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Abstract

This article describes the relationship between happiness at work and leadership through a narrative review of the
literature available in the Scopus and Web of Science databases. It is included general debates, review of previous
studies, analysis of state of the art, and research perspectives. The objective is to expand the discussion of the
existing relationship between these two variables and their influence on organizational performance. Different
types of leadership that have been positively related to happiness at work were identified, such as transformational,
altruistic, servant, authentic, and influential leadership. Based on the analysis of the available literature, it is possible
to conclude about the causal relationship between both approaches, especially in those that leadership emphasize
the worker and its performance. The main aim is to impact organizations through human talent management, and
contribute to the formation of transformational, ethical, altruistic, inspiring, authentic, and service-oriented leaders,
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who impact their feelings and attitudes, as well as their
performance.

Keywords: Happiness at work; Leadership;
Positive leadership; Performance.

Resumen

El presente articulo describe la relacion entre felicidad
en el trabajo y liderazgo, a través de una revision
narrativa de la literatura disponible en las bases de
datos Scopus y Web of Sciences, incluyendo debates
generales, revision de estudios previos, andlisis de
estados del arte, y perspectivas de investigacion,
con el objetivo de ampliar la discusion de la relacion
existente entre estas dos variables y su influencia
en el desempeio organizacional. Se identificaron
diferentes tipos de liderazgo que han sido relacionados
positivamente con la felicidad en el trabajo, como
son transformacional, el altruista, el de servicio, el
auténtico y el influenciador. A partir del analisis de
la literatura disponible, es posible concluir sobre
la relacion causal ambos enfoques, sobre todo en
aquellos ejercicios de liderazgo que tienen énfasis en
el trabajador y su desempeio. Se busca incidir en las
organizaciones desde la gestion de talento humano, y
contribuir a formar lideres transformacionales, éticos,
altruistas, inspiradores, auténticos y de servicio, y que
impacten sus sentimientos y actitudes, asi como su
desempefio.

Palabras Clave: Felicidad en el trabajo; Liderazgo;
Liderazgo positivo; Desempeiio.

1. Introduction

Happiness at work is a concept that has
recently gained attention as an important
topic for the human resources field in
organizations. In fact, for Weiss and
Cropanzano (1996) happiness at work is
the “Holy Grail” of organizational behavior
research. This means that a happy worker
could deliver contributions efficiently,
innovatively, and creatively, also generating
greater stability and lower turnover, which
has alsobecome a concernin high-performing
companies.

Undoubtedly, the leader and their
leadership style play an important role in
organizational performance and survival.
Likewise, leadership types that focus on
people, such as transformational, authentic,
and creative leadership, are considered to
have a greater impact on happiness at work
(Salas et al., 2018). The leader, in the long
run, is one of the main responsible for the job
design, indicating to the collaborator what

to do, how, and with which means. Leaders
must constantly verify the competencies
and skills of their collaborators, obtaining
the maximum benefit for the organization
and enhancing the individual. The concept
of leadership has been widely studied for its
intervention in the development and evolution
of the individual within the organization,
as well as in their perception of their work,
attitude, and feelings towards it.

In this sense, it is considered important
to analyze the relationship between these
two variables, that have to do with employee
and organizational performance. Companies
with high sense of leadership understand
that they must be able to attract, enhance,
and retain talent, focusing their efforts on
strengthening competencies required for
long-term sustainability, in a rapidly changing
environment. Thus, the central objective
of this work is to expand the discussion of
the relationship between happiness at work
and leadership, and the influence of such a
relationship on organizational performance.
Therefore, we seek to answer the question:
What is the relationship between leadership
and happiness at work, as determinants of
employee performance in organizations?

The relationship between leadership and
happiness at work has not been a recurrent
topic in literature reviews. From the search
conducted for this paper, no documents were
found that account for such a relationship.
Instead it was identified some review papers
related to: measuring happiness at work
(Barros-Justo et al., 2018; Sender et al., 2021);
literature review studies on definitions,
causes, and consequences of happiness at
work (Awada and Ismail, 2019; Gyeltshen
and Beri, 2018); future research directions
on happiness at work (Salas-Vallina et
al., 2018); and a literature review on the
relationship between stress and happiness
at work (Kubatova 2019). In fact, according
to Erazo and Riafio (2021) the future
research agenda involves making theoretical
contributions and cross-sectional research
on the associations between happiness and
organizational performance.

In this research, happiness at work will be
valued as a dependent variable of the type
of leadership applied in the organization.
That is, the type of leadership can influence
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Table 1. Prisma statement

124 articles identified: Scopus® y WoS® 14 additional article records, identified
. . through other sources
Identification
112 articles after removing duplicates
Screening 112 articles reviewed 33 articles excluded
Eligibility 79 full-text articles were evaluated for eligibility. 42 full—_t ext articles  excluded  (disciplinary
incompatibility

Included 37 studies included for narrative

Source: Authors’ construction based on Liberati et al., 2009.

the level of happiness that employees have
in their work position, and likewise in the
results obtained.

The present paper offers a narrative review
of the literature that aims to contribute to
the understanding of happiness at work, a
crucial aspect for organizations and their
employees (Dutschke, 2013; Delgado-Abella
and Vanegas-Garcia, 2013; Erazo and
Riano, 2021). The document identifies the
relationship between the type of leadership
and happiness at work as determinants of
employee performance in organizations,
based on the available literature. It was built
by exploring and describing the different
theories that explain leadership and its types
in relation to happiness at work.

This article has implications for different
academic and organizational stakeholders
interested in studying and managing
happiness at work from a leadership
perspective. They must be able to broaden
the discussion on this topic from the leader’s
perspective and their influence on internal
stakeholder groups. Notably, this article
contributes to the discussion of Sustainable
Development Goal 8 “Decent Work and
Economic Growth,” which emphasizes the
quality of life of individuals by providing
well-paying, secure, and satisfying jobs.
As well as promoting a safe and healthy
work environment for all employees, which
significantly contributes to the happiness
and well-being of workers.

The structure of the document begins
by the description of the methodology
and literature sources. From the selected
sources, a theoretical framework is proposed

where definitions and main theoretical
approaches are reviewed. Then, through
the analysis of the narrative content of
the selected documents, the relationship
between leadership and happiness at work is
verified. Finally, a discussion and respective
conclusions are presented.

2. Methodology

A narrative literature review study was
conducted to identify relationships and
emerging themes in the field of study to
promote theory development (da Silva et
al., 2020). To do so, the scientific databases
Web of Science -WoS- and Scopus were used.
They are considered the most widely used
databases in academic research (Macke and
Genari, 2019). The search equation used
in both databases included the keywords
happiness, work, and leadership, in the
titles of articles, keywords, and abstracts,
in order to provide the broadest possible
coverage of the topic. The search was filtered
by publication-year, from 2017 to recent.
Additionally, the publication type filter was
used to include articles and reviews. The
final search equation was:

(title-abs-key (happiness) and title-abs-
key (work) and title-abs-key (leadership)) and
(limit-to (pubstage , “final” )) and (limit-
to (pubyear , 2021) or limit-to (pubyear,
2020) or limit-to (pubyear, 2019) or limit-
to (pubyear , 2018) or limit-to (pubyear,
2017)) and (limit-to (doctype, “ar”) or limit-
to (doctype , “re”)).

The selection of publications followed the
guidelines of PRISMA (Liberati et al., 2009),
and the results are presented in Table 1.
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From the eligible documents, it was
necessary to discard some that did not fit
the objective of identifying the existing
relationship between happiness at work
and leadership. Others dealt with topics
of limited interest for the purposes of this
document, such as stress management in
healthcare personnel (Audu and Coleman,
2019), description of joy (Hahn et al.,, 2021),
happinessthrough spiritual practices (Maham
et al., 2020; Hassan et al., 2021), satisfaction
in surgical apprentices according to practice
models (Shah et al., 2018), perception of
professional success according to gender
(Cho et al., 2017), religious and spiritual
reflections (Kose, 2020), and literary analysis
(De la Arada et al., 2016). In a minimal
proportion, some articles presented access
limitations.

Forthe analysis of the resulting documents,
the narrative literature technique was used.
This does not require a rigorously structured
approach (Boell and Cecez-Kecmanovic,
2010; Ferrari, 2015) such as that proposed by
systematic literature reviews (Al-Tabbaa et
al., 2019). Narratives follow a freer, iterative,
and unstructured style with cumulative
results, including general debates, review of
previous studies, analysis of state-of-the-art,
future research perspectives, and proposing
alternative solutionstovariousissues (Ferrari,
2015; Juntunen and Lehenkari, 2021).

The method proposed by Ferrari (2015)
and Juntunen and Lehenkari (2021) has been
followed: determination of search strategy,
selection of inclusion/exclusion criteria,
development of the narrative discussion
(exposition, discussion, and synthesis of the
literature), and conclusions. This narrative
aims to answer the research question:
What is the relationship between leadership
and happiness at work as determinants of
employee performance in organizations?

3. Theoretical framework

3.1. Happiness at work

The study of happiness at work has gained
importance in recent years with the aim of
improving the well-being of individuals in
organizations. It has been studied by different

authors from two perspectives: hedonic and
eudaimonic (Salas and Fernandez, 2017;
Erazo and Riafio, 2021). The concept of
happiness at work can be understood as
a set of experiences of positive emotions
that are expressed by workers in business
environments (Tkach and Lyubomirsky,
2006).

Fisher (2010) defines happiness at work in
terms of happy feelings in three dimensions:
towards the work itself, the characteristics
of the job, and the organization as a whole.
The author proposes an integral measure
of happiness at the individual level, which
can include three crucial attitudes for
organizations: commitment, job satisfaction,
and affective organizational commitment.
These attitudes create a suitable atmosphere
at work and are essential in contexts where
the processes of knowledge generation,
acquisition, and combination are important
(Salas et al., 1996). The authors refer to job
satisfaction as an attitude of happiness at work
that can determine reduced absenteeism,
improved job performance, positive mood at
work, improved work efficacy, cooperation,
creativity, and results. Positive emotions
facilitate learning and teamwork.

Salas et al. (2018) provide a measurement
scale that includes Fisher’s dimensions: the
work itself (referring to affective involvement
and feelings at work), job characteristics
(including evaluative judgments of job
characteristics such as salary, supervision,
and career opportunities), and the
organization as a whole (which refers to
feelings of belonging to the organization). In
addition, this broad and three-dimensional
construct captures both hedonism and
eudaimonia as well as activation and pleasure
(Salas et al., 2020).

3.2. Hedonic and eudaimonic perspective

Different authors have studied happiness
at work from two perspectives: hedonic and
eudaimonic (Erazo and Riano, 2021). The
hedonic perspective focuses on pleasure,
traditionally known in literature as
subjective well-being, while the eudaimonic
perspective centers on personal growth and
self-actualization, seeking meaning in life.
In the same line, Salas et al. (2020) refer

https://doi.org/10.25100/cdea.v39i75.12627


https://doi.org/10.25100/cdea.v38i73.11031

Cuadernos de Administracion :: Universidad del Valle :: Vol. 39 N° 75 :: January - April 2023

to hedonic happiness as pleasant feelings
and favorable judgments, and eudaimonic
happiness as feelings of growth and morally
correct attitudes. Some authors mention
that the hedonic perspective has received
greater attention in the literature, although
available literature includes both hedonic
and eudaimonic components.

3.3. Leadership

As mentioned earlier, happiness at work
includes a set of experiences of positive
emotions (Tkach and Lyubomirsky, 2006).
These positive experiences can indeed
be influenced, as they occur in a complex
context such as the organizational one. This
can be explained through concepts such as
organizational culture, which is defined
by Olga Lucia Anzola (in Mendoza and
Ortiz, 2006) as “a set of social practices,
material and immaterial, that account
for the characteristics that distinguish a
community since they establish a common
affective atmosphere and a shared cognitive
framework”. Also, as stated by Aroca et al,
(2018) in terms of a set of values, norms, and
behaviors of the members of an organization.

In the organizational culture, sub-
variables such as leadership play a role in
mediating these perceptions and behavior
patterns, influencing relationships between
individuals, task performance, and behaviors
within the organization. Therefore, it is
assumed that happiness at work could depend
on the types of leadership employed by the
leaders.

Organizations are formed by people who
must align themselves with the purpose of
achieving common objectives. For this to
happen, itis necessary to form organizational
structures directed by individuals with
particular knowledge and skills. These
structures allow leaders to influence others
to achieve what has been proposed. These
individualswho contribute, from management,
to impact behavior of human resources,
have the challenge of doing so positively to
generate appropriate levels of performance
in them. Hence, the significance of the study
of leadership in organizations “as a way of
understanding the executives’ behavior and
their influence on collaborators” (Mendoza et
al., 2015, p. 2).

According to Loaiza and Pirela (2015, p. 4),
leadership is defined as the ability to direct
people towards the achievement of goals,
developing potential, gaining trust and
loyalty, obtaining efficiency, effectiveness,
and productivity. Leadership is considered a
process of influence to achieve organizational
goals through changes in the attitudes,
perceptions, and behaviors of others, and
it can occur through modeling, advising
or suggestion, persuasion, and coercion
processes (Loaiza and Pirela, 2015).

The wvarious theories highlight several
leadership styles that have been developing
for decades, such as those proposed by Lewin
(1939): the authoritarian (the leader has all
the power to make decisions and subordinates
obey), the democratic (type of leadership
that is based on collaborators participating
as members of a group), and the laissez-faire
(the leader does not exercise a function and
allows the group to take initiative). These
typologies have been revisited in more recent
studies such as Bass (1998) and Fragoso
(2010). The literature also includes types
of leadership such as transactional, which
refers to the exchange relationship between
the leader and follower to satisfy their own
interests. Also the transformational or
transformative leadership, where the leader
motivates people to do more than they expect,
resulting in changes in groups, organizations,
and society (Bass, 1998).

Theleader promotes and creates happiness
in the personnel when working to create
motivation, awareness, and dedication in their
subordinates, and is involved in transparent
two-way communication, creating a good
environment (Pangarso et al., 2019). The
concept of leadership has been extensively
studied at the organizational level, and the
literature describes different types with
specific characteristics.

3.4. Types of Leadership

Based on the selected literature, the
following typologies of leadership are
presented below:

¢ Ethical leadership: is defined as those
behaviors and interactions of the
leader that are considered morally
acceptable, as well as the promotion of
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these towards their followers through
the exercise of leadership (Correa et
al., 2018).

e Transformative leadership: transfor-
mative or transformational leadership
where the leader moves the follower
beyond their own immediate inte-
rests, through idealized influence,
inspiration, intellectual stimulation,
or individualized consideration (Bass,
1998).

» Service leadership: the main motiva-
tion of leaders is serving others and
helping them grow, improve, and
progress (Alahbabi et al., 2021).

* Participatory and committed leader-
ship: a leadership style that inspires,
strengthens, empowers, and connects
followers  (Schaufeli (2015), and
committed leadership is firmly rooted
in the established theory of self-
determination (Salas et al., 2021).

. Inspirational leadership: It focuses on
how leaders drive followers to actively
participate (Bass, 1998). Inspirational
leaders generate positive attitudes at
work as well as confidence in achieving
goals (Chienwattanasook and Onputtha,
2022). It not only demonstrates respect
and fair behavior but also brings
energy, positivity, and motivation to its
followers (Salas et al., 2020).

e Authentic leadership: It is concerned
with influencing a group to perform
towards the achievement of goals,
taking into account values such as
integrity, honesty, authentic and
balanced treatment, and a relationship
based on transparency (Walumbwa et
al., 2008).

e Altruistic leadership: it is focused on
human beings. it transcends imme-
diate personal interests in search of
a higher final value. Altruism refers
to the “enduring tendency to think
about the well-being and rights of
others, feel concern and empathy for
them, and act in a way that benefits
them” (Salas and Alegre, 2018, p.3). It
has also been evidenced that altruism
is present in various leadership styles,

such as service leadership, authentic
leadership, or transformational leader-
ship (Brown and Trevifio, 2006).

4. Narrative analysis

4.1. Relation between happiness at work
and leadership

As initially stated, the purpose of this
paper is conducting a narrative literature
review is to examine the relationship between
happiness at work and leadership. To do so,
the content of the articles that contain this
relationship is reviewed. It is found that
regarding the leader’s practices (Salas et
al.,, 2021), these should be aligned with the
human resource management practices to
increase employees’ performance. However,
it is the leader who is in direct contact with
the worker, and therefore, the responsibility
largely depends on them and their
management style. The leader is an essential
element for the employees’ well-being and
significantly influences their lives (Harris
and Kacmar, 2006).

It is recognized that happiness at work is
also a research topic that involves human
talent management, seeking the well-being of
employees. Research in the area has mainly
followed the conceptualization of well-being,
focusing on three dimensions: happiness,
health, and social well-being. Happiness
is related to positive attitudes such as job
satisfaction and affective organizational
commitment. The health dimension reflects
physical and mental health. The social well-
being refers to interactions at work, including
social support, trust, and equity (Salas et al.,
2021).

It is clear from the above that the two
concepts have great importance in resource
management, due to their direct influence on
employee well-being and performance. Upon
examining the relationship between them, it
is found that different types of leadership are
relatedtohappinessatwork, asshownby Salas
et al. (2017). Leadership maintains a positive
relationship with happiness at work, where
transformational leadership could improve
feelings of job engagement, satisfaction,
and commitment to the organization, in
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relation to the three dimensions proposed
by Fisher (2010) resulting in a higher-order
construction of happiness at work.

In other studies (Salas and Alegre, 2018),
the extent to which altruistic leadership
contributes to happiness at work is examined.
The hypothesis behind altruistic leadership
is the direct and positive effect on happiness
at work, empirically verified with Spanish
financial services employees. The results
showed that the shared characteristic
of altruism is what significantly impacts
the happiness at work of these employees.
Likewise, in another study related to
healthcare workers (Salas and Fernandez,
2017), it was concluded that inspirational
leadership positively affects happiness at
work.

Similarly, Alahbabi et al. (2021) confirm
in their research the hypothesis that
servant leadership has a significant effect
on employee happiness. In other words, the
authors deduce how the characteristics of
the servant leader make employees happier
and more satisfied with their work.

Another type of leadership that is
considered influential in happiness at
work is authentic leadership. Semedo et al.
(2019) suggest that authentic leaders play
an essential role in creating a positive and
attractive organizational context. In other
words, employees’ affective connection
with the organization they work for makes
their followers happier. According to Gavin
and Mason (2004) employees feel more
affectively committed to the organization
when they perceive certain characteristics
in their leaders: self-awareness, relational
transparency, internal moral perspective,
and balanced processing of information.

Regarding this, Fisher (2010) suggests
that moving away from the work itself
to consider other job attributes, there is
evidence that leader behavior (appropriate
and inappropriate) is related to employee
happiness. Demmy et al. (2002) determined
that work conditions, and particularly
leadership style, explain part of job
satisfaction. Similarly, Bass (1998) argued
that leadership processes include an
important emotional component, suggesting
that leaders can affect followers’ happiness.

Banietal.(2022)alsoarguedthathappiness
at work is an important driver of employee
innovative behavior, so organizations should
facilitate processes that lead to happiness
at work. The same authors suggest that
relationships with supervisors based on
respect and trust allow employees to feel
more valued, secure, and better understood,
playing an important role in employee
happiness and engagement.

Pangarso et al. (2019) conducted a study to
determine the factors of employee happiness
in banks in Indonesia. They analyzed
five factors of happiness (job inspiration,
organizational values, relationships, quality
of work life, and leadership). They concluded
that job inspiration is the most relevant
factor. Similarly, Dutschke et al. (2019)
proposed five factors for happiness in work
design, including self-realization, teamwork
and organizational factors, goal achievement,
leadership, sustainability, and work/family
balance, and linked the impact of leaders and
leadership styles as influencers on employee
well-being.

4.2. Complementary relationships between
leadership and happiness at work

In the literature available, other subjects
were identified repeatedly mentioned by
different authors, which complement and
strengthen the study of the relationship
between happiness at work and leadership.
These are:

e Research in the healthcare field: For
Salas et al. (2017), it is a particularly
interesting area to study. Currie and
Lockett (2007) indicate that there is
weak evidence of transformational
leadership in public services, and
consider that there is a need for
leadership approaches that are
sensitive in a context of significant
professional and moral concerns, such
as the healthcare field. On the other
hand, Harolds (2020) provides insights
on leaders in this sector, regarding the
importance of demonstrating excellent
listening skills, recognizing followers
as individuals to create a culture of
mutual respect with all members of
the healthcare system, and increasing
job satisfaction.
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Table 2. Relationships between leadership styles and happiness at work

Type of Leadership Relat;(::lslﬁi};)ll;ie;:rsese:tlfvz(:ﬁrship Authors
Transformational Leadership Positive Salas-Vallina et al., 2017; Bass, 1998.

Altruistic Leadership Positive Salas-Vallina & Alegre, 2018.

Servant Leadership Positive Alahbabi et al., 2021.
Authentic Leadership Positive Semedo et al., 2019; Gavin & Mason, 2004.

Abusive Supervision Leadership Harmful Fisher, 2010.
Exchange Theory Positive Bani et al., 2022.

Influential Leadership Positive Dutschke et al., 2019.

Source: Authors’ own elaboration.

*  Well-being: Mohd et al. (2020) revealed
the relationship between authentic
leaders and their direct influence
on job well-being, through non-
financial rewards and meaningful
work. Marescaux et al. (2019) consider
happiness as one of the types of well-

being, taking into account three
approaches: happiness, health, and
social support. Salas-Vallina and

Alegre (2018) also argue that leaders
have an impact on positive employee
attitudes, especially altruistic ones, as
they are more sensitive to followers’
needs.

e Job satisfaction: According to Salas
et al.,, (2017), job satisfaction is part
of the attitudinal concepts that best
represent positive attitudes in the
workplace. Locke (1976) and Weiss
and Cropanzano (1996) define job
satisfaction as a positive emotional
state resulting from the evaluation of
one’s job or work experiences, which
has traditionally been related to high
job performance. However, most
attitudinal concepts are limited in
explaining positive attitudes in the
workplace, and only the concept of
happiness attempts to broadly cover
the territory of happiness in the
workplace.

Based on the previous analysis, the
relationships found between types of
leadership and happiness at work are
synthesized in Table 2.

5. Discussion

The mentioned types of leadership are
considered positive due to the results they
generate. They also maintain a causal
relationship with happiness at work. Although
leadership styles that focus on people have a
greater impact on happiness, and affects the
performance of workers, it is recognized in
the literature that there are other influential
factors such as job satisfaction and well-being,
which would be advisable to delve into, as
well as the different strategies or initiatives
associated with the leader’s task of providing
happiness at work.

One of the limitations of this document
is that only Scopus and WoS databases
were used, which, despite their importance,
resulted in excluding other sources that may
be of interest. Similarly, the objective of the
study deals with general and global topics.
The concepts studied have been researched
mainly in sectors such as health and finance,
in European and Asian territories. On
the other hand, happiness at work is also
closely related to other concepts such as
job satisfaction and well-being. It is also
necessary to verify the variables studied in
organizations focused on different economic
activities. Finally, contributions are needed
to fill the theoretical gaps present in
Latin America regarding the topics raised.
Therefore, future research on happiness at
work is suggested to deep into complementary
factors such as job well-being, organizational
climate, and, in general, other complementary
topics addressed in human resources
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management. In particular, the discussion on
positive psychology, and specifically, healthy
organizations should be addressed. Likewise,
the development of particular research, such
as sector studies and / or specific geographic
scope is suggested.

6. Conclusions

This narrative literature analysis seeks
to contribute to organizations by providing
relevant and up-to-date information to
understand the type of leadership practiced
by leaders in different management areas,
mainly in relation to human resources, given
their ability to exercise positive leadership
through the formation of intra-organizational
leaders. The results of the literature review
make it possible to verify the positive
relationship between happiness at work and
leadership, and the discussion of such relation
was expanded with the contribution of several
authors who explain how leadership styles
exert a marked influence, and to what extent,
on happiness at work, and consequently, on
organizational performance.

Leadership and happiness at work are
managed from the human resources area in
organizations. From there, a positive type of
leadership must be developed that satisfies
the needs of the organization and workers,
contributing to generating positive attitudes,
and impacting not only the worker’s quality of
life but also excellence in their performance.
For this, it is necessary to analyze and
understand the characteristics of the type
of leadership that the organization wants to
have and integrate it with collaborators. As
outlined, depending on the type of leadership,
an impact is generated on the worker.
The most mentioned types of leadership
are transformational, altruistic, ethical,
authentic, inspiring, and service-oriented,
which focus on the followers’ needs, care
for the common good, and act in a way that
benefits everyone (Salas and Alegre, 2018).

Finally, as outlined in the introduction,
this article has implications for academics
and business leaders who wish to deepen
their understanding and management of
leadership in relation to happiness at work,
from the perspective of the leader, their style,
and their impact on employees. Additionally,

this paper provides conceptual and relational
elements around Sustainable Development
Goal 8 (Decent Work and Economic Growth)
in terms of providing improvements in
employment and its conditions, which
significantly contributes to the happiness
and well-being of workers.

7. Conflict of interest

The authors declare no conflict of interest.

8. Source of Financing

This research 1is sponsored by the
Universidad Nacional de Colombia, and
performed by Gestion Responsable para la
Sostenibilidad Territorial [GREST] Group
researchers and staff.

9. References

Alahbabi, Robani Anidah., Samer Ali Al-shami.
(2021). A framework of servant leadership
impact on job performance: The mediation
role of employee happiness in UAE healthcare
sector. Academy of Strategic Management
Journal. 20(2s), 1-14 https://www.abacademies.
org/articles/a-framework-of-servant-
leadership-impact-on-job-performance-the-
mediation-role-of-employee-happiness-in-uae-
healthcare-s.pdf

Al-Tabbaa, O., Ankrah, S., & Zahoor, N. (2019).
Systematic literature review in management
and business studies: A case study on university-
industry collaboration. SAGE Publications Ltd.
https://doi.org/10.4135/9781526467263

Aroca, T. C., Pertuz, V. P, Pérez, A. B, y
Marquez, J. J. (2018). Cultura Innovadora
en Empresas Contratistas de las Minas
de Explotacion de Carbén en Colombia.
Informacion  tecnolégica, 29(5), 267-278.
https://www.scielo.cl/scielo.php?pid=S0718-
07642018000500267&script=sci_abstract

Audu, C. O., Coleman, D. M. (2019). Prioritizing
personal well-being during vascular surgery

training. Seminars in Vascular Surgery,
32(1-2), 23-26. https://doi.org/10.1053/j.
semvascsurg.2019.01.003

Awada, N. I, Ismail, F. (2019). Happiness
in the Workplace. Happiness in the
Workplace. Int Journal Innovation

Technology, 8(9S3), 1496-1500. https:/www.
researchgate.net/profile/Nesreen-Awada/

https://doi.org/10.25100/cdea.v39i75.12627



https://doi.org/10.25100/cdea.v38i73.11031
https://doi.org/10.25100/cdea.v37i69.10682 
https://www.abacademies.org/articles/a-framework-of-servant-leadership-impact-on-job-performance-the-mediation-role-of-employee-happiness-in-uae-healthcare-s.pdf
https://www.abacademies.org/articles/a-framework-of-servant-leadership-impact-on-job-performance-the-mediation-role-of-employee-happiness-in-uae-healthcare-s.pdf
https://www.abacademies.org/articles/a-framework-of-servant-leadership-impact-on-job-performance-the-mediation-role-of-employee-happiness-in-uae-healthcare-s.pdf
https://www.abacademies.org/articles/a-framework-of-servant-leadership-impact-on-job-performance-the-mediation-role-of-employee-happiness-in-uae-healthcare-s.pdf
https://www.abacademies.org/articles/a-framework-of-servant-leadership-impact-on-job-performance-the-mediation-role-of-employee-happiness-in-uae-healthcare-s.pdf
http://paperpile.com/b/XH6YVt/dALT
http://paperpile.com/b/XH6YVt/dALT
http://paperpile.com/b/XH6YVt/dALT
http://paperpile.com/b/XH6YVt/dALT
http://paperpile.com/b/XH6YVt/dALT
http://dx.doi.org/10.4135/9781526467263
https://www.scielo.cl/scielo.php?pid=S0718-07642018000500267&script=sci_abstract
https://www.scielo.cl/scielo.php?pid=S0718-07642018000500267&script=sci_abstract
http://paperpile.com/b/Zi2NYJ/b5YZ
http://paperpile.com/b/Zi2NYJ/b5YZ
http://paperpile.com/b/Zi2NYJ/b5YZ
http://paperpile.com/b/Zi2NYJ/b5YZ
http://paperpile.com/b/Zi2NYJ/b5YZ
http://paperpile.com/b/Zi2NYJ/b5YZ
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(1-2),%2023-26.%20https://doi.org/
http://dx.doi.org/10.1053/j.semvascsurg.2019.01.003
http://dx.doi.org/10.1053/j.semvascsurg.2019.01.003
https://www.researchgate.net/profile/Nesreen-Awada/publication/342153513_Happiness_in_the_Workplace/links/5ee50fdba6fdcc73be7b6db5/Happiness-in-the-Workplace.pdf
https://www.researchgate.net/profile/Nesreen-Awada/publication/342153513_Happiness_in_the_Workplace/links/5ee50fdba6fdcc73be7b6db5/Happiness-in-the-Workplace.pdf

Claudia Patricia Lopez Pérez et al., :

publication/342153513 Happiness_in the
Workplace/links/5ee50fdba6fdcc73be7b6db5/

Happiness-in-the-Workplace.pdf

Bani-Melhem, S., Al-Hawari, M. A., & Quratulain,
S. (2022). Leader-member exchange and
frontline employees’ innovative behaviors:
the roles of employee happiness and service
climate. International Journal of Productivity
and Performance Management, 71(2), 540-557.
https://doi.org/10.1108/ijppm-03-2020-0092

Barros-Justo, J. L., Zapata, S., & Martinez-Araujo,
N. (2018). Are you sure you are happy? IEEE
Latin America Transactions, 16(4), 1213-1218.
https://doi.org/doi:10.1109/T1.A.2018.8362159

Bass, B (1998). Two decades of research and
development in transformational leadership.
European journal of work and organizational,
9-32. https://typeset.io/papers/two-
decades-of-research-and-development-in-
transformational-1bbaiug50z

Boell, S. K. Cecez-Kecmanovic, D. (2010).
Literature reviews and the hermeneutic circle.
Australian Academic & Research Libraries,

41(2), 129-144. https://doi.org/10.1080/0004862
3.2010.10721450

Brown, M. E. Trevino, L.K. (2006). Ethical
leadership: a review and future directions. The
Leadership Quarterly, 17(6), 595-616. https://
doi.org/10.1016/j.leaqua.2006.10.004

Chienwattanasook, K., Onputtha, S. (2022). The
Impact of Inspirational Leadership on Green
Supply Chain Management and Organizational
Performance of Food and Beverage Companies.
Asian Administration & Management Review,
5(1). https://doi.org/10.2139/ssrn.4086035

Cho, Y., Park, J., Han, S. J. “crystal,” Ju, B., You,
J., Ju, A, Park, C. K., & Park, H. Y. (2017). How
do South Korean female executives’ definitions
of career success differ from those of male
executives? European Journal of Training
and Development, 41(6), 490-507. https://doi.
org/10.1108/EJTD-12-2016-0093

Correa Meneses, J. S., Rodriguez Cérdoba, M. del
P., y Pantoja Ospina, M. A. (2018). Liderazgo
ético en las organizaciones: una revision de la
literatura. AD-Minister, (32), 57-82. https://doi.

org/10.17230/ad-minister.32.3

Currie, G., Lockett, A. (2007). A critique
of transformational leadership: Moral,
professional and contingent dimensions of
leadership within public services organizations.
Human  Relations; Studies towards the
Integration of the Social Sciences, 60(2), 341-
370. https://doi.org/10.1177/0018726707075884

da Silva, E. M., Ramos, M. O., Alexander, A., &
Jabbour, C. J. C. (2020). A systematic review of
empirical and normative decision analysis of
sustainability-related supplierriskmanagement.
Journal of Cleaner Production, 244(118808).
https://doi.org/10.1016/j.jclepro.2019.118808

De la Arada, R., Garcia Farrero, J., y Vilanou
Torrano, C. (2016). Literatura, formacion
y republicaAndré Maurois y el instinto de
felicidad burgués (Segunda parte). Historia y
Memoriade la Educacion, (6), 157. https://dialnet.
unirioja.es/servlet/articulo?codigo=6022855

Delgado Abella, L. E., Vanegas Garcia, M. (2013).
Psicologia organizacional: Perspectivas 'y
avances. Ecoe Ediciones. https://www.academia.
edu/43445623/LIBRO_Psicolog%C3%ADa_

organizacional perspectivas y_avances

Demmy, T. L., Kivlahan, C., Stone, T. T., Teague,
L., & Sapienza, P. (2002). Physicians’
Perceptions of Institutional and Leadership
Factors Influencing Their Job Satisfaction
at One Academic Medical Center. Academic
Medicine, 77(12), 1235-1240.  https://doi.
0rg/10.1097/00001888-200212000-00020

Dutschke, G. (2013). Factores condicionantes de
felicidad organizacional. Estudio exploratorio
de la realidad en Portugal. Revista de Estudios
Empresariales Segunda Epoca, (1). https:/

revistaselectronicas.ujaen.es/index.php/REE/
article/view/819

Dutschke, G., Jacobsohn, L., Dias, A., & Combadao,
J. (2019). The job design happiness scale (JDHS).
Journal of Organizational Change Management,
32(7), 709-724. https://doi.org/10.1108/
jocm-01-2018-0035

Erazo Munoz, P. A., Rianio Casallas, M. 1. (2021).
Relacién entre felicidad en el trabajo y
desemperio laboral: andlisis bibliométrico,
evoluciéon y tendencias. Revista Virtual
Universidad Catdlica Del Norte, (64), 241-280.
https://doi.org/10.35575/rvucn.n64al10

Ferrari, R. (2015). Writing narrative style
literature reviews. Medical Writing, 24(4),
230-235. https://doi.org/10.1179/204748061
5z.000000000329

Fisher, C. D. (2010). Happiness at work.
International Journal of Management
Reviews, 12(4), 384-412. https://doi.

org/10.1111/j.1468-2370.2009.00270.x

Fragoso, J. L. P. (2010). Algunas reflexiones en
torno al concepto del liderazgo. En T. Suarez,
L. Léopez (Coords.), La investigacion en gestion
y organizaciones en México (pp. 153-181).
https://repository.uaeh.edu.mx/bitstream/

https://doi.org/10.25100/cdea.v39i75.12627


https://doi.org/10.25100/cdea.v38i73.11031
https://www.researchgate.net/profile/Nesreen-Awada/publication/342153513_Happiness_in_the_Workplace/links/5ee50fdba6fdcc73be7b6db5/Happiness-in-the-Workplace.pdf
https://www.researchgate.net/profile/Nesreen-Awada/publication/342153513_Happiness_in_the_Workplace/links/5ee50fdba6fdcc73be7b6db5/Happiness-in-the-Workplace.pdf
https://www.researchgate.net/profile/Nesreen-Awada/publication/342153513_Happiness_in_the_Workplace/links/5ee50fdba6fdcc73be7b6db5/Happiness-in-the-Workplace.pdf
http://paperpile.com/b/XH6YVt/DYVZ
http://paperpile.com/b/XH6YVt/DYVZ
http://paperpile.com/b/XH6YVt/DYVZ
http://paperpile.com/b/XH6YVt/DYVZ
http://paperpile.com/b/XH6YVt/DYVZ
http://paperpile.com/b/XH6YVt/DYVZ
http://paperpile.com/b/XH6YVt/DYVZ
http://paperpile.com/b/XH6YVt/DYVZ
http://paperpile.com/b/XH6YVt/DYVZ
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(2),%20540-557.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(2),%20540-557.%20https://doi.org/
http://dx.doi.org/10.1108/ijppm-03-2020-0092
https://doi.org/doi:10.1109/TLA.2018.8362159
https://typeset.io/papers/two-decades-of-research-and-development-in-transformational-1bbaiug50z
https://typeset.io/papers/two-decades-of-research-and-development-in-transformational-1bbaiug50z
https://typeset.io/papers/two-decades-of-research-and-development-in-transformational-1bbaiug50z
https://doi.org/10.1080/00048623.2010.10721450
https://doi.org/10.1080/00048623.2010.10721450
http://paperpile.com/b/Zi2NYJ/7GUI
http://paperpile.com/b/Zi2NYJ/7GUI
http://paperpile.com/b/Zi2NYJ/7GUI
http://paperpile.com/b/Zi2NYJ/7GUI
http://paperpile.com/b/Zi2NYJ/7GUI
http://paperpile.com/b/Zi2NYJ/7GUI
http://paperpile.com/b/Zi2NYJ/7GUI
http://paperpile.com/b/Zi2NYJ/7GUI
http://paperpile.com/b/Zi2NYJ/7GUI
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(6),%20490-507.
https://doi.org/10.1108/EJTD-12-2016-0093
https://doi.org/10.1108/EJTD-12-2016-0093
http://paperpile.com/b/Zi2NYJ/1li7
http://paperpile.com/b/Zi2NYJ/1li7
http://paperpile.com/b/Zi2NYJ/1li7
http://paperpile.com/b/Zi2NYJ/1li7
http://paperpile.com/b/Zi2NYJ/1li7
http://paperpile.com/b/Zi2NYJ/1li7
http://paperpile.com/b/Zi2NYJ/1li7
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/,%2057-82.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/,%2057-82.%20https://doi.org/
http://dx.doi.org/10.17230/ad-minister.32.3
http://paperpile.com/b/LkAQuo/Jc5t
http://paperpile.com/b/LkAQuo/Jc5t
http://paperpile.com/b/LkAQuo/Jc5t
http://paperpile.com/b/LkAQuo/Jc5t
http://paperpile.com/b/LkAQuo/Jc5t
http://paperpile.com/b/LkAQuo/Jc5t
http://paperpile.com/b/LkAQuo/Jc5t
http://paperpile.com/b/LkAQuo/Jc5t
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(2),%20341-370.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(2),%20341-370.%20https://doi.org/
http://dx.doi.org/10.1177/0018726707075884
http://paperpile.com/b/Zi2NYJ/56Lh
http://paperpile.com/b/Zi2NYJ/56Lh
http://paperpile.com/b/Zi2NYJ/56Lh
http://paperpile.com/b/Zi2NYJ/56Lh
http://paperpile.com/b/Zi2NYJ/56Lh
http://paperpile.com/b/Zi2NYJ/56Lh
http://paperpile.com/b/Zi2NYJ/56Lh
http://paperpile.com/b/Zi2NYJ/56Lh
https://revistaselectronicas.ujaen.es/index.php/REE/article/view/819
https://revistaselectronicas.ujaen.es/index.php/REE/article/view/819
https://revistaselectronicas.ujaen.es/index.php/REE/article/view/819
http://paperpile.com/b/XH6YVt/Bvq5
http://paperpile.com/b/XH6YVt/Bvq5
http://paperpile.com/b/XH6YVt/Bvq5
http://paperpile.com/b/XH6YVt/Bvq5
http://paperpile.com/b/XH6YVt/Bvq5
http://paperpile.com/b/XH6YVt/Bvq5
http://dx.doi.org/10.1108/jocm-01-2018-0035
http://dx.doi.org/10.1108/jocm-01-2018-0035
https://doi.org/10.35575/rvucn.n64a10
https://doi.org/10.1179/2047480615z.000000000329
https://doi.org/10.1179/2047480615z.000000000329
http://paperpile.com/b/Zi2NYJ/BJBQ
http://paperpile.com/b/Zi2NYJ/BJBQ
http://paperpile.com/b/Zi2NYJ/BJBQ
http://paperpile.com/b/Zi2NYJ/BJBQ
http://paperpile.com/b/Zi2NYJ/BJBQ
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(4),%20384-412.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(4),%20384-412.%20https://doi.org/
http://dx.doi.org/10.1111/j.1468-2370.2009.00270.x
https://repository.uaeh.edu.mx/bitstream/handle/123456789/11592

Cuadernos de Administracion :: Universidad del Valle :: Vol. 39 N° 75 :: January - April 2023

handle/123456789/11592

Gavin, J. H., Mason, R. O. (2004). The Virtuous
Organization. Organizational Dynamics,
33(4), 379-392. https://doi.org/10.1016/].
orgdyn.2004.09.005

Gyeltshen, C., Beri, N. (2018). Work place
happiness: A tool for teacher effectiveness.
Indian Journal of Public Health Research
and Development, 9(12), 1816. https://www.
researchgate.net/publication/330828437
Work Place Happiness A Tool for Teacher
Effectiveness

Hahn, J., Galuska, L., Polifroni, E. C., & Dunnack,
H. (2021). Joy and Meaning in Nurse Manager
Practice: A Narrative Analysis. The journal of
Nursing Administration, 51(1), 38-42. https://doi.
org/10.1097/NNA.0000000000000964

Harolds, J. A. (2020). Quality and Safety in
Healthcare, Part LV: Leadership to Prevent
Burnout and Increase Joy. Clinical Nuclear
Medicine, 45(2), 123-124. https://doi.

org/10.1097/RLU.0000000000002714

Harris, K. J., Kacmar, K. M. (2006). Too much of
a good thing: the curvilinear effect of leader-
member exchange on stress. The jJournal of
Social Psychology, 146(1), 65-84. https://doi.
org/10.3200/SOCP.146.1.65-84

Hassan, S., Ansari, N., Rehman, A. (2021). Public
service motivation, workplace spirituality
and employee well-being: a holistic approach.
Journal of Economic and Administrative Sciences.
https://doi.org/10.1108/JEAS-05-2020-0072

Juntunen, M., Lehenkari, M. (2021). A narrative
literature review process for an academic
business research thesis. Studies in Higher
Education, 46(2), 330-342. https://doi.org/10.10
80/03075079.2019.1630813

Kose, M. (2020). Ali er-Riza Meshed’i Baglaminda
Siilikte Oliim, Yams, Tiirbe ve Ziyaret.
Bilimname, 2020(41), 159-200. https://dergipark.
org.tr/en/download/article-file/1112056

Kubatova, J. (2019). Does academic publishing
lead to work-related stress or happiness?
Publications, 7(4), 66. https://www.mdpi.
com/2304-6775/7/4/66

Lewin, K., Lippitt, R., & White, R.K. (1939). Patterns
of aggressive behavior in experimentally
created “social climates.” The Journal of Social
Psychology, 10(2), 269-299. https://doi.org/10.10
80/00224545.1939.9713366

Liberati, A., Altman, D. G., Tetzlaff, ]J., Mulrow,
C., Ggtzsche, P. C., Ioannidis, J. P. A., Clarke,
M., Devereaux, P. J., Kleijnen, J., & Moher, D.

(2009). The PRISMA statement for reporting
systematic reviews and meta-analyses of
studies that evaluate health care interventions:
explanation and elaboration. Journal of Clinical
Epidemiology, 62(10), el-e34. https://doi.
org/10.1016/j.jclinepi.2009.06.006

Loaiza, C. T, Pirela, L. (2015). Liderazgo
en organizaciones venezolanas. Revista
Venezolana de Gerencia, 20(69),152-171. https://
www.redalyc.org/articulo.o0a?id=29036968009

Locke, E. A. (1976). The nature and causes of job
satisfaction. In M. D. Dunnette (Ed.), Handbook
of industrial and organizational psychology (pp.
1297-1343). Rand McNally.

Macke, J., Genari, D. (2019). Systematic literature
review on sustainable human resource
management. Journal of Cleaner Production,
208, 806-815. https://doi.org/10.1016/].
JCLEPRO.2018.10.091

Maham, R., Bhatti, O. K., & Oztiirk, A. O. (2020).
Impact of Islamic spirituality and Islamic social
responsibility on employee happiness with
perceived organizational justice as a mediator.
Cogent Business & Management, 7(1), 1788875.

https://doi.org/10.1080/23311975.2020.1788875

Marescaux, E., De Winne, S., & Forrier, A. (2019).
Developmental HRM, employee well-being
and performance: The moderating role of
developing leadership. European Management
Review, 16(2), 317-331. https://doi.org/10.1111/
emre.12168

Mendoza Martinez, A., Marin Lépez, P. G,
Hernandez Vera, N. (7-9 octubre de 2015).
Estudio del liderazgo transformacional desde
las percepciones de jefes y seguidores de una
empresa de consultoria en México (pp. 1, 17).
En XX Congreso Internacional de Contaduria,
Administraciéon e informatica. Universidad
Autéonoma de México, Ciudad de México.
https://investigacion.fca.unam.mx/docs/
memorias/2015/3.08.pdf

Mendoza Torres, M. R., Ortiz Riaga, C. (2006). El
Liderazgo Transformacional, Dimensiones e
Impacto en la Cultura Organizacional y Eficacia
de las Empresas. Revista de la Facultad de
Ciencias Econémicas: Investigacion y Reflexion,
XIV(1),118-134. https://www.redalyc.org/
pdf/909/90900107.pdf

Mohd Salleh, E. S., Dato’ Mansor, Z., Mohamed
Zainal, S. R., & Md. Yasin, I. (2020). Multilevel
analysis on employee wellbeing: The roles of
authentic leadership, rewards, and meaningful
work. Asian Academy of Management Journal,

25(1). https://doi.org/10.21315/aamj2020.25.1.7

https://doi.org/10.25100/cdea.v39i75.12627


https://doi.org/10.25100/cdea.v38i73.11031
https://doi.org/10.25100/cdea.v37i69.10682 
https://repository.uaeh.edu.mx/bitstream/handle/123456789/11592
https://doi.org/10.1016/j.orgdyn.2004.09.005
https://doi.org/10.1016/j.orgdyn.2004.09.005
https://www.researchgate.net/publication/330828437_Work_Place_Happiness_A_Tool_for_Teacher_Effectiveness
https://www.researchgate.net/publication/330828437_Work_Place_Happiness_A_Tool_for_Teacher_Effectiveness
https://www.researchgate.net/publication/330828437_Work_Place_Happiness_A_Tool_for_Teacher_Effectiveness
https://www.researchgate.net/publication/330828437_Work_Place_Happiness_A_Tool_for_Teacher_Effectiveness
http://paperpile.com/b/Zi2NYJ/k1pu
http://paperpile.com/b/Zi2NYJ/k1pu
http://paperpile.com/b/Zi2NYJ/k1pu
http://paperpile.com/b/Zi2NYJ/k1pu
http://paperpile.com/b/Zi2NYJ/k1pu
http://paperpile.com/b/Zi2NYJ/k1pu
http://paperpile.com/b/Zi2NYJ/k1pu
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(1),%2038-42.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(1),%2038-42.%20https://doi.org/
http://dx.doi.org/10.1097/NNA.0000000000000964
http://paperpile.com/b/XH6YVt/xDS5
http://paperpile.com/b/XH6YVt/xDS5
http://paperpile.com/b/XH6YVt/xDS5
http://paperpile.com/b/XH6YVt/xDS5
http://paperpile.com/b/XH6YVt/xDS5
http://paperpile.com/b/XH6YVt/xDS5
http://paperpile.com/b/XH6YVt/xDS5
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(2),%20123-124.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(2),%20123-124.%20https://doi.org/
http://dx.doi.org/10.1097/RLU.0000000000002714
http://paperpile.com/b/Zi2NYJ/oAk0
http://paperpile.com/b/Zi2NYJ/oAk0
http://paperpile.com/b/Zi2NYJ/oAk0
http://paperpile.com/b/Zi2NYJ/oAk0
http://paperpile.com/b/Zi2NYJ/FzSc
http://paperpile.com/b/Zi2NYJ/FzSc
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/Bilimname
http://paperpile.com/b/Zi2NYJ/FzSc
http://paperpile.com/b/Zi2NYJ/FzSc
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(41),%20159-200
https://dergipark.org.tr/en/download/article-file/1112056
https://dergipark.org.tr/en/download/article-file/1112056
http://paperpile.com/b/ijG22Z/ZDTx
http://paperpile.com/b/ijG22Z/ZDTx
http://paperpile.com/b/ijG22Z/ZDTx
http://paperpile.com/b/ijG22Z/ZDTx
http://paperpile.com/b/ijG22Z/ZDTx
http://paperpile.com/b/ijG22Z/ZDTx
https://www.mdpi.com/2304-6775/7/4/66
https://www.mdpi.com/2304-6775/7/4/66
http://paperpile.com/b/LkAQuo/DdX2
http://paperpile.com/b/LkAQuo/DdX2
http://paperpile.com/b/LkAQuo/DdX2
http://paperpile.com/b/LkAQuo/DdX2
http://paperpile.com/b/LkAQuo/DdX2
http://paperpile.com/b/LkAQuo/DdX2
http://paperpile.com/b/LkAQuo/DdX2
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(2),%20269-299.%20https://doi.org/
http://dx.doi.org/10.1080/00224545.1939.9713366
http://dx.doi.org/10.1080/00224545.1939.9713366
http://paperpile.com/b/XH6YVt/UOgv
http://paperpile.com/b/XH6YVt/UOgv
http://paperpile.com/b/XH6YVt/UOgv
http://paperpile.com/b/XH6YVt/UOgv
http://paperpile.com/b/XH6YVt/UOgv
http://paperpile.com/b/XH6YVt/UOgv
http://paperpile.com/b/XH6YVt/UOgv
http://paperpile.com/b/XH6YVt/UOgv
http://paperpile.com/b/XH6YVt/UOgv
http://paperpile.com/b/XH6YVt/UOgv
http://paperpile.com/b/XH6YVt/UOgv
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(10),%20e1-e34.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(10),%20e1-e34.%20https://doi.org/
http://dx.doi.org/10.1016/j.jclinepi.2009.06.006
https://www.redalyc.org/articulo.oa?id=29036968009
https://www.redalyc.org/articulo.oa?id=29036968009
http://paperpile.com/b/Zi2NYJ/RjcJ
http://paperpile.com/b/Zi2NYJ/RjcJ
http://paperpile.com/b/Zi2NYJ/RjcJ
http://paperpile.com/b/Zi2NYJ/RjcJ
http://paperpile.com/b/Zi2NYJ/RjcJ
http://paperpile.com/b/Zi2NYJ/RjcJ
http://paperpile.com/b/Zi2NYJ/RjcJ
http://paperpile.com/b/Zi2NYJ/RjcJ
https://doi.org/10.1080/23311975.2020.1788875
http://paperpile.com/b/XH6YVt/wePG
http://paperpile.com/b/XH6YVt/wePG
http://paperpile.com/b/XH6YVt/wePG
http://paperpile.com/b/XH6YVt/wePG
http://paperpile.com/b/XH6YVt/wePG
http://paperpile.com/b/XH6YVt/wePG
http://paperpile.com/b/XH6YVt/wePG
http://paperpile.com/b/XH6YVt/wePG
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(2),%20317-331.%20https://doi.org/
http://dx.doi.org/10.1111/emre.12168
http://dx.doi.org/10.1111/emre.12168
https://www.redalyc.org/pdf/909/90900107.pdf
https://www.redalyc.org/pdf/909/90900107.pdf
http://paperpile.com/b/XH6YVt/H4pm
http://paperpile.com/b/XH6YVt/H4pm
http://paperpile.com/b/XH6YVt/H4pm
http://paperpile.com/b/XH6YVt/H4pm
http://paperpile.com/b/XH6YVt/H4pm
http://paperpile.com/b/XH6YVt/H4pm
http://paperpile.com/b/XH6YVt/H4pm
http://paperpile.com/b/XH6YVt/H4pm
http://paperpile.com/b/XH6YVt/H4pm
http://dx.doi.org/10.21315/aamj2020.25.1.7

Claudia Patricia Lopez Pérez et al., ::

Pangarso A., Pradana M., Widodo A., & Putera K.
D. B. (2019). Bank’s employees happiness factor
analysis (A study in bank BTN Harmoni branch,
Jakarta, Indonesia). Journal of Advanced
Research in Dynamical and Control Systems.
https://astadipangarso.staff.telkomuniversity.
ac.id/files/2014/01/WISS Astadi Tel-U-revision.

pdf

Salas-Vallina, A; Fernandez, R. (2017). The
HRM-performance relationship revisited
Inspirational motivation, participative
decision making and happiness at work (HAW).
Employee Relations. https://doi.org/10.1108/
ER-12-2016-0245

Salas-Vallina, A., Lopez- Cabrales, A., Alegre, ]., &
Fernandez, R. (2017). On the road to happiness
at work (HAW). Personnel Review, 46(2), 314-
338. https://doi.org/10.1108/pr-06-2015-0186

Salas-Vallina, A., Alegre, ]J. (2018). Unselfish
leaders? Understanding the role of altruistic
leadership and organizational learning on
happiness at work (HAW). Leadership &
Organization Development Journal, 39(5), 633-
649. https://doi.org/10.1108/10dj-11-2017-0345

Salas-Vallina, A., Alegre, J., & Fernandez Guerrero,
R. (2018). Happiness at work in knowledge-
intensive contexts: Opening the research
agenda. European Research on Management
and Business Economics, 24(3), 149-159. https://

doi.org/10.1016/j.iedeen.2018.05.003

Salas-Vallina, A., Simone, C., & Fernandez-
Guerrero, R. (2020). The human side of
leadership: Inspirational leadership effects
on follower characteristics and happiness at
work (HAW). Journal of Business Research,
107, 162-171. https://doi.org/10.1016/j.
jbusres.2018.10.044

Salas-Vallina, A., Alegre, J., & Lépez., Cabrales, A.
(2021). The challenge of increasing employees’
well-being and performance: How human
resource management practices and engaging
leadership work together toward reaching this

goal. Human Resource Management, 60(3), 333-
347. https://doi.org/10.1002/hrm.22021

Schaufeli, W. B. (2015). Engaging leadership in
the job demands-resources model. The Career
Development International, 20(5), 446-463.
https://doi.org/10.1108/CDI-02-2015-0025

Semedo, A. S., Coelho, A., & Ribeiro, N. (2019).
Authentic leadership, happiness at work and
affective commitment. European Business
Review, 31(3), 337-351. https://doi.org/10.1108/
ebr-01-2018-0034

Sender, G., Carvalho, F., & Guedes, G. (2021).
The Happy Level: A new approach to
measure Happiness at work using mixed
methods. International Journal of Qualitative
Methods, 20, 160940692110024. https://doi.
org/10.1177/16094069211002413

Shah, A. R.,, Haws, M. ]J.,, & Kalliainen, L. K.
(2018). Factors Affecting Women’s Success
in Academic and Private Practice Plastic
Surgery. Plastic and Reconstructive Surgery,

141(4), 1063-1070. https://doi.org/10.1097/
PRS.0000000000005156

Tkach, C., Lyubomirsky, S. (2006). How do people
pursue happiness?: Relating personality,
happiness-increasing strategies, and well-
being. Journal of Happiness Studies, 7(2), 183-
225. https://doi.org/10.1007/s10902-005-4754-1

Walumbwa, F. O., Avolio, B. ]J., Gardner, W.
L., Wernsing, T. S., & Peterson, S. J. (2008).
Authentic Leadership: Development and
Validation of a Theory-Based Measure. Journal
of Management, 34(1), 89-126. https://doi.
org/10.1177/0149206307308913

Weiss, H. M., Cropanzano, R. (1996). Affective
Events Theory: A theoretical discussion of
the structure, causes and consequences of
affective experiences at work. In B. M. Staw, L.
L. Cummings (Eds.), Research in organizational
behavior: An annual series of analytical essays
and critical reviews (Vol. 18, pp. 1-74). Elsevier
Science/JAI Press.

How to cite this paper?

Loépez Pérez, C. P.,, Vieira Salazar, J. A., & Echeverri Rubio, A. (2023). Leadership and its Influence
on Happiness at Work: A Narrative Literature Review. Cuadernos de Administracion, 39(75), e4112627.

https://doi.org/10.25100/cdea.v39i75.12627

Cuadernos de Administracidonjournal by Universidad del Valle isunderlicence Creative Commons Reconocimiento-
NoComercial-SinObrasDerivadas 4.0. Based in http://cuadernosdeadministracion.univalle.edu.co/

https://doi.org/10.25100/cdea.v39i75.12627


https://doi.org/10.25100/cdea.v38i73.11031
https://astadipangarso.staff.telkomuniversity.ac.id/files/2014/01/WISS_Astadi_Tel-U-revision.pdf
https://astadipangarso.staff.telkomuniversity.ac.id/files/2014/01/WISS_Astadi_Tel-U-revision.pdf
https://astadipangarso.staff.telkomuniversity.ac.id/files/2014/01/WISS_Astadi_Tel-U-revision.pdf
https://doi.org/10.1108/ER-12-2016-0245
https://doi.org/10.1108/ER-12-2016-0245
about:blank
about:blank
about:blank
about:blank
about:blank
about:blank
file:///D:\Usuario\Escritorio\V39N75,2023\PARA%20DIAGRAMAR\12627\(2),%20314-338.%20https:\doi.org\
file:///D:\Usuario\Escritorio\V39N75,2023\PARA%20DIAGRAMAR\12627\(2),%20314-338.%20https:\doi.org\
http://dx.doi.org/10.1108/pr-06-2015-0186
http://paperpile.com/b/XH6YVt/myfV
http://paperpile.com/b/XH6YVt/myfV
http://paperpile.com/b/XH6YVt/myfV
http://paperpile.com/b/XH6YVt/myfV
http://paperpile.com/b/XH6YVt/myfV
http://paperpile.com/b/XH6YVt/myfV
http://paperpile.com/b/XH6YVt/myfV
http://paperpile.com/b/XH6YVt/myfV
http://dx.doi.org/10.1108/lodj-11-2017-0345
http://paperpile.com/b/XH6YVt/2Ico
http://paperpile.com/b/XH6YVt/2Ico
http://paperpile.com/b/XH6YVt/2Ico
http://paperpile.com/b/XH6YVt/2Ico
http://paperpile.com/b/XH6YVt/2Ico
http://paperpile.com/b/XH6YVt/2Ico
http://paperpile.com/b/XH6YVt/2Ico
http://paperpile.com/b/XH6YVt/2Ico
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(3),%20149-159.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(3),%20149-159.%20https://doi.org/
http://dx.doi.org/10.1016/j.iedeen.2018.05.003
http://paperpile.com/b/XH6YVt/MkVe
http://paperpile.com/b/XH6YVt/MkVe
http://paperpile.com/b/XH6YVt/MkVe
http://paperpile.com/b/XH6YVt/MkVe
http://paperpile.com/b/XH6YVt/MkVe
http://paperpile.com/b/XH6YVt/MkVe
http://paperpile.com/b/XH6YVt/MkVe
http://paperpile.com/b/XH6YVt/MkVe
file:///D:\Usuario\Escritorio\V39N75,2023\PARA%20DIAGRAMAR\12627\,%20162-171.%20https:\doi.org\
http://dx.doi.org/10.1016/j.jbusres.2018.10.044
http://dx.doi.org/10.1016/j.jbusres.2018.10.044
http://paperpile.com/b/XH6YVt/8TuC
http://paperpile.com/b/XH6YVt/8TuC
http://paperpile.com/b/XH6YVt/8TuC
http://paperpile.com/b/XH6YVt/8TuC
http://paperpile.com/b/XH6YVt/8TuC
http://paperpile.com/b/XH6YVt/8TuC
http://paperpile.com/b/XH6YVt/8TuC
http://paperpile.com/b/XH6YVt/8TuC
http://paperpile.com/b/XH6YVt/8TuC
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(3),%20333-347.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(3),%20333-347.%20https://doi.org/
http://dx.doi.org/10.1002/hrm.22021
https://doi.org/10.1108/CDI-02-2015-0025
http://paperpile.com/b/XH6YVt/xOAB
http://paperpile.com/b/XH6YVt/xOAB
http://paperpile.com/b/XH6YVt/xOAB
http://paperpile.com/b/XH6YVt/xOAB
http://paperpile.com/b/XH6YVt/xOAB
http://paperpile.com/b/XH6YVt/xOAB
http://paperpile.com/b/XH6YVt/xOAB
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(3),%20337-351.%20https://doi.org/
http://dx.doi.org/10.1108/ebr-01-2018-0034
http://dx.doi.org/10.1108/ebr-01-2018-0034
https://doi.org/10.1177/16094069211002413
https://doi.org/10.1177/16094069211002413
http://paperpile.com/b/Zi2NYJ/PiZx
http://paperpile.com/b/Zi2NYJ/PiZx
http://paperpile.com/b/Zi2NYJ/PiZx
http://paperpile.com/b/Zi2NYJ/PiZx
http://paperpile.com/b/Zi2NYJ/PiZx
http://paperpile.com/b/Zi2NYJ/PiZx
http://paperpile.com/b/Zi2NYJ/PiZx
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/(4),%201063-1070.
https://doi.org/10.1097/prs.0000000000005156
https://doi.org/10.1097/prs.0000000000005156
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/Tkach,%20C.,%20Lyubomirsky,%20S.%20(2006).%20How%20do%20people%20pursue%20happiness?:%20Relating%20personality,%20happiness-increasing%20strategies,%20and%20well-being.%20Journal%20of%20Happiness%20Studies,%207(2),%20183-225.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/Tkach,%20C.,%20Lyubomirsky,%20S.%20(2006).%20How%20do%20people%20pursue%20happiness?:%20Relating%20personality,%20happiness-increasing%20strategies,%20and%20well-being.%20Journal%20of%20Happiness%20Studies,%207(2),%20183-225.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/Tkach,%20C.,%20Lyubomirsky,%20S.%20(2006).%20How%20do%20people%20pursue%20happiness?:%20Relating%20personality,%20happiness-increasing%20strategies,%20and%20well-being.%20Journal%20of%20Happiness%20Studies,%207(2),%20183-225.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/Tkach,%20C.,%20Lyubomirsky,%20S.%20(2006).%20How%20do%20people%20pursue%20happiness?:%20Relating%20personality,%20happiness-increasing%20strategies,%20and%20well-being.%20Journal%20of%20Happiness%20Studies,%207(2),%20183-225.%20https://doi.org/
file:///D:/Usuario/Escritorio/V39N75%2c2023/PARA%20DIAGRAMAR/12627/Tkach,%20C.,%20Lyubomirsky,%20S.%20(2006).%20How%20do%20people%20pursue%20happiness?:%20Relating%20personality,%20happiness-increasing%20strategies,%20and%20well-being.%20Journal%20of%20Happiness%20Studies,%207(2),%20183-225.%20https://doi.org/
http://dx.doi.org/10.1007/s10902-005-4754-1

