effect of POV on WPH was significant
(� = 0.151, t = 6.210, p < 0.01). Additionally, the indi-
rect effect of POV on WPH through JS was also
significant (� = 0.819, t = 38.879, p < 0.01). Hence it
is concluded that this relationship between POV and
WPH is partially mediated by JS.

Therefore, this current investigation yields inter-
pretations that align with both Virtue Theory and
the Job Characteristics Model. Specifically, per-
ceptions of Organizational Virtuousness have a
substantial impact on the experiences of employ-
ees within the IT and ITeS sectors. Additionally, the
attributes associated with a given job play a crucial
role in determining employee Workplace Happiness.
Furthermore, the perception of Organizational Vir-
tuousness by employees correlates positively with
their satisfaction levels, ultimately culminating in
enhanced experiences of workplace happiness.

5. Discussion

The present study explored the existing
antecedents of Workplace Happiness with ref-
erence to IT and ITeS sector employees. Five broader
factors in this regard are identified namely Work
Culture, Work Characteristics, Work life balance,
Supervisor support, and Peer support. Researchers
have investigated the relationship between OV
and JS; and claimed that OV leads to JS among
employees [38]. Additionally, Kooshki & Zeinabadi

[39] asserted that when employees experience
honesty, trust, compassion, and respect from the
organization; they tend to feel satisfied with the
job. With reference to the present study, it was
found that there is a positive association between
POV and WPH. While investigating the impact of
POV on WPH it was revealed that when employees
recognize their organization to be virtuous; they
are likely to experience happiness at the workplace.
Finally, while investigating the mediating role of JS
in the relationship between POV and WPH, it was
found that the direct impact of POV on WPH was
higher and comparatively more significant than the
mediation effect of JS stating that the effect is partial.
But it does not mean that Job satisfaction does not
promote happiness at work. Yet it confirms that
Happiness at work is something beyond mere Job
satisfaction. Eventually, it is asserted that happiness
is the key to sustainability [99].

6. Theoretical and practical implications

The findings of this study carry substantial the-
oretical implications that resonate with a variety of
stakeholders invested in advancing organizational
performance [35, 61], mitigating the adverse con-
sequences of downsizing [60], fostering a healthful
work atmosphere, and cultivating considerate behav-
iors among staff members [9], as well as elevating
commitment levels [100]. The growing emphasis on
interventions that nurture and sustain employee work
engagement within organizations is unsurprising.
These interventions fall under the purview of posi-
tive psychology, encompassing intentional actions or
strategies designed to (a) nurture positive subjective
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experiences, (b) cultivate positive character traits, (c)
foster civic virtue and positive institutional practices,
or (d) integrate elements of both (a) and (b) [101].

The realm of positive psychology has generated a
myriad of activity-based interventions, which exhibit
potential for bolstering overall happiness and, by
extension, may prove invaluable in enhancing work-
place happiness. By promoting a culture of workplace
happiness, organizations can strategize effectively to
retain their workforce, thereby mitigating the consid-
erable costs associated with employee turnover [102,
103]. This proactive approach undertaken by organi-
zations serves to inform policies and practices that
prioritize employee well-being and retention [71].

Conceptually akin to happiness, work engage-
ment holds parallels with the notions articulated by
Diener, Suh, Lucas & Smith [104] whereby happiness
embodies an amalgamation of emotional and cog-
nitive states that encapsulate feelings of positivity.
An organization’s enduring sustainability necessi-
tates not only fiscal robustness but also institutional
and moral integrity [5, 20].

Moreover, the concept of Workplace Happiness
(WPH) bears implications for the physical and psy-
chological well-being of individuals [105, 106].
Employees who experience WPH exhibit enhanced
performance, improved stress-coping capabilities
[107], healthier workplace relationships, greater
job satisfaction [108, 109], and a propensity for
cooperative behaviors [110]. The array of pos-
itive outcomes spans the spectrum of improved
associations, bolstered immune systems, diminished
sleep disturbances, reduced burnout rates, heightened
self-control, enhanced self-regulation, heightened
resilience, and an elevated pro-social disposition
[104, 111–117].

In light of these findings, it becomes evident that
organizations should actively strive for continuous
improvement in fostering the well-being and happi-
ness of their employees within the workplace. Such
initiatives hold the promise of fostering employee
well-being, culminating in a ripple effect that extends
to enhanced performance, enriched workplace rela-
tionships, and improved physical and psychological
health among employees.

7. Directions for future research

The present study attempted to (i) explore the rela-
tionship between POV and WPH in Indian context,

(ii) investigate the impact of POV on WPH, and
finally (iii) analyze the mediating role of JS in pro-
moting WPH among IT and ITeS sector employees.
Consequently, it is revealed that the proposed asso-
ciation of POV and WPH is positively directed and
POV holds a significant impact on WPH. The medi-
ating role of JS is also analyzed and it is found that
although JS mediates the relationship but the POV’s
direct effect on WPH is much stronger than the medi-
ation effect of JS.

The study’s findings indicate that when employ-
ees view their organization as virtuous, believing it
has strong values, it boosts their happiness at work.
This is particularly significant in the Indian context.
Additionally, the findings are at par with the Virtue
Theory and the Job Characteristics Model where
Workplace Happiness is an outcome of appropriate
nature of job/job characteristics/work characteris-
tics. Moreover, unlike previous research studies
[39, 69, 70, 71] that simply measured the vari-
ables relationship, the present study also examined
whether JS mediated the linkage between POV and
WPH.

The findings of the present study hold relevant sig-
nificance for the academics in terms of encouraging
development of theories pertaining to the field of Pos-
itive Psychology. Academicians can pursue further
research in similar direction and suggest strategies to
industry for improving performance, organizational
effectiveness, and promoting employee happiness
at work and overall well-being. The factors explo-
ration for Workplace Happiness in IT and ITeS sector
can be further explored in context of other sec-
tors.

Furthermore, the current investigation holds the
potential to serve as a crucial tool for industry man-
agers seeking to optimize their employees’ output.
The study posits that by focusing on perceptions
of Organizational Virtuousness and fostering Work-
place Happiness, managers can pave the way for
improved outcomes such as enhanced productivity,
heightened customer satisfaction, elevated organiza-
tional performance, and the cultivation of positive
attitudes.

Notably, these factors also function as buffers
against the adverse effects of downsizing, as high-
lighted in the research by Bright, Cameron &
Caza [30]. This perspective strengthens the strategic
significance of our findings for managerial decision-
making and organizational success. Overall, these
implications highlight the practical relevance of the
study’s outcomes for informed managerial decision-
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making, ultimately contributing to the success and
well-being of both employees and organizations.

However, due to the limitations of the present
study, it is suggested that future studies should not
be concentrated for IT sector only and the proposed
association should be investigated in context of other
service sector organizations too. Cross-cultural stud-
ies [75] and studies across geographical regions [118]
can also be conducted to generalize the findings of
current study. One of the interesting findings of the
study is that the perceptions of OV presence amply
in the initial stages of organizational tenure. Future
research can explore what strategies can organiza-
tions employ to sustain these perceptions throughout
an employee’s later stages of organizational tenure.

Some other moderating and mediating variables
can be explored to exist in the association between
POV and WPH that can promote and enhance the
experiences of Happiness at the workplace and over-
all well-being at work [115]. The factors affecting
workplace happiness in IT and ITeS sector that are
identified in the present study needs to be further
explored for other industries too. A more rigorous
validation of the WPH scale is suggested to the
researchers of this domain. Conclusively is can be
said that the findings of present study can form a
base for future research studies for conducting qual-
itative, cross-sectional, and empirical studies in the
areas where the present study is constrained.
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Annexure I

Construct item(s)

PERCEIVED ORGANIZATIONAL VIRTUOUSNESS

POV1: A great sense of purpose is associated with what I do in my organization

POV2: In this organization, we as employees not only think of doing well but also think of doing good

POV3: We are optimistic in the way that we will succeed even when faced with major challenges

POV4: Employees in this organization trust one another

POV5:The organization is considerate and respectful towards employees

POV6: The leadership of this organization is trustworthy

POV7: Honesty and trustworthiness are hallmarks of this organization

POV8: This organization demonstrates the highest levels of integrity

POV9: I am proud to say that I am a part of an honest organization

POV10: The organization is compassionate towards employees

POV11: The organization demonstrates many acts of care and concern for employees

POV12:Many stories of compassion and concern circulate among organization members

POV13: Employees try to learn from their mistakes, consequently missteps are quickly forgiven

POV14: The organization is forgiving towards its employees

POV15: We have very high standards of performance, yet we forgive mistakes when they are acknowledged and corrected

WORKPLACE HAPPINESS

WPH1: The organization gives me opportunities that match my skills and experience

WPH2: I am happy with the monetary benefits I receive for my work

WPH3: The organization gives adequate time and resources to pursue projects that can improve the way we do our jobs

WPH4: I feel that the job I do here is fulfilling and I feel pride when I tell people about it

WPH5: The organization takes my ideas on what we should do and how to do it, very seriously

WPH6: The organization gives adequate training, advice and feedback to enable its people to sustain and improve their work performance

WPH7: I am appreciated for my work and given constructive feedback

WPH8: My organization provides me adequate level of autonomy in my work

WPH9: My work in this organization gives me a sense of meaning and purpose

WPH10: I find my work in this organization interesting

WPH11: I believe in the principles by which my employer operates

WPH12: The organization is generally fair in the way it treats me, and other employees

WPH13: It is easier for me to do my job well, because the people around me are generally positive and enthusiastic

WPH14: My work does not eats my private/personal life

WPH15: I find myself thinking negatively about my work after work hours

WPH16: My work in this organization increases my sense of self-worth

WPH17: I feel people at my organization are generally co-operative with me

WPH18: People at my workplace are respectful towards me

JOB SATISFACTION

JS1: There is really too little chance for promotion on my job

JS2: When I do a good job, I receive the recognition for it that I should receive

JS3: Those who do well on the job stand a fair chance of being promoted

JS4: The benefits we receive are as good as most other organizations offer

JS5: I do not feel that the work I do is appreciated

JS6: My supervisor shows too little interest in the feelings of subordinates

JS7: I often feel that I do not know what is going on with the organization

JS8: I feel satisfied with my chances for salary increases

JS9: Work assignments are often not fully explained


