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ABSTRACT

In this study we aim to find if there is a correlation between happiness within the

workplace and perceived productivity in sales teams. The study starts with introducing the

concept of happiness and its evolution throughout the years, followed by the review literature

of  several  studies  that  explore  the  relationships  between  positive  psychology,  happiness,

subjective-well-being,  engagement  and  job  satisfaction;  afterwards,  we  analyze  what

motivates employees to perform their jobs. Interviews have been conducted with a sample of

ten respondents, with the objective of validating and assessing how the respondents perceived

the  relationship  – if  there  was any – between happiness,  motivation  and productivity.  A

thorough analysis and synthesis of 20 topics considered central for fostering happiness in the

workplace is provided. Following the quantitative study, a survey based on the findings of the

qualitative research has been applied to 66 participants; a detailed analysis of this research is

then presented, followed by a discussion that gathers the main findings of the research and

offer suggestions for further researches on the topic. The study concluded that the higher the

happiness score, the greater the perception of productivity. Not only it has been observed that

happiness leads to increased perception of productivity,  but that also as the perception of

productivity increases, the feeling of happiness and job satisfaction also increases.

Key Words:  Happiness, Productivity,  Sales Teams, Job Satisfaction,  Motivation,  Positive
Psychology, Happiness in the Workplace



RESUMO

Neste estudo, buscamos descobrir se existe uma correlação entre a felicidade no local

de trabalho e a produtividade das equipes de vendas. O estudo começa com a introdução do

conceito de felicidade e sua evolução ao longo dos anos, seguido pela revisão da literatura de

vários  estudos  que  exploram  as  relações  entre  psicologia  positiva,  felicidade,  bem-estar

subjetivo,  engajamento  e  satisfação  no  trabalho;  depois,  analisamos  o  que  motiva  os

funcionários a desempenharem seus trabalhos. Foram realizadas entrevistas com uma amostra

de dez participantes, com o objetivo de validar e avaliar como os entrevistados consideram a

relação - se houver - entre felicidade, motivação e produtividade. É fornecida uma análise e

síntese detalhadas de 20 tópicos considerados centrais para promover a felicidade no local de

trabalho.  Após  o  estudo  quantitativo,  uma  pesquisa  baseada  nos  resultados  da  pesquisa

qualitativa  foi  aplicada  a  66  participantes;  é  apresentada  uma  análise  detalhada  dessa

pesquisa, seguida de uma discussão que reúne os principais resultados da pesquisa e oferece

sugestões para futuras pesquisas sobre o tema. O estudo concluiu que quanto maior o escore

de felicidade, maior a percepção de produtividade. Não só foi observado que a felicidade leva

a uma maior percepção da produtividade,  mas que também à medida que a percepção da

produtividade aumenta, o sentimento de felicidade e satisfação no trabalho também aumenta.

Palavras  Chave:  Felicidade,  Produtividade,  Equipe  de  Vendas,  Satisfação  no  Trabalho,
Motivação, Psicologia Positiva, Felicidade no Local de Trabalho



Table of Contents

1. Introduction to the Study..................................................................................................9

2. Chapter One: Review of the Theory...............................................................................11

a. Positive Psychology...............................................................................................................11

b. Happiness Throughout History...........................................................................................15

c. Subjective Well-Being (SWB)..............................................................................................20

d. Well-being and Happiness in the Workplace.....................................................................22
i. Increasing Happiness Within the Workplace......................................................................................26

e. Well-being and Happiness Scales........................................................................................28

f. Sales People: Motivation and Productivity.........................................................................31
i. Happiness as a Predictor of Sales Performance..................................................................................31
ii. Extrinsic and Intrinsic Motivation......................................................................................................32
iii. Perception of Productivity..................................................................................................................34

g. Happiness Scale and Perception of Productivity Measurements......................................35

3. Chapter Two: Qualitative Research...............................................................................36

a. Participants, Instruments and Procedures.........................................................................36
i. Participants..........................................................................................................................................36
ii. Instruments..........................................................................................................................................37
iii. Procedures...........................................................................................................................................38

b. Results...................................................................................................................................38
i. Theme 1: Interaction with Other People at Work...............................................................................39
ii. Theme 2: Workload and Realistic Goals............................................................................................40
iii. Theme 3: Meaning..............................................................................................................................41
iv. Theme 4: Diversity of Assignments, Skills or Locations...................................................................41
v. Theme 5: Control and Flexibility Over Decision Making..................................................................42
vi. Theme 6: Encouraging and Supportive Supervision..........................................................................43
vii. Theme 7: Participation in Changes.....................................................................................................44
viii. Theme 8: Learn and Use Personal Skills.......................................................................................44
ix. Theme 9: Clear Role...........................................................................................................................45
x. Theme 10: Acknowledgment of Achievements..................................................................................46
xi. Theme 11: Freedom to Express Ideas and Be Heard..........................................................................46
xii. Theme 12: Job Stability......................................................................................................................47
xiii. Theme 13: Equality........................................................................................................................48
xiv. Theme 14: Comfortable Working Environment............................................................................48
xv. Theme 15: Role Respected and Valued by Society............................................................................49
xvi. Theme 16: Payment.......................................................................................................................50
xvii. Theme 17: Mutual Feedback..........................................................................................................51
xviii. Theme 18: Co-workers Support.....................................................................................................52
xix. Theme 19: Integrity and Ethics......................................................................................................53
xx. Theme 20: Trust and Respect.............................................................................................................53

c. Results Summary..................................................................................................................54

4. Chapter Three: Quantitative Research..........................................................................57

a. Participants, Instruments and Procedures.........................................................................57
i. Participants..........................................................................................................................................57
ii. Instruments..........................................................................................................................................58
iii. Procedures...........................................................................................................................................59

b. Quantitative Research: Results...........................................................................................60
i. Descriptive Analysis...........................................................................................................................61
ii. Regression Model...............................................................................................................................72



iii. Conclusion..........................................................................................................................................77

5. Chapter Four: Discussion..............................................................................................78

a. Discussion..............................................................................................................................78

b. Study Limitations.................................................................................................................81

6. Chapter Five: Conclusion..............................................................................................82

7. Referencing.....................................................................................................................84

8. Appendices......................................................................................................................91

a. Tables....................................................................................................................................91

b. Figures...................................................................................................................................92



 10 

1. Introduction to the Study 

I have always been passionate about the psychology field and have always been curious 

about the mysteries that revolve around our minds and thoughts. I have always had a dream to 

graduate in Psychology – which is still on my bucket list – but for several professional reasons 

I have decided to pursue a management degree instead.  

I think that it is fascinating studying and trying to understand what brings people to 

have certain thoughts and to take specific actions. Not only that, but I have always been 

interested in understanding people’s behaviors, and to what extent that could be influenced or 

is intrinsically immutable.  I was thrilled when I saw in my master degree thesis an opportunity 

to combine both psychology and people management while serving academia by exploring a 

topic that could uncover findings that so far were not fully investigated. I was also excited by 

the possibility of emerging in other academics the urge to remain examining the topic after 

reading my research.  

I am a solemn enthusiast when it comes to positive psychology. Ever since I started 

developing my interest in psychology, I realized a lot more attention was given to the negative 

side of psychology and its applications. I am someone who is naturally prone to see the positive 

side of things and to be an optimistic person; therefore, I was intrigued by why people were 

focused so much more on how the mind affects negatively oneself – studies on depression, for 

instance – instead of how it can actually improve one’s life.  

Therefore, I decided I wanted to focus on how positive emotions and feelings could 

possibly affect people’s lives in a positive, helpful, constructive and affirmative way. In 2018 

I read a book by Shawn Achor called “The Happiness Advantage: The Seven Principles of 
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Positive Psychology that Fuel Success and Performance at Work”; this book inspired me to 

investigate how happiness could actually affect one’s perceptions, motivations and actions. 

After reading that book, I was certain that people who are happier and experience more 

positive emotions than those who often experience negative feelings had a very different 

approach in several areas of their lives and, consequently, were achieving way more positive 

results in their interactions and activities. 

At the moment of that reading experience I was both pursuing my master degree and 

working on a financial consulting company, which focused heavily on the sales of their 

financial services. I had seen several successful consultants leaving their jobs, even though I 

knew they had great soft skills and a vast client portfolio. I started wondering myself if the 

commercial skills and know-how were in fact the predictor for their success, or if happiness 

was indeed interfering in their productivity results and in their job satisfaction. At that moment, 

I was convinced that I would find out if there was a correlation between productivity and 

happiness among employees in sales teams. I also recognized that my curiosity had potential 

to turn into an academic article that could arise questions for further development, and that 

made me ecstatic.  

All of those past episodes led me to now, writing an article entitled The Effects of 

Happiness in the Productivity of Sales Teams. The main purpose of this study is to investigate 

whether happiness has any effect on the productivity of sales teams or – if having commercial 

skills is enough to generate productivity. I also want to explore – secondarily – if happiness, 

job satisfaction, motivation and perceived productivity have any correlation; additionally, 

within the aspects that are precedents of happiness within the workplace, which ones could be 

correlated. I expect that, once those findings have been presented and analyzed, they will 

generate interest in the academia and be an antecessor for further researches on the topic.  
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2. Chapter One: Review of the Theory 

a. Positive Psychology  

Martin Seligman is known as the father of Positive Psychology (the term itself was 

created by Abraham Maslow), being pioneer in the subject, not only because he has a formal 

hypothesis of why happy people are happy, but because he uses the scientific method to test it. 

Through the use of exhaustive questionnaires, Seligman found that those who have identified 

and mastered their unique combination of "signature qualities," such as compassion, 

temperance and determination, were the most happy, cheerful people. This view of happiness 

incorporates Confucius, Mencius and Aristotle's virtue-ethics with modern incentive theories 

in psychology.  

His groundbreaking speech in 1998, at the time of his election as president of the 

American Psychological Association (APA), was a significant moment in Seligman's life, as 

he announced that psychologists must research what makes happy people happy. He noted, 

“The most important thing, the most general thing I learned, was that psychology was half-

baked, literally half-baked. We had baked the part about mental illness [...] The other side's 

unbaked, the side of strength, the side of what we're good at.” (Address, Lincoln Summit, Sep. 

1999). In many ways, this represented the opening of a new outlook for the psychology field, 

which Seligman called for a new science focused on improving the lives of people, to be known 

as “positive psychology” (Hodges, 2010). 

Seligman (1999) called for increasing amounts of research and scholarship with an 

increased focus on the discovery and development of positive attributes about individuals that 

would not only increase their level of well-being, but would help buttress the negativity and 

symptoms of depression (Hodges, 2010). While psychiatry had been able to rescue people from 
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various mental illnesses, there were practically no scientifically sound resources available to 

help people reach their higher ground, survive and succeed. Seligman has called for a "positive 

psychology" to fix this disparity (Fredrickson, 2003). 

With the aid of psychologist Mihaly Csikszentmihalyi — who created the concept of 

"flow" to explain peak motivational experiences — Seligman explored the field for scientists 

whose research could be described as "what makes life worth living." 

Seligman and Csikszentmihalyi (2000) describe positive psychology as “a science of 

positive subjective experience, positive individual traits, and positive institutions (which) 

promises to improve quality of life and prevent the pathologies that arise when life is barren 

and meaningless” (p. 5). The focus is on positive features of life, such as factors that enable 

hope, wisdom, creativity, future mindedness, courage, spirituality, and responsibility.  

According to Allen & McCarthy (2015), positive psychology represents the science of 

positive aspects of human life including happiness, optimism, and flourishing. We draw on 

theory and research from several performance-related contexts, but mainly from the athletic 

domain where people experience a variety of positive outcomes (e.g. enjoyment, hope, and 

flourishing relationships). Hence, positive psychology reflects the scientific study of positive 

emotion, engagement, and meaning. 

Researchers have found, for example, that optimistic people have a lower incidence of 

cardiovascular events and all-cause mortality (Giltay, Geleijnse, Zitman, Hoekstra, & 

Schouten, 2004), that people who smile on childhood pictures have less divorces and greater 

marital satisfaction (Hertenstein, Hansel, Butts, & Hile, 2009), and that happy teenagers end 

up earning significantly higher incomes than less happy teenagers (Allen & McCarthy,  2015). 
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Studies have argued that the word happiness is too narrow to be statistically useful, but 

that a life that includes a great deal of positive emotion, dedication and purpose represents what 

most people refer to when they describe themselves as happy (Seligman et al. 2009). 

Positive psychology aims to help the discipline transition from relying primarily on a 

healing perspective to one that emphasizes prevention. It's focused on three levels: subjective 

experiences (feelings), personal traits, institutions or organizations” (Gavin & Mason, 2004). 

At the subjective level the new approach to science aims to put greater value on 

enriching human experiences such as “well-being, contentment, and satisfaction (in the past); 

hope and optimism (for the future) and flow and happiness (in the present)”. In the formulation 

of Csikszentmihalyi, flow is used here to mean that people have a continuous sense of absolute 

participation in what they are doing and focus their full attention on the task. A high level of 

active participation contributes to a lack of self-awareness. Flow, then, is a condition— often 

of exhilaration— that people feel while fully engaged in their work” (Gavin & Mason, 2004). 

Positive psychology at the individual level seeks to develop positive traits such “the 

capacity for love and vocation, courage, interpersonal skill, aesthetic sensibility, perseverance, 

forgiveness, originality, future mindedness, spirituality, high talent, and wisdom”. Finally, at 

the organizational or group level positive psychology ‘‘is about the civic virtues and the 

institutions that move individuals toward better citizenship: responsibility, nurturance, 

altruism, civility, moderation, tolerance, and work ethic” (Gavin & Mason, 2004). 

Seligman’s speech served as a strong precedent for a new subject of study in the 

psychology field; since then, several researchers have been attracted to positive psychology. 

Far more emotional researchers have voted to study negative emotions including anger, 

anxiety, and sadness in their careers opposed to positive emotions. Others looked upon the 
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study of hope and positive emotions as a futile endeavor. But this has been evolving with the 

positive psychology wave. Today, several psychologists have started exploring the still 

uncharted territory of human abilities and the origins of happiness. The new discoveries 

generated by positive psychology hold the promise of improving individual and collective 

functioning, psychological well-being and physical health (Fredrickson, 2003). 

There are probably a number of reasons why in the past there has been little attention 

dedicated to the positive emotions. Naturally, there is a tendency to research something that 

impacts humanity's well-being— and the manifestation and perception of negative emotions is 

responsible for much of what inflicts the world. But it can also be that the positive emotions 

are somewhat more difficult to study. They are comparatively few and fairly undifferentiated 

— joy, pleasure and serenity can't be easily separated from each other. In comparison, rage, 

fear and sadness are distinctly different experiences (Fredrickson, 2003). 

Instead of solving immediate survival problems, positive emotions solve issues related 

to personal growth and development. Experiencing a positive emotion leads to mental states 

and behavioral modes which indirectly prepares an individual for later difficult times 

(Fredrickson, 2003). 

The goal of the positive psychology movement is to help people embrace life as they 

experience it and enjoy it. Psychologists seek to help people find genuine joy in their daily 

lives and not spend their time dreaming of something they never seem to accomplish. Seligman 

(2002) tells us that we tend to be happier if we can find a calling or something that binds us to 

a greater good.  
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Organizations such as The Container Store and TDIndustries have done that. They have 

given their workers an opportunity not only to earn a good living, but also to feel as if they are 

contributing to the “greater good” (Gavin & Mason, 2004). 

One field of positive psychology analyzes subjective well-being (SWB), the cognitive 

and affective evaluations of people's lives. Progress has been made in recognizing SWB's 

elements, the value of adaptation and aspirations to feelings of well-being, SWB's personality 

underpinnings, and cultural well-being factors. Representative selection of respondents, 

naturalistic sampling measures of awareness, and other methodological refinements are now 

being used to research SWB and could be used to generate indicators of happiness (Diener, 

2000). 

b. Happiness Throughout History 

Happiness has been the subject of several studies for years. Many researchers, 

philosophers and scientists have defined and interpreted happiness in different ways, and its 

meaning has been changing over the years according to the person defining it and the purpose 

of the study. 

Happiness itself is, first of all, very complex and subjective. Although a simple word, 

it is a feeling that might have different meanings according to the person using it and the context 

in which is being applied. Happiness, according to the Greeks in the early times, has been 

thought not to be mainly related to receiving money, honors or physical pleasure -  although 

these may be a contributing part of a greater pattern of positive factors. Rather, happiness 

derives from three key defining characteristics: freedom, knowledge and virtue (Gavin & 

Mason, 2004). 
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For the Greek, those who did not possess those three characteristics would fail in 

achieving happiness due to the fact that they would lack control over their lives, would have 

no information and would not know how to reason, and would therefore not be able to develop 

the moral character and intellectual expertise necessary to make good decisions.  

Ever since the beginning of studies on happiness, there has been an upsurge in studies 

on happiness (e.g., Diener, 2000; Chamorro-Premuzic, Bennett & Furnham, 2007). Happiness 

can be defined in terms of the average level of satisfaction over a specific period, the frequency 

and degree of positive affect manifestations, and the relative absence of negative affect, 

according to Argyle, Martin & Crossland (1989).  

Diener (1984) noticed that nearly every scientific approach to happiness congregates 

around three distinct, defining phenomena. First, happiness is considered to be a subjective 

experience. That means that people are considered to be happy to the extent that they believe 

or perceive themselves to be happy. As a consequence, happiness involves some type of 

positive relationships, engagement, competence, self-esteem, optimism, and a feeling that an 

individual is contributing towards the well-being of others (Diener et al. 2010).  

Second, happiness comprises both the relative presence of positive emotions and the 

relative absence of negative ones. Third, happiness is perceived as a global judgement; it refers 

to one’s life as a whole. Although individual happiness has exhibited some level of stability 

over time, it has also been noticed that is not as constant as not to be affected by environmental 

events or responsive to therapeutic interventions (Ramirez-Garcia, Perea, & Del Junco, 2019). 

Taking those factor into consideration, one can conclude that happiness refers to a 

subjective and global judgement that one is experiencing a reasonable and significant amount 
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of positive emotion and relatively little negative emotion (Ramirez-Garcia, Perea, & Del Junco, 

2019). 

Still following the line of thought of Diener in defining happiness, it is “common sense” 

to combine the frequency and intensity of pleasant emotions. That is, the people considered to 

be the happiest are those who are experiencing happiness with a high degree of intensity. 

However, his findings contradict this commonsense notion. How much of the time a person 

experiences pleasant emotions is a better predictor than positive emotional intensity of how 

happy the person reports being (Diener, Sandyik, & Pavot, 1991). Thus, feeling pleasant 

emotions most of the time and infrequently experiencing unpleasant emotions, even if the 

pleasant emotions are only mild, is sufficient for high reports of happiness (Diener, 2000).  

Coming forward to the more recent research, it is indispensable to mention Seligman – 

the father of Positive Psychology – and his studies on the subject, which will be of great 

importance in the course of this research. For Seligman, what started as inquiry into happiness 

has evolved into an analysis of human flourishing (Seligman, 2012).  

The assumption of Seligman (2002) is that pleasure can be developed in three 

dimensions: the Pleasant Life, the Good Life, and the Meaningful Life. The Pleasant Life is 

understood as we learn to enjoy and appreciate simple pleasures such as companionship, the 

natural environment, and our body needs. At this point we can remain pleasantly stagnant or 

we can go on to appreciate the Good Life accomplished by discovering our unique values and 

talents and creatively using them to enrich our lives. According to modern self-esteem theories 

life is only truly satisfying if we discover value within ourselves. Yet one of the best ways to 

explore this value is to nourish our unique strengths in contributing to our fellow human 

happiness. The final stage is therefore the Meaningful Life, in which we achieve a profound 

sense of fulfillment by using our unique strengths for a cause greater than ourselves. 
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The theory in Authentic Happiness (Seligman, 2002) is that happiness could be 

analyzed as the convergence of three different elements: positive emotion, engagement, and 

meaning. And each of these elements is better defined and more measurable than happiness. 

The first is positive emotion; what people feel: pleasure, rapture, ecstasy, warmth, comfort, and 

the like. An entire life led successfully around this element is called by Seligman (2002) the 

“pleasant life.” 

The second element, engagement, is about flow: being one with the music, time 

stopping, and the loss of self-consciousness during an absorbing activity. Seligman (2002) 

refers to a life lived with these aims as the “engaged life.” Engagement is different, even 

opposite, from positive emotion; for if people who are in flow are asked what they are thinking 

and feeling, they usually say, “nothing.” In flow, individuals merge with the object. Seligman 

believes that the concentrated attention that flow requires uses up all the cognitive and 

emotional resources that make up thought and feeling. 

There is yet a third element of happiness, which is meaning. The pursuit of engagement 

and the pursuit of pleasure are often solitary, solipsistic endeavors. Human beings, ineluctably, 

want meaning and purpose in life. The Meaningful Life consists in belonging to and serving 

something that individuals believe to be bigger than the self, and humanity creates all the 

positive institutions to allow this: religion, political party, being Green, the Boy Scouts, or the 

family (Seligman, 2002). 

There has come up, however, discussions towards the complexion of happiness and 

whether it has fully comprised all the elements that define an individual’s perception of 

happiness. Seligman (2012) has been questioned regarding success and mastery, an whether 

those elements should be also part of the authentic happiness previously structured. Seligman 

then developed further in his studies and devised the Well-Being Theory. 
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According to Seligman (2012), well-being has five measurable elements that count 

toward it: Positive emotion (of which happiness and life satisfaction are all aspects); 

engagement; relationships; meaning and purpose; and accomplishment. No one element 

defines well-being, but each contributes to it. Some aspects of these five elements are measured 

subjectively by self-report, but other aspects are measured objectively. 

The well-being theory (Seligman, 2012), opposed to the authentic happiness, is plural 

in method as well as substance: positive emotion is a subjective variable, defined by what 

individuals think and feel. Meaning, relationships, and accomplishment have both subjective 

and objective components, since people can believe they have meaning, good relations, and 

high accomplishment and be wrong, even deluded. The upshot of this is that well-being cannot 

exist just in one’s own head: well-being is a combination of feeling good as well as actually 

having meaning, good relationships, and accomplishment. The way individuals choose their 

course in life is to maximize all five of these elements. 

Not only Seligman has considered well-being broader and more integrated than 

happiness itself. On the next section, the concept of well-being and subjective well-being will 

be further explored and defined for the use in this research. 

c. Subjective Well-Being (SWB) 

Subjective well-being (SWB) is the field in the behavioral sciences in which people’s 

evaluations of their lives are studied. SWB includes diverse concepts ranging from momentary 

moods to global judgments of life satisfaction, and from depression to euphoria. The field has 

grown rapidly in the last decade, so that there are now thousands of studies on topics such as 

life satisfaction and happiness (Diener, Scollon, & Lucas, 2009). 
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Thinkers have been pondering the question for thousands of years: What is good life? 

They focused on the characteristics that define quality of life, such as love for others, pleasure 

or self-conception. Another idea of what constitutes a good life, however, is that it is desirable 

for people themselves to think that they live a good life. This subjective definition of quality 

of life is democratic in that it gives each individual the right to decide whether or not his or her 

life is worthwhile. This approach to defining good life has now come to be known as 

"subjective well-being”, and it is sometimes referred to as "happiness" in colloquial terms 

(Diener, 2000). 

SWB applies to human life assessments— assessments that are both affective and 

cognitive. People experience plentiful SWB when they feel many positive and few negative 

emotions, when they indulge in interesting activities, when they experience many pleasures 

and few pains, and when they are satisfied with their lives. There are external aspects of a 

valuable life and mental health, but the SWB area focuses on people's own appraisal of their 

lives (Diener, 2000). 

Well-being is the term used to refer to a positive state of mind that brings meaning to 

individuals’ lives. Throughout psychological literature, well-being is meant to incorporate' life 

satisfaction,' or how people think their lives have turned out to be, and' affection,' or what 

people feel about their lives. Well-being is related to personal satisfaction, engagement, hope, 

gratitude, stability of mood, meaning, self-esteem, resilience, contentment and optimism. This 

includes the identification of one’s abilities and the growth of one’s interests and talents. This 

leads people to be creative, playful and involved in what they do (Bartram & Boniwell, 2007). 

Hence, why do we consider SWB so important? First, high SWB leads to benefits (see 

Lyubomirsky et al., 2002 for a review), not least of which include improved health and possibly 

increased longevity (Danner et al., 2001). Second, people around the world think SWB is very 
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important. In a survey of college students from 17 countries, Diener (2000) found that 

happiness and satisfaction in life were rated far above neutral in importance (and more 

important than money) in every country, although there was also variation between cultures. 

In fact, respondents from all surveys suggested that they thought about happiness from time to 

time. Therefore, even those from fairly miserable societies esteem happiness to some degree. 

Third, SWB is a crucial way to assess quality of life in addition to economic and social 

indicators such as GNP and rates of health or crime (Diener and Suh, 1997).  

In addition, the SWB acknowledges elements of national circumstances that cannot be 

covered by the other measurement. Thus, when used in conjunction with objective measures, 

SWB provides the additional information necessary to evaluate society. Fourth, SWB is often 

evaluated as a primary outcome predictor in research on the elderly (George, 1986) and other 

target groups. SWB is an important indicator of the quality of life and functioning of old age 

(Diener, Scollon, & Lucas, 2009). 

SWB encourages productivity, life satisfaction, socially desirable behavior and good 

physical and mental health (Keyes & Waterman, 2003). Such results may have positive effects 

on the well-being of workers, productivity at work, absenteeism and retention of employees 

(Jones, Fletcher, & Ibbetson, 1991). Particularly because of the complexities of human 

services, it is concerning that little attention has been paid to those specific factors in the 

workplace that could improve the SWB of social workers themselves (Shier & Graham, 2011). 

d. Well-being and Happiness in the Workplace  

Aristotle claimed that human life is best characterized by a hunger and a desire for a 

good life. People are trying to do good things, to live well, to do well. He and other early Greek 

philosophers insisted that human life is, by its very nature, an interpersonal and political affair. 
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A person is not a separate, exclusionary self, which is one-how distinct from another or from 

his or her social and political environment. Rather, a person is a complex self, a self that is at 

once an entity constituted by his or her decisions and choices, and also a social being 

constituted by his or her interpersonal and political relations (Gavin & Mason, 2004). 

As a consequence, a key theme in the Greek teachings was that, in order to achieve a 

good life, people need to live in a good society, one that nurtures and encourages them and 

allows them to thrive. The precept still remains. Today, as mentioned above, a large number of 

people in our society spend a considerable part of their lives working in organizations. Due to 

the amount of time that individuals spend at work and people’s dedication to it, organizations 

have become the source of many of our relationships between people, society and politics. 

Aristotle's statement must now be expanded to include that, in order to achieve good living, 

people need to work in good organizations (Gavin & Mason, 2004). 

According to a compilation of information by Ramirez-Garcia, C, Perea, J. G. de, & 

Del Junco (2019), the workplace is increasingly becoming a place where survival, let alone 

success, requires higher-than-average performance (Luthans & Youssef, 2007). Happiness at 

work is a matter of great importance because most human beings work out of necessity and 

desire: it is a source of income and it also offers the opportunity to develop personal abilities 

and skills, to face challenges and to achieve personal fulfillment (Moyano Díaz, Castillo 

Guevara, & Lizana Lizana, 2008). This is so true that people who like their jobs would choose 

not to leave them, even if they no longer needed the money (Argyle, 1992).  

As said by Harter, Schmidt, & Keyes (2003), the well-being of employees is in the best 

interests of communities and organizations. The workplace is an important part of the life of 

an individual, which affects his or her life and community well-being. The average adult spends 

most of his or her life working, as much as a quarter or possibly a third of his or her waking 
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work life. Satisfaction with work can account for as much as one-fifth to one-quarter of the 

variance in adult life satisfaction (Campbell, Converse, & Rodgers, 1976).  

Employee well-being represents the physical, mental and emotional aspects of 

employee health, acting synergistically to affect individuals in a complex manner (DeJoy & 

Wilson, 2003). According to Grawitch, Gottschalk, & Munz (2006), there is no general 

agreement on the best indicators of employee well-being, and many types of employee well-

being have implications for the organization. Specifically, theory and analysis focus on 

constructs such as general physical health, general mental health, job satisfaction, employee 

morale, stress, motivation, organizational commitment, and environment (e.g., Goetzel, 2003; 

Jones, Flynn, & Kelloway, 1995; Yeung & Berman, 1997). 

The concept of happiness is only one part of the equation that constitutes well-being, 

alike the concept of job satisfaction. Both happiness and job satisfaction were once considered 

to be the same thing; however, vast research has pointed that happiness is a subjective feeling 

that encompasses the influence of feelings related to all aspects of one’s life, while job 

satisfaction comprises the relative amount of positive emotions and the relative absence of 

negative ones within the working environment, taking in consideration the influence of all the 

events that happen regarding the workplace. Those two concepts are part of the several aspects 

that will outline the degree of well-being of an individual. 

According to Harter, Schmidt, & Keyes (2003), workers' well-being is also in the best 

interests of employers who spend substantial resources hiring employees and trying to generate 

products, income and retain loyal customers. Employers must provide tangible benefits to 

succeed in hiring. Employees, though, want more than a stable job with pensions and benefits. 

Surveys of recent and future generations of employees clearly show that the majority of 
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employees seek greater meaning and personal development in their jobs and imply that many 

workers see their work as fun, rewarding and socially useful. 

Happiness is believed to lead to success in the workplace because people who are happy 

are more confident taking risks, are more innovative, are less concerned about others opinion, 

and are more successful in finding opportunities (Allen & McCarthy ,2015). 

Spector's (1997) study concluded that happier workers have shown to be more 

cooperative, more supportive to their employers, more punctual and time-efficient, show up 

for more days of work, and remain with the company longer than unhappy employees. 

Investigation of a happy-productive worker explicitly ties emotional well-being to job 

efficiency, performance and productivity. Employees who report having a higher balance of 

positive emotional signs over negative emotional signs received higher performance scores 

from managers than employees who report feeling more negative than positive emotion 

symptoms (Harter, Schmidt,& Keyes, 2003). 

Later on, Fredrickson formed the broaden-and-build model. The Broaden-and-Build 

model suggests that employees who are satisfied and psychologically well are more likely to 

have the necessary resources to support and facilitate higher levels of job performance than 

those who are less satisfied and psychologically well. In particular, research has shown clearly 

that positive feelings can help improve one's ability to be a better problem solver, decision-

maker, and event evaluator / processor (Wright & Cropanzano, 2007). 

Using Fredrickson's broad-and-built model, T. A. Wright, Cropanzano and Bonett (in 

the press) found that the relationship between job satisfaction and employment performance is 

moderated by psychological wellness. The results of earlier studies can take into account the 

inconsistent results only in order to explain happily productive worker thesis in terms of job 
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satisfaction–job performance. In particular, workplace performance was higher when workers 

reported high levels of psychological health and work satisfaction (Luthans & Youssef-

Morgan, 2007). 

Recent studies, such as the meta-analysis performed by Judge, Bono, Thoreson and 

Patton (2001), show a moderately positive relationship between job satisfaction and individual 

job results. Nevertheless, a number of contradictions are evident in the results within the 

positive worker-productive line of research. A review by Spector (1997) indicated that 

employee satisfaction had been determined by a variety of performance indicators, such as 

punctuality and lower absenteeism. Beyond the correlation between job satisfaction and 

efficiency, past research has also shown that job satisfaction is related to organizational 

commitment. Organizational engagement has in effect been linked to lower turnover and higher 

performance (Grawitch, Gottschalk  & Munz, 2006). 

I has also been concluded from a study by Harter, Schmidt, & Keyes (2003) that the 

prospect of well-being is reasonably applicable to business and that, as managers and 

employees focus on meeting basic human needs in the workplace, clarifying desired results 

and increasing opportunities for individual fulfillment and growth, they can increase their 

organization's chances of success.  

Research findings, such as those present above, clearly show that considering employee 

well-being in addition to organizational improvements, given the relationship between them, 

is advantageous for organizations. Such researches lay the foundation for exploring sustainable 

workplace behaviors with regard to individual and organizational outcomes. The strengthening 

link between well-being of employees and organizational improvements serves to reinforce the 

positive impact of innovative organizational practices (Grawitch, Gottschalk, & Munz, 2006). 
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A number of factors in the workplace influence SWB positively, including easy holiday 

taking. Additionally, the perception of encouragement, access to organizational programs and 

policies involving employee engagement, and successful management were related to positive 

results and satisfaction feelings (Shier & Graham, 2011). 

i. Increasing Happiness Within the Workplace 

A research by Dunning and Story back in 1991 found that optimistic people are actually 

having more positive results, disputing the idea that positive thoughts are simply illusory. Yet 

regardless of whether or not people's beliefs about the future are accurate, one conclusion is 

relatively certain. It is likely to facilitate task activity and persistence by anticipating success 

and the thoughts that one can bring about (Staw, Sutton & Pelled, 1994). 

If people think their actions will lead to positive outcomes, they are more likely to 

initiate challenging and unpredictable activities. And, when people believe they have some 

degree of control over task success (e.g., self-efficacy), they are more likely to persist under 

difficult or failing conditions. Therefore, because positive emotion increases attitudes towards 

optimism and perceived power, we should expect more action and perseverance on job related 

tasks. Nevertheless, scholars of human behavior returning to Aristotle have proposed the 

relation between happiness and work activities (Staw, Sutton & Pelled, 1994). 

Judge, Thoresen, Bono, and Patton (2001) conducted a well-constructed analysis of the 

work satisfaction–employment performance relationship and concluded that job satisfaction 

was an important predictor of job performance. Of particular relevance to this study, Judge et 

al. (2001) proposed that other variables influence the job satisfaction–job performance relation. 

Cropanzano and Wright (2001) provided a qualitative analysis from a somewhat different 

happy/productive worker viewpoint, which examined the connection between psychological 
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well-being (PWB) and job performance. These authors have found evidence of a positive 

correlation between PWB and performance ratings (Wright, Cropanzano & Bonett, 2007). 

Wright and Cropanzano (2004) found that when workers reported high scores on both 

PWB and job satisfaction, job performance was best. Curiously, success was predicted by job 

satisfaction, but only if the employee also had a high PWB rate. In other words, job satisfaction 

among employees with low PWB levels was not a good predictor of work performance. In 

addition, some of the contradictory results of previous research examining the job satisfaction-

job performance relationship may account for this moderating impact of PWB (Wright & 

Cropanzano, 2007). 

These findings suggest that regardless of the level of job satisfaction, the higher the 

employee's PWB, the greater the likelihood that this employee will stay on the job. Taken 

together, this research supports the supposition that high or enhanced employee PWB may be 

a key player in better understanding such important variables of organizational outcome as job 

performance and retention of employees (Wright & Cropanzano, 2007). 

The PATH model (see Exhibit 1 in the Appendices section), advocated by Grawitch, 

Gottschalk, & Munz (2006), suggests two paths leading to improvements in organizations. The 

first is a direct path from workplace practices to improvements in organizations. Besides this 

direct path, there is an indirect path from work-place practices to organizational improvements, 

through well-being of the employees. The model reflects the concept of a stable workplace, 

building on the presumption that institutions that promote employee health and well-being are 

also lucrative and competitive in the marketplace.  

The indirect approach to organizational change indicates that organizational strategies 

can have a significant impact on employee engagement, happiness, and wellbeing, which in 



 29 

turn affects the organization's productivity and efficiency (Grawitch, Gottschalk, & Munz, 

2006). 

Although the relationship between well-being and performance has shown significance 

during the past decades, still few studies have linked a measure of employee well-being to 

business-unit outcomes, such as employee turnover, customer loyalty, productivity, and 

profitability. 

e. Well-being and Happiness Scales 

Wellbeing is defined by three primary factors: (1) the genetic set point (a genetically 

determined level that remains relatively stable and influences behavior, personality traits, and 

so forth); (2) circumstances (health, employment, geographical location, and so forth); and (3) 

voluntary control factors (intentional and effortful activities that a person may choose to 

engage) (Bartram & Boniwell, 2007). 

Genetics represent up to 50 per cent of people's disparity in well-being. This set point 

has a significant influence on the happiness of a person . Differences in the circumstances of 

life constitute just 10% of the difference between individuals. It defies the popular belief that 

if only they could change the main circumstances of their lives, people would be happier. Some 

conditions in life include our wages, material possessions, the environment we live in and the 

weather (Bartram & Boniwell, 2007). 

Voluntary control factor accounts for more than 40% of variance. These factors include 

compassion towards others, regular exercise, involvement in cultural life, cultivating a positive 

attitude, and defining and achieving specific goals. Changing these deliberate habits can 

therefore improve our health much more than altering our circumstances. In fact, our well-

being is rarely accustomed to intentional activities (Bartram & Boniwell, 2007). 
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A comprehensive meta-analysis found evidence that happiness is associated with and 

precedes success in life domains (Lyubomirsky, King, & Diener, 2005). The study synthesis 

found evidence that people reporting high levels of subjective well-being are more likely to 

secure job interviews, to be favorably assessed by their superiors once they have acquired a 

job, to demonstrate superior performance and efficiency, and to better handle managerial roles. 

They were also less likely to exhibit detrimental conduct in the workplace and a burnout in 

jobs. Importantly, the longitudinal results pointed to a bidirectional relationship–being happy 

contributed to career success, and positive job attributes resulted in increased happiness (Allen 

& McCarthy, 2015). 

Happiness is thought to contribute to success in occupational settings because people 

who are happier are more comfortable taking risks, are more creative, are less cautious around 

others, and show more resilience in seeking opportunities (Allen & McCarthy, 2015). 

Several studies – as exemplified in this section - have found precedents and 

determinants of happiness – the reasons why people are or will be happy. Those were compiled 

from different researches in order to constitute a basis of antecedent patterns to appraise levels 

of happiness for the purpose of this research. 

Both well-being and happiness go hand in hand when considering the relationship 

between those two variables and job performance. Although well-being comprises a whole set 

of aspects – most of which are uncontrollable and genetically pre-established – there are several 

measures and actions that can be taken so that happiness within the workplace can be worked 

on and increased. While the scope of this study does not focus on describing the activities that 

can be performed for the rise of happiness levels among employees, it is intended to measure 

levels of happiness in the workplace and investigate how that variable can ultimately affect 

performance of sales teams. 
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Del Junco et al. (2013) propose to create a measurement scale for happiness by 

addressing three questions: (1) What is your definition of happiness? (2) What do you 

understand by happiness in an organization? (3) What is happiness at work? 

Such questions were asked in open interviews with Portuguese and Spanish workers, 

whose transcriptions were then analyzed using the tool ATLAS / TI V6.0 to conduct content 

analysis to determine the most relevant factors. These variables gave rise to 15 items that were 

proposed to assess organizational satisfaction, organized into a questionnaire (see Exhibit 2 in 

the Appendices section). Two control questions concerning age and gender, which refer to 

individual variables that the literature considers that affect the level of happiness of a person, 

are also included before these questions.  

Warr (2007) describes the following factors as central to workplace happiness: positive 

interaction with other people; manageable workload and goals; a conviction that we are doing 

something meaningful; a diversity of assignments, skills or locations; some personal control – 

flexibility and latitude in decision-making; encouraging and considerate supervision; a sense 

of participation in changes; opportunity to use and learn personal skills; a fairly clear role; 

acknowledgement of achievements; freedom to express ideas and be heard; sense of job 

stability; equality – mutual values, justice, lack of discrimination; secure and comfortable 

surroundings; doing a job that is respected and valued by the organization and society (Bartram 

& Boniwell, 2007). 

Similarly, Shier & Graham (2011) found that the following factors caused impact on 

employers’ SWB: physical setting of the workspace; interpersonal dynamics of the workplace; 

relationship with colleagues; quality of supervision; workload; the perception of how people 

fit into their job as well as the meaning they find in what they do; and how other people value 

ones job. 
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Furthermore, according to Gavin & Mason (2004), two chief stressors stand out: job-

specific factors and organizational factors. Job-specific stressors include long working hours, 

high workloads, conflicting or ambiguous requests for work to be done, and work versus family 

conflicts. Organizational stressors include job insecurity, inter-personal conflicts, major 

changes in working conditions — including installing new technology — and perceived 

injustices in the workplace.  

Job satisfaction itself has been measured by Price & Mueller (1986) by three widely 

recognized job satisfaction dimensions or facets: degree of satisfaction with the work itself, 

degree of satisfaction with coworkers, and degree of satisfaction with supervision. 

f. Sales People: Motivation and Productivity 

i. Happiness as a Predictor of Sales Performance 

Seligman and his colleagues (e.g., Abramson et al. 1987) concluded that people with 

negative ways of coping will see adverse events in their lives as a result of internal ("it's my 

fault"), lasting ("it'll go on forever") and global causes ("it'll ruin all I do"). Conversely, people 

with positive ways of coping assume bad events are due to external, natural, and local causes. 

Evidence from the life insurance study showed optimistic people remained at twice the rate of 

pessimists on their jobs and sold more policies than pessimists. These findings are particularly 

interesting, as insurance agents face repeated failure, refusal and indifference (Staw, Sutton  & 

Pelled, 1994). 

These findings further suggest the possibility that happy people are more likely to 

perform better on the wide range of jobs that require significant amounts of social interaction 

(Cropanzano & Wright, 2001), such as positions related to sales and clients’ prospection 

Cropanzano & Wright, 2007). 
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ii. Extrinsic and Intrinsic Motivation 

Extrinsic motivation refers to actions motivated by incentives from outside, such as 

money, popularity, promotions, and recognition. This form of motivation occurs outside the 

individual, as opposed to the intrinsic motivation that comes from within the person. 

Extrinsically motivated people will continue to perform an action even though the task might 

not be satisfying in and of itself; extrinsic motivation is focused purely on outside rewards 

(Tranquillo & Stecker, 2016). 

Extrinsic motivation is usually defined as our propensity to engage in activities to 

receive some form of perceived, external reward. It is important to note that in essence such 

rewards can be either physical or psychological. Money and trophies are two types of tangible 

rewards which are common. People engage in activities which they might not normally find 

particularly fun or satisfying to earn a salary. In order to be able to participate in sports events 

and win trophies and prizes, athletes often indulge in strenuous and demanding training 

sessions (Tranquillo & Stecker, 2016). 

Extrinsic motivators are best applied in situations where people have little initial 

interest in carrying out the task or where basic skills are missing, but these incentives should 

be kept small and should be directly linked to performing a particular behavior. Once some 

intrinsic interest has been developed and certain critical skills have been identified, the outside 

motivators should be phased out gradually (Lepper, Greene & Nisbett, 1973). 

Intrinsic motivation involves actions motivated by intrinsic rewards. In other words, 

the motivation comes from within the person to participate in a behavior because it is inherently 

rewarding for the individual - in contrast with extrinsic motivation. In psychology, intrinsic 

motivation differentiates between inner and outer rewards. Coon & Mitterer (2010) say that 
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“intrinsic motivation occurs when we act without any obvious external rewards. We simply 

enjoy an activity or see it as an opportunity to explore, learn, and actualize our potentials.” 

That doesn't mean intrinsically motivated behavior doesn't come with its own rewards. 

Such benefits involve building positive personal emotions. These feelings can be created by 

events as they give people a sense of meaning for society or for themselves. These may also 

give a sense of success to individuals when they see their work accomplishing something good, 

or when people see themselves successful in learning something new or becoming more 

competent at a task. 

Researchers have found that providing external incentives or encouragement for an 

activity that is already inherently rewarding can in fact make the behavior less emotionally 

rewarding. That phenomenon is known as the “overjustification effect” (Levy et al., 2016). “A 

person's intrinsic enjoyment of an activity provides sufficient justification for their behavior”, 

explains author Richard Griggs (2010). “With the addition of extrinsic reinforcement, the 

person may perceive the task as overjustified and then attempt to understand their true 

motivation (extrinsic versus intrinsic) for engaging in the activity.” 

Experts have noted that offering unnecessary rewards can have unexpected costs. While 

it is natural to think that offering a reward will improve a person's motivation, interest, and 

performance, this isn't always the case (Boedecker et al., 2013). 

It has also been mentioned that when intrinsically motivated, people are more creative 

(Levy et al., 2016). For example, efficiency may be improved in work settings through the use 

of extrinsic rewards such as a bonus. Nonetheless, intrinsic factors are affected on the actual 

quality of the work done. When sales professionals do something they find satisfying, exciting, 

and challenging, they are more likely to come up with creative solutions and new ideas. 
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Motivated sales people are vital to an organization's wellbeing. In exploiting the sales 

people's natural innate motivation and not falling prey to the use of negative extrinsic 

motivators, sales leaders will create an environment that will allow sales people to succeed. 

When this occurs, sales production skyrockets, discontent melts away, and careers are 

sometimes even resurrected (Hoffeld, n.d.). 

For the scope of this research, it is important to correlate those two types of motivation 

to well-being and happiness within the workplace. The levels of well-being and happiness 

might be predictors of intrinsic motivation for sales people, while rewarding systems can act 

as a POB practices to incentive low performers in the short term. 

iii. Perception of Productivity 

Research suggests (Macedonia, 2018) that employee satisfaction and engagement at 

work are motivated by the perception of productivity - the sense that an employee can 

successfully fulfill his or her duties and function for the company in an productive and effective 

manner. 

For an employee in the workplace, the social and physical environment may be just as 

critical when it comes to creating a greater sense of productivity. As organizations invest in 

employees by constantly asking for input and insight to make meaningful improvements and 

encourage a culture of knowledge created by employees, it may be important to implement 

initiatives that link efficiency and the results of day-to-day work (Macedonia, 2018). 

g. Happiness Scale and Perception of Productivity Measurements 

Based on the factors described by Gavin & Mason (2004), Warr (2007) and Shier & 

Graham (2011) as central to workplace happiness, together with the application format of Del 
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Junco’s questionnaire, I have adapted the dimensions proposed by those authors to be utilized 

in a questionnaire (see Exhibit 3 in the Appendices section), after performing a qualitative 

research to analyze which dimensions were most relevant for the purpose of my study – which 

will be shown on the next section. The questionnaire was adapted so that levels of happiness 

and perceived productivity could be appraised.  

This questionnaire was then transmuted in a quantitative research with the intention to 

measure levels of happiness of employees within the workplace – more specifically sales teams 

– and levels of perceived productivity. The purpose of the study is to analyze the correlation, 

if any exists, between those two variables. 

Given the profusion of studies of qualitative nature in this area, I am using the 

dimensions to acquire a greater number of respondents, allowing me to quantify and calculate 

the data in more significant samples. 

An exploratory sequential mixed method design (Creswell & Clark, 2011) has been 

used to shape this research.  An initial qualitative phase of data collection and analysis was 

performed, followed by a phase of quantitative data collection and analysis, with a final phase 

of integration of information from the two separate strands of respondent’s data. 

3. Chapter Two: Qualitative Research 

a. Participants, Instruments and Procedures 

i. Participants 

Data from professionals who currently work or have already worked in sales were 

collected as part of a study assessing which aspects of a workplace are relevant to interfere in 

their levels of happiness. In-depth interviews were conducted with ten respondents in February 
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(2020) to assess their attitudes, beliefs, actions, feelings and emotions towards certain 

situations in a working environment. 

Participants volunteered after an online posting on my personal social media channels 

requesting the aid of people working in the sales segment – the posts reached around 80 

potential interviewees from the sales sector. Potential participants were given information 

regarding the purpose of the study on a macro level, only knowing that the interview would 

assess their opinion and feelings regarding situations that might occur at their workplace.  

Respondents were chosen after volunteering according to their level of interest in 

participating in the study – volunteers who were very excited to participate and promptly 

showed availability were more likely to genuinely engage in the experience and provide a 

valuable contribution to the study. Therefore, volunteers who showed high interest in 

participating on the interview were selected. No demographic characteristic was taken in 

account when selecting participants. 

Due to the convenience of location and the preference of in-person interviews for the 

purpose of this study, all participants were based in São Paulo. Most of those participants were 

people that I previously has known at some level and was aware that worked in the sales sector. 

There was no demographic limitation or target for this research; in fact, the sample was 

as mixed as possible. The age range of participants was between 25 and 67 years old; 50% of 

participants were female, and the other 50% were male. Given that we were exploring feelings, 

emotions, expectations, and desires, it was interesting to investigate whether that would change 

across generations and, perhaps, gender. Still, no demographic specificity was taken in 

consideration for the selection of respondents. 
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Respondents worked at the time of the interview in sales of different types of segment, 

being those financial services, health insurance, beauty segment, customer service, tech start 

up and corporate sales. Six participants worked in B2C sales, and four participants worked in 

B2B sales.  

Limited demographic information was obtained from participants – as stated 

previously, apart from the fact that they were all from São Paulo. All participants were 

cognitively functional and medically stable, and were over the age of 18. 

ii. Instruments 

An interview guide composed of 60 questions (see Exhibit 4 in the Appendices section) 

was used to focus on eliciting respondents’ emotions and attitudes towards daily situations 

happening in the workplace in order to assess whether those situations would provoke positive 

or negative feelings in the respondent.  

Questions on the interview guide were based on the factors considered by Gavin & 

Mason (2004), Warr (2007) and Shier & Graham (2011) as essential for happiness in the 

workplace. The interview guide was built not only to verify if those factors were still applicable 

nowadays as precedents of happiness in the workplace, but also to identify which of those 

factors respondents believe to affect their motivation and productivity.  

Participants were asked about their feelings and approaches concerning situations 

involving their interaction with the co-workers; workload and realistic goals; meaning of their 

job in their lives; diversity of assignments, tasks and locations; control and flexibility over 

decision making; encouraging and supportive supervision; participation in changes within the 

company; learning and using new skills; importance of a clear role; acknowledgement of 

achievements; freedom of expression; job stability; equality; comfortable working 
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environment; job respected and valued by society; payment rise and bonus; mutual feedback; 

co-workers support; ethics and integrity; and trust and respect. 

iii. Procedures 

Half of interviews were made in person, and the other half were made through the 

phone. Interviews lasted between 40 and 60 minutes and were audiotaped. Transcripts were 

then analyzed to assess which of those aspects were truly considered to have some effect on 

the participants happiness and which of those were indifferent in regards to affecting their 

feelings, emotions and behaviors.  

This analysis was essential for the development of the next steps of the research, given 

that several of the factors once believed to be essential for happiness within the workplace have 

been found to no longer fulfill this definition. 

b. Results 

i. Theme 1: Interaction with Other People at Work 

The majority of respondents showed a positive reaction towards having interaction with 

other people at work and having colleagues working close to them in the office. Most of 

respondents showed the need of interaction in the workplace, such as talking to co-workers, 

having some sort of group work, having lunch with the colleagues and going for breaks 

together. 

For some respondents, the need of interaction with people at work is critical to the point 

where they would not be able to work at a company without peers, as follows the statements: 

“I would not work in a place where I did not have co-workers”(R1); “If it was not for my co-

workers, I think I would have already left my job” (R2). 
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Regarding friendship, some respondents brought their co-workers to their personal life, 

becoming personal friends and sharing moments of leisure outside work; that was considered 

according to them a motivator for them to go to work, as in “When I am demotivated, the first 

thing I do is to speak to my colleagues so I can get happier” (R5); “I like being close to my co-

workers and even became friends with some of them”(R6); “My interaction is great, very 

informal. My colleagues support me even with my personal problems and cheer me up” (R7); 

“I like to interact socially, have a coffee, talk about other stuff outside work so I can relax a 

little and disconnect from the stress at work” (R8).  

Half of respondents also demonstrated that an environment in which they would have 

no interaction with co-workers would negatively affect their mood, as following: “I would hate 

to have no contact with people” (R2); “I work at home, and for me it is already very bad, but I 

deal with it well because I virtually speak to them all the time”(R5); “If there was no interaction 

at work it would be so boring for me, I like to have some fun at work (R7); “I would surely 

feel lonely if I had to work alone everyday” (R10).  

ii. Theme 2: Workload and Realistic Goals 

The majority the respondents from the interview said they would not mind having high 

workloads, and some even see this as a positive sign of their performance and capabilities, as 

stated in: “I do not get stressed with high workloads, I see high workloads as challenging” 

(R1); “My subordinates are able to deliver results even with high workloads”(R2); “I feel like 

receiving a lot of tasks means I am capable” (R3); “I love working with high volume of work, 

because I love what I do” (R5); “High goals are very motivating, it makes me feel like I am 

capable of challenging myself” (R7). 
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A part of the respondents stated that they would do their best to cope with high 

workloads, but that it somehow would affect them negatively, as in “I organize myself 

according to priorities when I have high workloads, but I do feel overwhelmed” (R6); 

“Generally I am able to focus when I have high workloads, but I need to isolate myself a little” 

(R7); “If you don't like what you do, even the normal workload volume is stressing” (R8); “It 

is quite stressful for me to work with high workloads, even though I cope well with it” (R10). 

Regarding unrealistic goals – that seems impossible to be achieved – almost all 

respondents said they would speak to their supervisor to question it, or they would not even try 

to achieve something that seems impracticable, as in “I do not perform tasks that I find 

impossible to do” (R1); “I laugh of impossible targets” (R2); “If I get a goal that seems 

impossible, I would question my supervisor. Otherwise, I would do all that I could to achieve 

it.” (R8); “I would speak to my supervisor to try to understand better the objective in case I 

think some goal seems ridiculously unrealistic” (R10). 

Still, one of the respondents saw in hard-to-achieve goals and opportunity to challenge 

himself, as stated in “High goals are very motivating, it makes me feel like I am capable of 

challenging myself” (R7). 

iii. Theme 3: Meaning 

When it comes to the meaning and the purpose of the job in one’s life, seven of the 

respondents said that, for them, their job means their income provision, regardless if they see 

meaning in what they are doing or not. Those respondents also believed that they do not 

necessarily need to be passionate about their jobs, as long as it brings them income, as in “My 

job represents a way for me to reach the future I desire, financial stability, create a family; I do 

not think my job defines who I am”(R3); “My work represents all my income and all my 
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expenses at home; I am not passionate about my job, but I am good in what I do” (R4); “It is 

what I have to do to sustain myself” (R7); “My job is to bring me money for my wellbeing and 

the wellbeing of my family, and also for the wellbeing of my employees”(R8). 

The other three respondents said that they perform their job because they are truly 

passionate about it, and that they would not be able to work in a job in which they saw no 

greater purpose, as in “I do what I like, and this makes me happy and grateful” (R1); “My work 

means my growth both personal and professional, It is gratifying to be able to help people”(R2); 

“I love what I do, I love 99% of my tasks, my job helps people to perform their jobs more 

easily” (R6); “I don't think I would be able to have a job that does not have a meaning for me 

in the long term. I need to see the impact of my work in people’s lives” (R10). 

iv. Theme 4: Diversity of Assignments, Skills or Locations 

In regards to diversity of tasks, all of the respondents stated that they do not like to work 

with routine and always with the same type of assignments; all of them showed interest in a 

dynamic environment in which they have the chance to perform distinguished assignments, as 

exemplified by the following respondents: “ would not work with a job that requires only one 

type of task” (R1); “I hate routine” (R2); “I need diversity of tasks to be motivated; I feel 

amazing outside of my comfort zone” (R3); “I like diversity of tasks so we do not get tired of 

doing always the same thing; I love discovering that I am able to do new things”(R6); “I hate 

doing the same task every day, what I love about working in a startup is that the tasks are very 

dynamic” (R7); “'It is too tiring, boring e consuming to work with a routine of tasks” (R8). 

Three respondents also expressed enthusiasm regarding working in different locations 

and having flexibility of workplace, such as in “I woke up extremely motivated when I had an 
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external meeting outside of the office last week” (R2) and “I do love flexibility with working 

places” (R4). 

v. Theme 5: Control and Flexibility Over Decision Making 

The respondents were asked about how comfortable they would feel making important 

decisions and taking risks, and how would that impact their motivation and their perceived 

value for the company.  

Six respondents believe that being able to take decisions is empowering, motivating, 

and that it shows that both their colleagues and supervisor trust them. Those same respondents 

showed no fear in taking decisions, as long as they would analyze the situation rationally.  

Those are statements of some of those respondents: “'I am very focused when taking decisions, 

and I am not afraid of making mistakes; I see myself in a leading role when I have decision 

power, I see my professional growth” (R2); “I like new challenges, so although it is rare, I like 

when I need to make decisions”(R4); “I feel honored by being given the power to make 

decisions, I feel that my team likes me and trusts me when I am given this power” (R7); “I 

have always been a person of decision, have never been afraid of taking risks and 

responsibilities, but I always based my decisions in facts and numbers” (R8); “It is very 

empowering having decision control; I feel proud of myself when I have it” (R10). 

The remaining respondents did not feel comfortable taking risks and making decisions, 

and only one respondent showed indifference regarding this topic, as follows: “I will only take 

decisions if I have the knowhow; I would feel like I have lots of responsibility” (R3); “I am 

terrified about taking decisions, I am afraid of making mistakes” (R6); “I feel indifferent 

regarding decision control, having this power or not doesn’t change anything for me in terms 

of motivation and value of my job” (R1). 
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vi. Theme 6: Encouraging and Supportive Supervision 

The importance of encouraging and supportive supervision along with a good 

relationship with superiors was unanimous among respondents. All of respondents showed a 

high degree of appreciation for supervisors which are respectable, trustable, empathetic, 

supportive, comprehensive, accessible and fair; this conclusion can be verified as in “Good 

dynamics and comprehension are essential in a supervisor for me”(R1); “I really miss a present 

supervisor to give me guidance” (R2); “The ideal supervision is when the boss tries to see your 

best qualities and weaknesses, and helps you to highlight your positive points; (…) I hate 

injustice and that already made me feel demotivated” (R3); “My supervisor and I are friends 

and I trust him completely to help me solving problems; I feel very motivated when he coaches 

me on sales” (R7); “A supervisor who understand, respects, interacts and comprehends people 

is essential. The supervisor must be respectful and know the job” (R8); “For me it is impossible 

to have a bad boss; it would break my career and my self-esteem” (R10). 

One of the respondents has been harassed by her former supervisor and stressed the fact 

that her supervisor’s behavior made her want to leave her job: “I already suffered moral 

harassment with my previous supervision; I have a trauma from a supervisor who bullied me 

when we were alone and made me want to stop working” (R2). 

vii. Theme 7: Participation in Changes 

Nine out of ten respondents showed interest in participating in changes and giving their 

opinion; some of those respondents already had ideas that were heard and implemented in their 

companies, and this made them feel motivated and respected within their team. As examples: 

“The best moment of my life was when I created a new department within the company” (R2); 

“I would change the commission system of my company and this would make me feel 
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incredible” (R3); “I was very proud and felt valued when my ideas were implemented; It is 

great when there is a good planning behind new ideas” (R6); “If I can have a voice I will surely 

give opinions” (R10).  

Only one of the respondents claimed to “feel normal about new projects I am working 

on” (R1).  

viii. Theme 8: Learn and Use Personal Skills 

All respondents answered positively towards acquiring skills at work – through 

trainings, coaching or daily situations. Respondents were enthusiastic regarding acquiring both 

professional skills and personal development through their job: “Every day I look for chances 

to improve my skills” (R1); “I have more desire to learn new professional skills” (R2); “I like 

when experienced people share knowledge with me; (…) several people will bring you to 

different realities, and different situations will probably make you a different person; (…) My 

co-workers make me work on my patience and on my generosity” (R3); “It is great to have the 

chance to grow professionally through courses; (…) I have no doubt that I grew as a person 

and not only professionally in my job” (R6); “I take all that I learn at work to my personal life, 

as people's experience of life are completely different” (R7); “If the training has a connection 

with my work and improves both my personal and professional I like, if not I do not get 

motivated” (R8); “I always seek for improving my skills, if my company provides me that I 

have bigger chances to stay with them” (R10). 

Still, some of those respondents were not completely convinced that professional or 

personal improvement can be generated from learning opportunities at work: “I do not see my 

job helping me to develop myself personally “ (R2); “I do not believe in trainings, I do not 

think any training can prepare you for work circumstances” (R3). 
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ix.  Theme 9: Clear Role 

All of the respondents stated that they believe that having a clear role and position 

within the company are extremely important. Most of respondents do believe that a job cannot 

be done properly if the role/position is not clear, and that if processes are not followed the 

company might face problems: “The chances of making mistakes are smaller if the role is 

clear” (R1); “Following processes is extremely important! A messy company may go bankrupt 

if the rules are not followed” (R7); “It is important to focus on your expertise and not get lost 

trying to do things that are not your responsibility” (R10). 

Three  respondents expressed that lack of clarity of role/position affects them negatively 

and makes them feel demotivated: “I do not know what the company expects from me; I am 

stagnated and 100% demotivated because my company does not give me a vision of my future 

with them” (R2); “I feel extremely confused regarding my position, I still do a lot of tasks that 

have nothing to do with my official job title” (R3); “I get extremely upset, frustrated and 

demotivated if I feel lost in my position” (R10). 

x. Theme 10: Acknowledgment of Achievements 

All of the respondents said that, for them, it is important to receive some type of 

recognition, whether it is in the form of compliments, salary raise, promotions or prizes. They 

considered significantly important for their motivation and performance to received positive 

feedback when a task is performed correctly: “I need to know from my supervisor when I am 

doing well”(R1); “I receive zero compliments in the company even when I bring lots of results; 

I miss receiving congratulations” (R2); “I was about to get fired and my boss changed his mind, 

he recognized my potential and that motivated me so much” (R3); “When I am complimented, 

I get more motivated. I am often complimented and that makes me very happy” (R6); “I felt 
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super motivated when they changed me for a much more important department within my 

startup to deal with more investments” (R7); “A prize is always a sign of recognition and boosts 

people's motivation” (R8); “My own approval is enough for me. I do not need compliments, 

but I love seeing attitudes towards my achievements (salary raise, promotion)” (R10). 

xi. Theme 11: Freedom to Express Ideas and Be Heard 

The big majority of respondents said that they do not hesitate to share their opinion and 

are not afraid of showing their positioning. Those same people also claimed that they would be 

bothered if their opinion was not being heard or taken seriously: “I have absolutely zero 

problem in sharing my opinion”(R1); “I would be bothered if people are not willing to listen 

to me” (R2); “I do not have problems sharing my ideas with my peers” (R6); “Everybody is 

very open on my company so we can all discuss ideas and change things if everybody agrees” 

(R7); “There is the need of knowing how to hear, and also knowing how to speak and how to 

convey the right message” (R8); “I have always felt like I had the freedom of speech in all my 

jobs” (R10). 

Only one of the respondents claimed not to be comfortable sharing her ideas: “I do not 

feel comfortable sharing my personal opinions, although I feel like my ideas are taken seriously 

by my boss” (R1). 

xii. Theme 12: Job Stability 

The opinion of respondents was very distinguished when the job stability importance 

was approached. Most of respondents showed somehow to have negative feelings when it 

comes to losing their job, but the majority did not feel devasted about it: “If I was fired I would 

not be stressed, I would take some time to rest and plan the next steps” (R1); “I would be 

disappointed but not desperate, I would accept if there was a reason” (R2); “I would feel 
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betrayed if I was fired today” (R3); “I would be completely lost if I was fired today” (R6); “I 

would be sad to leave the company for some specific reason, but I would understand” (R7); 

“Stability for me is more important than an adventure; creating a bond with a company and 

trying to grow within the company” (R8); “I would feel lost and sad, but not desperate” (R10). 

Three respondents also showed little care regarding job stability; they claimed to prefer 

a riskier than a steadier career, and that they would leave their job without hesitation in case of 

salary decrease or demotion, even though it meant they would be unemployed: “I would rather 

a risky career with more chances of growth than a steady career” (R2); “I would leave the 

company if I was demoted; I do not have time to grow slowly” (R3); “I would totally want to 

leave my job if I was demoted” (R7). 

xiii. Theme 13: Equality 

All of the respondents showed disapproval regarding any type of prejudice. Some 

respondents said they already saw inequality happening and that the situation caused them 

discomfort; some of them would even take action against it. For those respondents, working a 

company that has unequal behavioral patterns is demotivating and could affect their interest in 

working in the company: “I would definitely go to HR and I felt treated unfairly or see someone 

being treated unfairly” (R1); “I take action if I see something unfair happening; I might lose 

the desire to work in a company if I see my boss having prejudice against someone” (R2); “I 

saw racism happening, was very angry but did not do anything” (R6); “If I see something very 

unfair in my company I would go crazy and make a mess with everybody” (R7); “From the 

point of view of a director, we give the employee an advertence, and if they do it for the second 

time, we fire them” (R8); “I have zero tolerance against prejudice” (R10). 
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One of the respondents felt inequality of gender in several situations for being a woman, 

and she claimed that this type of behavior in society causes her discomfort and sometimes 

affects her job: “I feel like being a woman in the commercial area is awful, man don't believe 

in young woman in the commercial area; (…) I was extremely mad when people despised me 

for being a young woman in sales, and I showed authority to defend my position” (R3). 

xiv. Theme 14: Comfortable Working Environment 

Regarding the physical working place, all respondents expressed that their surrounding 

impact their motivation and productivity. Some respondents said that they would try to improve 

their office if they had the chance in order to feel more comfortable and improve their 

performance: “I am super exigent with my office, I would try my best to change it to make me 

happy” (R1); “I love my physical working place” (R6); “My office is too small, everybody is 

unhappy and our CEO is already looking for a new place to increase our well-being” (R7); “I 

would force the company to organize my office space if I was unhappy, I would definitely not 

be able to work in a place where the place is dark, with no air conditioning” (R8); “I prefer 

working in places with clear colors and little visual pollution” (R8). 

40% of respondents also claimed to be bothered in some degree by messy and noisy 

offices: “I hate and cannot stand a place where people are too loud, it diminishes the quality of 

my work; sometimes I even leave the room when I get upset with noise” (R2); “If distractions 

are too recurrent I feel a bit uncomfortable” (R3); “Distractions do not bother me too much, 

only if it is too exaggerated” (R6); “I would tell people that they are bothering me if they speak 

too loud” (R8); “I absolutely cannot work in a messy and noisy place, with people distracting 

me all the time” (R10). 
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One of the respondents said the opposite of all the rest and claimed to enjoy working in 

a very lively office: “I hate silence! I like to work in places with a lot of noise and agitation” 

(R7). 

xv. Theme 15: Role Respected and Valued by Society 

Most of respondents claimed to have friends and family who are supportive and who 

see value in their jobs: “I am admired by my family and friends regarding my future 

opportunities in my current company” (R3); “All my family and friends admire me; my self-

confidence will be very low if I was not admired” (R6); “My family and friends are very 

supportive with my job” (R7); “I have total respect for being the commercial director of the 

company, and I’m very proud of it, but big part of my job is what brings business to the 

company” (R8). 

Two respondents saw real value in their jobs and believe they would not be able to work 

on something without having a purpose: “Our main goal is to help others. We always try to 

help other companies and our employees” (R7); “I have zero desire to work in a job that does 

not aggregate to anyone's life” (R10). 

Three of the respondents said they they would not care if their job is not admired, and 

that it does not affect their motivation, behavior and productivity: “Only my husband and 

children support me, but that does not affect me because I am happy doing my job” (R1); “I 

am ashamed by my position, but this does not affect me” (R2); “I do not care if people make 

fun of my job” (R3).  
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xvi. Theme 16: Payment  

All of the participants of the survey allocate a real importance to salary raises. 

Respondents believe that salary raise and salary justice play a key role in motivating 

employees, and that they would make extra efforts if they knew they would receive a salary 

raise or a bonus: “I would do whatever it takes for my salary to be raised” (R1); “I would work 

as crazy if I would get a raise or a bonus” (R2); “I would want to know what I could do better 

to get the raise and do all I could to reach those goals” (R3); “I would try to prove me even 

more efficient if I would have the chance for a bonus or raise” (R6); “I think that payment rise 

is one of the most important thing as a motivator, especially in Brazil. People focus a lot on the 

salary, I would say what motivates them the most” (R8); “I feel like my salary represents a lot 

to me and I would be super demotivated if I feel like I am being undervalued. I would definitely 

look for a new job” (R10).  

Three respondents would not feel comfortable working only with commissions, without 

a fixed salary: “I would not be able to work with only a variable income” (R2); “I would be 

very insecure if I would not have a fixed income” (R6); “I would not work if I would depend 

only on commissions, I need the security and stability of a fixed income; otherwise I find it 

hard to make plans, to save money and to deal with expenses” (R10). 

Two respondents said that working only with a variable income or low wages would be 

a problem for them: “I would be ok working only with commissions as long as I have goals to 

achieve”(R1); “I would only work with variable income if I was expert in that field and would 

be sure of my capabilities; (…) I would even work for low payments if I love the job” (R7). 
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xvii. Theme 17: Mutual Feedback 

The high degree of importance of feedback was unanimous among respondents. All of 

them feel like receiving and giving feedback is the best and most valuable way to improve job 

performance and learn more about one’s own capabilities: “I have the need to receive 

constructive feedback, if I do not receive feedback I do not know if I am doing my work well” 

(R1); “Feedback is the most important thing at work for me” (R2); “I give real attention to 

constructive feedback; (…) positive feedback is incredible and I think everyone should do it 

more frequently; (…) I love helping people giving feedback” (R3); “I love complimenting and 

recognizing people, I always do it when I have the chance” (R6); “I believe a compliment will 

always make people happy and motivated, both inside and outside work” (R7); “I absolutely 

love receiving and giving feedback, this kind of information exchange is essential for our 

growth as people and as professionals” (R10). 

All respondents also showed to be open to giving and receiving feedback, and consider 

that a normal and necessary procedure, as follows: “(…) people who do not accept feedback 

are weird” (R1); “If the person has knowhow to give me feedback, I do not care if they have 

an inferior position” (R3); “I accept constructive feedback to improve my work” (R6); “'I deal 

really well with constructive feedback because I can fix my weaknesses and grow as 

professional” (R7) ; “I accept all types of feedback, and I also give feedback in the most 

transparent and objective way as possible” (R8). 

xviii. Theme 18: Co-workers Support 

All respondents said that they would always be promptly ready to help their team when 

needed. They also stressed the importance of teamwork and support from within their team: “I 

am not a very good team player, I have a hard time working with difficult people, but I will do 
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all I can to help my colleagues” (R3); “I will for sure help my colleagues, even if I do not know 

really well the subject I can learn at the moment and help” (R7); “One sector interacts with 

another, from my point of view it is impossible to perform a job without the help of co-works 

and other departments. A company needs help from everybody to work” (R8); “I think that 

being united in a team is very powerful for both productivity and growth”.  

However, two of those respondents said that, although they are always available to help 

co-workers, they rarely get help when they seek for it: “I often help people, but people rarely 

help me” (R1); “Every time I can, I will help people, but I miss people helping me” (R2). 

Three the respondents also said that, even if their colleagues do not show supportive 

behavior or appreciation for their job and achievements, they would not feel affected 

professionally: “People who are envious will always be unhappy, but it does not affect me” 

(R1); “I do not get too upset with people who are not happy for my achievements” (R6); “I do 

not care about people inside the company that will not be happy for my achievements because 

of their own frustrations” (R7).  

xix. Theme 19: Integrity and Ethics 

All of the respondents would feel uncomfortable – in different degrees - if they would 

find out their company is engaged in illegal activities or in behaviors that would go against the 

respondents’ values and morals.  

Almost half of respondents would take action – or have already taken action – against 

unethical or illegal behavior within their companies: “'I left the best job of my life because my 

boss was stealing; (…) I would definitely denounce someone doing something wrong within 

the company” (R1); “I think I would denounce the person, but it depends on the situation; (…) 

If it would hurt my morals, I would denounce the company” (R3); “If my company was doing 
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something illegal I would go to my supervisor and tell them if they would not change we would 

need to tell everybody the truth” (R7); “If I find out that the company's values do not match 

my values, I will definitely leave” (R10). 

Three respondents said that they would not take any severe measure regarding unethical 

or illegal behavior, but that they would speak to the person responsible for the action: “I would 

speak directly to my peer instead of denouncing someone directly” (R6); “I would not 

denounce or get into trouble for someone doing something illegal” (R7); “I would give a second 

chance to someone who made a mistake after speaking to them” (R8). 

xx. Theme 20: Trust and Respect 

When asked about the relationship between employee and company, all respondents 

said that trusting their company and feeling trusted and respected was crucial. Three of the 

respondents developed more on the subject and believed transparency, support and trust to be 

the most important aspect of a relationship between employee and company: “I support my 

company through the good and bad moments “ (R2); “Trust and respect are the basis for a 

health relationship between a company and an employee; if the they both trust each other they 

will give their best” (R8); “I prefer that both the company and I are transparent about 

everything” (R10).  

Regarding respecting the company even after not working there anymore, 30% of 

respondents said they would never disrespect their former company or disclose confidential 

information: “I would not work in a company if I needed to disclose confidential information 

about other companies” (R1); “I would not try to harm the image of a company that fired me” 

(R3); “I would be always honest about the pros and cons of a former company, regardless of 
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how I was fired; (…) I would never disclose confidential information about a former company” 

(R6). 

Two respondents considered sharing information about a former company if this 

information was not confidential or would not cause harm: “As long as there is no 

confidentiality clause broken, I would share information about a previous company” (R3); “I 

would not disclose information about another company if I knew that this would harm them” 

(R7).  

c. Results Summary 

Theme Findings 

Interaction with Other People at Work 

Most of respondents showed the need of 
interaction in the workplace. Half of 
respondents also demonstrated that an 
environment in which they would have no 
interaction with co-workers would negatively 
affect their mood. 

Workload and Realistic Goals 

The majority the respondents from the interview 
said they would not mind having high 
workloads, and some even see this as a positive 
sign of their performance and capabilities. A 
part of the respondents stated that they would do 
their best to cope with high workloads, but that 
it somehow would affect them negatively 

Meaning 
Most of respondents believe that they do not 
necessarily need to be passionate about their 
jobs, as long as it brings them income 

Diversity of Assignments, Skills or Locations 

All of the respondents stated that they do not 
like to work with routine. Respondents also 
expressed enthusiasm regarding working in 
different locations and having flexibility of 
workplace 
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Control and Flexibility Over Decision Making 

Half of respondents believe that being able to 
take decisions is empowering, motivating, and 
showed no fear in taking decisions. The other 
half did not feel comfortable taking risks and 
making decisions, or felt indifferent about it. 

Encouraging and Supportive Supervision 

All of respondents allocated a high degree of 
importance for supervisors which are 
respectable, trustable, empathetic, supportive, 
comprehensive, accessible and fair. 

Participation in Changes 
The big majority of respondents showed interest 
in participating in changes and giving their 
opinion. 

Learn and Use Personal Skills 

All respondents answered positively towards 
acquiring skills at work – through trainings, 
coaching or daily situations. Respondents were 
enthusiastic regarding acquiring both 
professional skills and personal development 
through their job 

Clear Role 

All of the respondents stated that they believe 
that having a clear role and position within the 
company are extremely important. Most of 
respondents do believe that a job cannot be done 
properly if the role/position is not clear. 
Respondents expressed that lack of clarity of 
role/position affects them negatively and makes 
them feel demotivated 

Acknowledgment of Achievements 

All of the respondents said that they consider 
important to receive some type of recognition, 
whether it is in the form of compliments, salary 
raise, promotions or prizes. According to them, 
recognition impacts their motivation and 
productivity. 

Freedom to Express Ideas and Be Heard 

The big majority of respondents said that they 
do not hesitate to share their opinion and are not 
afraid of showing their positioning. Those same 
people also claimed that they would be bothered 
if their opinion was not being heard or taken 
seriously. 

Job Stability 

Respondents showed somehow to have negative 
feelings when it comes to losing their job, but 
the majority did not feel devasted about it. Some 
respondents even showed little care regarding 
job stability and unemployment. 
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Equality 

All of the respondents showed disapproval 
regarding any type of prejudice. Some 
respondents said they already saw inequality 
happening and that the situation caused them 
discomfort. 

Comfortable Working Environment All respondents expressed that their surrounding 
impact their motivation and productivity. 

Role Respected and Valued by Society 

Most of respondents claimed to have friends and 
family who are supportive and who see value in 
their jobs. Some respondents said they they 
would not care if their job is not admired, and 
that it does not affect their motivation, behavior 
and productivity.  

Payment 

All of the participants of the survey allocate a 
real importance to salary raises. Respondents 
believe that salary raise and salary fairness play 
a key role in motivating employees. 

Mutual Feedback 

The high degree of importance of feedback was 
unanimous among respondents. All of them feel 
like receiving and giving feedback is the best 
and most valuable way to improve job 
performance and learn more about one’s own 
capabilities 

Co-workers Support 

All respondents said that they would always be 
promptly ready to help their team when needed. 
They also stressed the importance of teamwork 
and support from within their team 

Integrity and Ethics 

All of the respondents would feel uncomfortable 
if they would find out their company is engaged 
in illegal activities or in behaviors that would go 
against the respondents’ values and morals. 

Trust and Respect All respondents said that trusting their company 
and feeling trusted and respected was crucial. 

 

Hence, it was found that factors that are no longer considered indispensable for 

happiness within the workplace are: workload and realistic goals, meaning, control and 

flexibility over decision making, and job stability. All the other factors initially considered 
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central for workplace happiness still remain essential according to the respondents of this 

research. 

4. Chapter Three: Quantitative Research 

a. Participants, Instruments and Procedures 

i. Participants 

66 sales professionals participated in the study, being them from São Paulo, São José 

dos Campos or Campinas. The area was chosen for the scope of this study due to location 

accessibility; São Paula has been chosen for being a metropolis, while the two other locations 

are smaller cities in the outskirts of São Paulo. Sales people might have different behaviors and 

attitudes according to their life pace, therefore this research has been done within the same 

state, but considering different cities and possible distinguished lifestyles.  

I have contacted some managers within the financial company I was working on at the 

time, asking for some assistance in spreading the research among their sales teams. Therefore, 

around 80% of respondents were working in the financial services industry at the moment they 

answered the survey.  The other 20% of participants came from respondents that had previously 

answered the interview and have also supported this study by distributing the survey among 

their colleagues who also worked with sales.   

All surveys have been conducted online, without any contact between researcher and 

respondent, being entirely anonymous. All participants are employees of private sector 

companies and were employed, at least until the moment of the research. For the purpose of 

anonymity, no questions were asked related to socioeconomic information, such as salary, 

gender or age. 
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ii. Instruments 

The scale consists of 19 questions (see Exhibit 3 in the Appendices section), 1 of which 

is analyzed by a set of statements of 2 items, another by 4 items and the remaining 17 points 

assessed by 3 items. The participant is presented with an initial question with its respective 

statement set (2, 3 or 4 statements), followed by the other 18 questions with their items, placed 

on a 7-point Likert scale (1 strongly agree with 7 strongly disagree). It is worth mentioning that 

the participants do not know which question those statements are referring to and to avoid 

possible bias the order of the questions is different for each participant. 

The questions and items in this questionnaire were elaborated based on the findings of 

the qualitative research, together with the application format of Del Junco’s questionnaire 

(Garcia et al., 2019). The 7-point Likert scale – 1 strongly agree to 7 strongly disagree – was 

based on Del Junco’s scales (Garcia et al., 2019). The statements have been adapted according 

to the aspects considered central to happiness in the workplace, presented by Gavin & Mason 

(2004), Warr (2007) and Shier & Graham (2011). 

The statements have been developed according to the results of the qualitative research 

and to the extent that respondents associated happiness to motivation and productivity. Each 

of the themes were converted in two or three sentences to be agreed or disagreed on, with the 

objective of verifying on a larger scale if the opinion of the interviewees is shared by a larger 

portion of the sales population.  

The statements have also been adapted and grouped considering how a factor that is 

central for happiness in the workplace might affect the motivation and the perceived 

productivity of a salesperson. 



 60 

Statements have been divided in two categories: assessment of happiness or perceived 

productivity/motivation. The ultimate objective of this survey is to explore whether there is a 

correlation between happiness and productivity. 

iii. Procedures 

The link to the virtual questionnaire was sent to the participants and, before starting the 

data collection with the virtual questionnaire, an Informed Consent Form (ICF) was placed, 

which consisted of an explanation page about the research, in addition to requesting 

authorization to use the data. All participants were guaranteed complete confidentiality of 

information and the freedom not to answer the questionnaire, if they did not wish to do so. In 

addition, it was pointed out to everyone that there was no right answer. 

The respondents had the option of interrupting the filling out of the questionnaire 

responses and resuming at another time. This was helpful because, if the internet connection 

failed, respondents could continue where they left off, avoiding the loss of stimulus and 

consequently the abandonment of the research participation. In addition, participants were 

being able to answer the questionnaire at any time according to their convenience. 

b. Quantitative Research: Results 

The data analysis allowed to evidence the desired guidelines. The information was 

recorded in tables or graphs, which were used for statistical analysis. All data were analyzed 

using the program “RStudio” version 3.5.3. 

Next in Table 1, we observe the values that each response on the Likert scale assumed 

for later calculations involving the questions and scores. We can also see that if there is no 

answer, this will assume the value of 0 (zero) so that it is indifferent in the calculations. 
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Table 1 – Likert scale assumed values 

 
Likert Scale Value 

Strongly agree 7 

Partially agree 6 

Slightly agree 5 

Indifferent 4 

Slightly disagree 3 

Partially disagree 2 

Strongly disagree 1 

No answer 0 

 

i. Descriptive Analysis 

Global Analysis 

Initially, a descriptive analysis of the data will be made, with information on summary 

and dispersion measures. This analysis will be done considering each question and its items. 

Table 2 shows each question and its respective items: the average, standard deviation (sd), 

median, minimum (Min), maximum (Max), skewness and kurtosis coefficient. We can see that 

in relation to the average of the answers, all the values were between 3 and 6.5 (for more details 

see Graph 8 in the Appendices). The minimum and maximum value of the average was 2.9 and 

6.4 respectively. 

Still regarding the average of responses, we can see for example that Question 1 and its 

item Q1.1 obtained a response average of 6.1, that is, the participants on average, partially 
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agreed with the statement, while in Q1.2 the interviewees were indifferent regarding the 

affirmative, as occurred in item Q5.2 in Q5. 

On the other hand, for example, in question 8, all items had an average above 5.9, that 

is, the research members in general partially agreed with the statement. When analyzing the 

table together with Graph 8 of the averages, attached, we see that 9 (25%) items had an average 

below 5, that is, that there were more members who were indifferent or disagreed with the 

statements. 

Still in Table 1, we can see that the median was, in general, greater than their respective 

averages and through this information we realize that most data are negative asymmetry (when 

the median is greater than the average), although in some cases such as Q5.1, where the median 

is closer to the average. All questions, there was at least one participant who fully agreed with 

the statement, that is, we observed that the maximum of observed values was 7 (Strongly 

agree), be it the question regarding happiness or productivity. On the other hand, there was also 

in all questions at least one participant disagreeing completely. 

Looking at skewness value (Skew), we realize that most values are negative (see Graph 

9 in Appendices), that is, the distribution of values is negatively asymmetric. Few values are 

above zero. With regard to the values on kurtosis (see Graph 10 in Appendices), we see that 

most values are greater than zero, this means that they are leptokurtic distribution. 

Table 2 – Summary of questions 

Question Variable N Mean Sd Median Min Max Skew Kurtosis 

Q1 
Q1.1 66 6,09 1,80 7 1 7 -2,55 5,62 
Q1.2 66 2,92 2,17 3 1 7 0,31 -1,35 
Q1.3 66 5,41 2,20 6 1 7 -1,46 0,76 

Q2 
Q2.1 66 5,35 2,19 6 1 7 -1,24 0,15 
Q2.2 66 5,65 2,13 7 1 7 -1,58 1,19 
Q2.3 66 4,76 2,48 6 1 7 -0,79 -0,95 
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Q3 
Q3.1 66 6,14 1,56 7 1 7 -2,19 4,3 
Q3.2 66 5,97 2,05 7 1 7 -1,89 2,1 
Q3.3 66 6,24 1,67 7 1 7 -2,49 5,19 

Q4 
Q4.1 66 6,42 1,40 7 1 7 -3,33 11,41 
Q4.2 66 5,53 2,23 7 1 7 -1,39 0,42 
Q4.3 66 5,95 1,68 7 1 7 -2,07 3,9 

Q5 
Q5.1 66 5,70 1,86 6 1 7 -1,76 2,2 
Q5.2 66 3,06 1,96 3 1 7 0,53 -0,73 

Q6 
Q6.1 66 6,44 1,31 7 1 7 -3,19 10,44 
Q6.2 66 5,67 2,11 7 1 7 -1,58 1,29 
Q6.3 66 5,74 2,02 7 1 7 -1,8 2,11 

Q7 
Q7.1 66 6,21 2,02 7 1 7 -2,6 5,16 
Q7.2 66 5,52 2,28 7 1 7 -1,56 1,06 

Q8 
Q8.1 66 6,30 1,71 7 1 7 -3,02 8,24 
Q8.2 66 5,92 1,77 7 1 7 -2,18 4,14 
Q8.3 66 6,38 1,86 7 1 7 -3,01 7,43 

Q9 
Q9.1 66 6,02 1,86 7 1 7 -2,05 3,06 
Q9.2 66 5,91 1,85 7 1 7 -1,95 2,78 
Q9.3 66 5,59 1,59 6 1 7 -1,55 2,34 

Q10 

Q10.1 66 5,29 2,00 6 1 7 -1,5 1,4 
Q10.2 66 5,14 2,25 6 1 7 -1,17 0,14 
Q10.3 66 6,02 2,05 7 1 7 -2,28 3,86 
Q10.4 66 5,59 2,09 6 1 7 -1,6 1,35 

Q11 
Q11.1 66 5,76 2,13 7 1 7 -1,85 2,08 
Q11.2 66 4,02 2,21 5 1 7 -0,38 -1,07 
Q11.3 66 5,64 2,08 6 1 7 -1,86 2,24 

Q12 
Q12.1 66 4,97 2,40 6 1 7 -0,91 -0,57 
Q12.2 66 5,41 2,11 6 1 7 -1,54 1,16 
Q12.3 66 5,39 2,33 6 1 7 -1,47 0,74 

Q13 
Q13.1 66 5,55 2,02 6 1 7 -1,56 1,3 
Q13.2 66 6,35 1,31 7 1 7 -3,5 14,03 
Q13.2 66 5,77 1,80 6 1 7 -1,88 3,04 

Q14 
Q14.1 66 6,11 1,72 7 1 7 -2,18 4,06 
Q14.2 66 5,58 2,10 7 1 7 -1,52 1,16 
Q14.3 66 3,73 2,34 4 1 7 -0,04 -1,47 

Q15 
Q15.1 66 5,42 2,20 6 1 7 -1,35 0,5 
Q15.2 66 4,20 2,54 5 1 7 -0,28 -1,53 
Q15.3 66 3,89 2,13 4,5 1 7 -0,18 -1,22 

Q16 
Q16.1 66 6,02 2,28 7 1 7 -2,17 2,93 
Q16.2 66 6,30 1,74 7 1 7 -2,96 7,75 
Q16.3 66 3,42 1,89 3 1 7 0,03 -0,96 

Q17 
Q17.1 66 5,94 1,88 7 1 7 -2,36 4,7 
Q17.2 66 4,98 2,30 6 1 7 -1,11 -0,11 
Q17.3 66 5,09 2,53 6 1 7 -1,09 -0,52 

Q18 Q18.1 66 5,70 2,05 6 1 7 -1,75 1,75 
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Q18.2 66 5,58 2,12 6 1 7 -1,67 1,48 
Q18.3 66 5,94 1,94 7 1 7 -2,09 3,33 

Q19 
Q19.1 66 3,64 2,10 3 1 7 0,07 -1,23 
Q19.2 66 5,82 2,13 7 1 7 -1,82 1,92 
Q19.3 66 5,05 2,15 5,5 1 7 -1,1 0,14 

Descriptive Analysis of Happiness  

In this section, an analysis will be made only of the questions that describe happiness / 

satisfaction. In order to carry out some analyzes, the scores of the questions were calculated, 

that is, each item of a question received a value from 1 to 7, as it has already been described at 

the beginning of the work, and for each question these values were added (per column), having 

so the scores. As can be seen in Graph 1, the variables that obtained the highest scores were 

statements Q6.1 (I have a great relationship with my supervisor) and Q4.1 (I like to work in a 

dynamic environment), both with 425. From these results, we can conclude that the 

interviewees feel happier when they have a great relationship with the supervisor in addition 

to the environment that has more energy and movement. 

On the other hand, the statements that had the lowest score, that is, the questions that 

the interviewees disagreed with most, were Q1.2 (I prefer to work alone) and Q5.2 (I have 

insecurities and I prefer other people to take risks), respectively, with 193 and 202. That is, 

when the interviewees work alone, they feel less satisfied, this can be explained by being from 

the sales sector and thus the preference for an environment with more iteration and other 

people. And when participants take risks instead of leaving it to others, it makes them happier. 
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Graph 1 – Score of happiness per question 

 

Continuing with the analysis through the scores, this time it will be calculated from the 

people interviewed. The calculations were made in the same way as described above, but 

having the sum made per line, as it represents happiness / satisfaction per individual. In Graph 

2, we see that the maximum points obtained were 254, within 280 possible (since there are 40 

questions that measure happiness and if he fully agrees - which represents 7 on the scale - with 

all of them he would have 280). But we can also see that the great majority is between 200 and 

240, that is, in general, many agreed even if it is “slightly agree” with the situations described 

by the questionnaire statements. 

However, there was an individual who obtained the score of 80, thus being the lowest 

value recorded, in addition to two others who were below 100 and consequently being quite 

distant from the others. This may have happened due to the fact that they disagree with some 

statements, that is, depending on the statement, it does not bring happiness or satisfaction - this 

could be attributed to their current status at work. 
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Graph 2 - Score of happiness per person 

Descriptive Analysis on Productivity 

In this section, an analysis will be made only with the questions that describe the 

perception of productivity, this will be given through the scores. As can be seen in Graph 3, 

the variables that obtained the highest scores were statements Q13.2 (A cozy work environment 

makes me more motivated and less stressed) and Q10.3 (Monetary recognition motivates me) 

with 419 and 319, respectively. From this, we realize that a more comfortable and cozy work 

environment makes them more productive and when the work is recognized on the financial 

side, productivity increases as well. 

In contrast, questions Q14.3 (Sometimes I feel exploited by my work) and Q15.3 (I 

don't mind working for a relatively low salary if I love what I do) had the lowest scores with 

246 and 257, respectively. This tells us that the participants disagreed more with these two 

statements and therefore when they think they are being exploited, it will make them less 

productive as well as that, even loving what they do, if they do not have a salary to compensate 

for the work, it will make them less prone to be productive. 
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Graph 3 - Score of perception of productivity per question 

 

Moving forward with the analyzes, now we will consider the people interviewed 

through the scores of the perception of productivity. The calculations were made in the same 

way as described above, but having the sum made per line, as it represents the perception of 

productivity per individual. In Graph 4, we see that the maximum points obtained are between 

100 and 110, that is 106, within 112 possible (since there are 16 questions that measure 

productivity and if the participant strongly agrees - which represents 7 on the scale - with all 

of them he would have 112) . But we also see that the vast majority is between 80 and 100, that 

is, in general, many agreed, be it slightly, partially or strongly, with the situations described by 

the questionnaire statements. 

On the other hand, there were two individuals who obtained a score of 20, thus being 

the lowest value recorded, in addition to two others who were below 50 and consequently being 

quite distant from the others. This may have happened because they disagree with many of the 

statements, that is, depending on the statement, it does not bring a perception of productivity 

for the interviewee. 
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Graph 4 - Score of perception of productivity per person 

Results Consistency Analysis 

In this section, the questionnaire's internal consistency will be evaluated using 

Cronbach's alpha coefficient, which was studied by Lee J. Cronbach in 1951. The purpose of 

this index is to give a measure of reliability of the internal consistency of a test or scale, that 

is, to evaluate the extent to which all items of an instrument measure the same concept or 

construction and, therefore, check the correlation of the items in the test. The value is given as 

a number between 0 and 1 and this index must be calculated before a test can be used for 

research or examination purposes to ensure validity (Almeida et Al., 2010; Tavakol et Al., 

2011). 

According to Tavakol et al. 2011, a low value of the alpha coefficient may be due to a 

low number of questions, low correspondence between items or heterogeneous structures and 

therefore the acceptable values of the alpha must be between 0.70 and 0.95. 

To calculate the value of this alpha coefficient, every answer must be transformed into 

scores. According to Vieira (2015), this calculation is made using the following formula: 
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𝛼 = 𝑘
𝑘−1

(1 − ∑ 𝑆𝑖
2𝑘

𝑖=1
𝑆𝑠𝑢𝑚

2 ). 

Where k is the number of items; n is the number of respondents, 𝑆𝑖
2 is the is the variance 

of people's n scores to i-th item (i = 1, ..., k); and 𝑆𝑠𝑢𝑚
2  is the variance of the total scores of each 

respondent (Vieira, 2015). 

Therefore, in Table 3, we have the calculated value of Cronbach's Alpha for each 

question. With that we realized that the vast majority of the values are above 0.7, that is, the 

questions have, at least, a good measure of reliability. We also see that there are two critical 

values from questions Q5 and Q14, but nothing that interferes with the overall result as this 

index was calculated for the questionnaire as a whole, and the value was 0.93. This means that 

the answers are reliable. 

Table 3 – Alfa de Cronbach by question 

Question Value 

Q1 0,56 
Q2 0,78 
Q3 0,69 
Q4 0,74 
Q5 0,25 
Q6 0,81 
Q7 0,76 
Q8 0,80 
Q9 0,71 

Q10 0,89 
Q11 0,72 
Q12 0,69 
Q13 0,60 
Q14 0,34 
Q15 0,60 
Q16 0,62 
Q17 0,77 
Q18 0,81 
Q19 0,54 
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Correlation Analysis 

We are interested in measuring the degree of relationship between the variables (two or 

more). The calculations associated with correlation analysis play an important application in 

several areas, such as behavioral sciences, statistics, engineering, natural or social sciences, 

among others. This tool has several methods and for each there are assumptions to use them, 

so it is essential to be careful not to use them inappropriately. 

In the literature, the most widely used and disseminated method is Pearson's correlation 

coefficient. However, there are cases in which the relationship between these two or more 

variables may not be linear, or one of them is a discrete variable, in which case another method 

should be used to calculate the correlation coefficient. Among several existing possibilities, the 

most known and used are Spearman's Coefficient or Contingency. 

In general, this coefficient is represented by the Greek letter ρ and the value will always 

be between -1 and 1, that is, -1≤ρ≤1. The closer the coefficient is to 1, whether positive or 

negative, the stronger the indication that there is a relationship between the two or more 

variables. That is, there are three possibilities when studying the correlation, and applied to our 

context we have to: 

• If happiness and productivity scores almost always increase and decrease together: there 

is a positive correlation (0 <ρ≤1). 

• If the happiness score drops almost whenever the productivity score increases, or vice 

versa: there is a negative correlation (-1≤ρ <0). 

• If increases and decreases in happiness scores have no effect on productivity: there is no 

correlation. 
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In Graph 5, also known as a correlogram, Pearson's correlation coefficient of the 

questions as a whole was calculated, that is, the question Q1 has the items Q1.1, Q1.2 and Q1.3 

as well as Q2 has Q2.1 , Q2.2 and Q3.3 and so on, so each question represents the scores of all 

its items. We can see, in this graph, that there are some groups of variables that are more 

correlated than the others. The highest value found was 0.7 between questions Q17 and Q8, 

which represent, respectively, “Support from co-workers'' and “Training and learning'' in 

addition to others such as Q12 and Q16, being “Equality '' and “Feedback ''; Q8 AND Q12. As 

mentioned, these questions had a value of 0.7, that is, there is a positive correlation and it is a 

value considered strong. Taking Q17 and Q8 as an example, we can see that as the support of 

co-workers grows, it implies an increase in learning and training. In the other case, Q12 and 

Q16, as feedback increases there is also the growth of equality, in which this feeling is 

important for satisfaction and perception of productivity. With regard to Q8 and Q12, all items 

in both questions measure happiness / satisfaction, that is, as you increase training and learning 

you provide greater equality. 

In the correlation graph (Graph 5), it is also possible to notice that many other questions 

have a reasonable influence on the other, that is, values between 0.4 and 0.7. In other words, 

this tells us that there is a positive relationship between the issues, but not as strong as those 

previously mentioned. Even so, as one increases the other, it also increases. On the other hand, 

we only had two cases of negative correlation, which were Q19 and Q13; and Q10 and Q13, 

that is, as one increases the other decreases. Although in both cases, the observed value was -

0.1 which is close to zero, that is, the correlation is considered very weak. 

Regarding the cases that obtained a value of 0 (zero), many of the cases were due to 

rounding, since for visual effect, only 1 decimal place was considered (for more precision, see 

Table 11 on the Appendices). It is also possible that in some cases the interviewees did not 
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answer certain questions and therefore could affect the calculation of the coefficient, since as 

mentioned at the beginning of the analysis section these were replaced by values 0 (zero). 

Graph 5 – Correlogram of scores by question 

 

In Table 4, we have the value of the correlation coefficient (ρ) between the scores of 

the questions that measure happiness and productivity, that is, we observed that the value was 

0.87; therefore, there is a strong correlation between the two variables, that is, as the perception 

of productivity increases, the feeling of happiness / satisfaction also increases. This shows that 

they are positively correlated. When performing the following hypothesis test: 

𝐻0: 𝐴𝑠 𝑣𝑎𝑟𝑖á𝑣𝑒𝑖𝑠 𝑛ã𝑜 𝑠ã𝑜 𝑐𝑜𝑟𝑟𝑒𝑙𝑎𝑐𝑖𝑜𝑛𝑎𝑠 
𝐻1: 𝐴𝑠 𝑣𝑎𝑟𝑖á𝑣𝑒𝑖𝑠 𝑠ã𝑜 𝑐𝑜𝑟𝑟𝑒𝑙𝑎𝑐𝑖𝑜𝑛𝑎𝑠  

We realized that the calculated p-value was less than 0.01, that is, when considering the 

significance level α = 0.05 (5%), we rejected the null hypothesis and therefore there was a 

significant positive correlation. 
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Table 4 – Correlation between Scores of Happiness and Productivity  

Variable Value p-value 
ρ 0.87 < 0.01 

 

ii. Regression Model 

Another way of evaluating the possible relationship between two or more variables is 

through linear regression models. Thus, regression analysis is an area of statistics responsible 

for analyzing the relationship between a variable called as a dependent variable, also called a 

response variable, and other variables (one or more) named as independent or explanatory 

variables. The relationship between them is characterized by a mathematical model which 

associates the dependent variable with the independent variables. This model is called a simple 

linear regression model, where a linear association between the response variable and an 

independent variable is defined. If the model incorporates more than one independent variable, 

it is called as a multiple linear regression model (Morettin & Bussab, 2013). 

In simple linear regression model, we will study the linear relationship between the 

Scores of Happiness / Satisfaction (X) and Perception of Productivity (Y), where the first will 

be our explanatory variable while the second will be the answer. For this analysis, the data 

referring to the Scores were organized as follows: 

(𝑥1, 𝑦1), (𝑥2, 𝑦2), … , (𝑥𝑛, 𝑦𝑛), 

where n is the sample size, in this case 66. Based on this, in Graph 6, we have the 

dispersion diagram between the variables. We can see that there is a linear trend and therefore 

we can use linear regression. And in this case, the higher the happiness score, the greater the 

perception of productivity. 
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Graph 6 - Relationship between scores of variables 

 

The simple linear regression model is given by the equation (1) 

𝑌 = 𝐸(𝑌|𝑋 = 𝑥) +  𝜖 =  µ +  𝛽𝑥 +  𝜖 

Where: 

Y - response or dependent variable 

X - explanatory or independent variable 

µ - regression coefficient, which characterizes the intercept 

β - regression coefficient, which represents the slope / slope of the line. 

ϵ - random or stochastic error, which includes all influences on the behavior of variable 

Y that cannot be explained linearly by the behavior of variable X; 

Note: The parameters α and β are unknown and these are the ones we want to estimate. 
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From equation (1), given n observations we have 𝑥1, 𝑥2, … , 𝑥𝑛,, and therefore we 

consequently obtain n random variables 𝑌1, 𝑌2, … , 𝑌𝑛 and, therefore satisfies the equation, 

𝑌𝑖 =  𝐸(𝑌|𝑋 = 𝑥𝑖) +  𝜖𝑖 =  µ +  𝛽𝑥𝑖 +  𝜖𝑖 
 

It is assumed that  𝜖𝑖 are independent v.a.’s with zero mean, 𝐸( 𝜖𝑖|𝑋 = 𝑥𝑖), and variance 

𝜎²,𝑉𝑎𝑟( 𝜖𝑖|𝑋 = 𝑥𝑖)  and that they have a normal distribution. 

Collected a sample of individuals of size n, we will obtain n pairs of values (𝑥𝑖, 𝑦𝑖), 

with i = 1, 2, . . ., n, which must satisfy the following model: 

𝑦𝑖 =  µ +  𝛽𝑥𝑖 +  𝜖𝑖 ,  i=1, 2, ..., n. 

So, given that we have the model defined, we need to find the values of the unknown 

parameters α and β. For this, there are two well-known and used methods, they are: least 

squares method (Morettin & Bussab, 2013) and the maximum likelihood method. We will use 

the software R-studio version 3.5.3, through the function called lm () to estimate both 

parameters. 

In Table 5, we have the estimates and with these results, the adjusted model equation 

is given by: �̂�𝑖 =  1.55 +  0.39𝑥𝑖, 𝑖 = 1,2, … , 56. With that, we can conclude that for each point 

in the Happiness / Satisfaction Score, the average time for the notion of productivity increases, 

in the score, by 0.38 units.  

After obtaining the parameter estimates, it is necessary to verify whether the postulated 

linear model is well adjusted or not, that is, whether it is adequate or not, given the assumptions 

we made about it. To that end, initially, we will check if the dependent variable (Score 

Happiness) is significant or not to explain the response variable (Score Productivity) and for 

that we will make the following hypothesis: 
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𝐻0: 𝑡ℎ𝑒 𝑝𝑎𝑟𝑎𝑚𝑒𝑡𝑒𝑟 𝛽1 = 0, 𝑡ℎ𝑎𝑡 𝑚𝑒𝑎𝑛𝑠 𝑖𝑡 𝑖𝑠 𝑛𝑜𝑡 𝑖𝑚𝑝𝑜𝑟𝑡𝑎𝑛𝑡 𝑓𝑜𝑟 𝑡ℎ𝑒 𝑚𝑜𝑑𝑒𝑙 

𝐻1: 𝑡ℎ𝑒 𝑝𝑎𝑟𝑎𝑚𝑒𝑡𝑒𝑟 𝛽1 ≠ 0, 𝑡ℎ𝑎𝑡 𝑚𝑒𝑎𝑛𝑠 𝑖𝑡 𝑖𝑠 𝑖𝑚𝑝𝑜𝑟𝑡𝑎𝑛𝑡 𝑓𝑜𝑟 𝑡ℎ𝑒 𝑚𝑜𝑑𝑒𝑙 

According to the aforementioned hypothesis, in order for us to consider the variable as 

important for the model, our aim is to reject the null hypothesis called 𝐻0, that is, accept 𝐻1 

and we will reject 𝐻0, when the p-value is less than than the level of significance (called α) 

chosen, in our case α = 0.05. In Table 5, through the column called Pr (> | t |), we see that the 

value highlighted in red is a very small number, that is, it is less than 2e-16 so we will reject 

the null hypothesis. Therefore, we conclude that the Happiness Score coefficient is important 

for the proposed model. On the other hand, the intercept had a p-value greater than 0.05 so we 

will not reject the hypothesis and, therefore, it is not important. Then our estimated model will 

be given by: �̂�𝑖 = 0.39𝑥𝑖, 𝑖 = 1,2, … , 56. 

Table 5 – Summary of simple linear regression model 

Coefficients Estimate Std. Error t value Pr(>|t|) 
(Intercept) 1,55735 5,80979 0,268 0,79 

Happiness Score 0,38609 0,02621 14.731 <2e-16 
 

Continuing with the analyzes to verify whether the model is well adjusted or not, there 

is another important statistic, called adjusted R  (R-squared adjusted), and this represents the 

percentage of the response variable variation that is explained by the linear model , that is, how 

much the productivity score variable is described by the happiness score. This value will 

always be between 0 and 1 (or 0% to 100%) and in general, the higher the adjusted R-square, 

the better the model fits your data. In Table 6, we can see that this value was approximately 

0.77, that is, this adjustment explained 77% of the possible 100% and this value is considered 

satisfactory, so we have indications that this model is good to describe what we want. 
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Table 6 – Value of Adjusted R-squared 

Adjusted R-squared 

0.7687  

Given that we are managing to proceed with the verification of the model, that is, 

whether it is good or not, we have another important factor to analyze, which is the p-value 

given in Table 7, and through this table we realize that the value is less than 2.2 e-16, and 

therefore we will reject the hypothesis that the model, at first, is not good. Therefore, we can 

continue with the analysis to verify the adequacy of the model. 

 Table 7 – Value of p-value 

p-value: 
< 2.2e-16 

In order to finish the investigation on the verification of whether the model is suitable 

or not, it is necessary to carry out a diagnostic analysis, that is, we will examine whether the 

assumptions we initially made are correct or not, as for example, will the errors be independent 

and identically distributed and whether they have normal distribution or not. For this, we have 

Graph 7 and through the graph called “Normal Q-Q Plot” we realize that the points are around 

the drawn line, and this indicates that the residuals (are the estimated 𝜖𝑖) have normal 

distribution. The Histogram of Residuals chart has a bell-like shape. 
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Graph 7 – Analyzing Residuals 

  

In Table 8, we show the result of the null hypothesis test that the residuals are 

independent versus the alternative are not independent. So, we do not reject the null hypothesis 

because the p-value was greater than 0.05 and, therefore, the errors are independent. 

Table 8 – Test of Independence or Residuals 

p-value 

0.5877 

iii. Conclusion 

In the descriptive analyzes we noticed that the questions, in general, had a negative 

asymmetric distribution, so most of the participants agreed with the statements, that is, the 

statements if they happened made them happy. Both on issues that were related to happiness 

and productivity, both had respondents who disagreed with some statements, which made the 

individual have a low score. To validate the questionnaire and verify that the answers were 

consistent, we calculated the Cronbach's alpha and concluded that they were consistent and 

therefore having the value within what the literature claims to be. 



 79 

In the correlation analysis, we first checked the correlations between the 19 questions 

and concluded that it had significant values and others that had a very low value. Later we saw 

that the productivity and happiness scores had a positive correlation and when performing the 

hypothesis test, we found that the relationship between the two was significant. After that, we 

adjusted a simple linear regression model to measure how much the happiness score variable 

influenced the productivity score and concluded that there was a significant contribution. We 

also saw that the proposed model obtained good results and it was validated after the diagnostic 

analysis. 

Finally, we were able to conclude that happiness / satisfaction has a significant impact 

on the perception of productivity. 

5. Chapter Four: Discussion  

a. Discussion 

Productivity of sales teams is one of the most – if not the most – important aspect when 

assessing the results of sales. Successful sales require a set of attributes to be well performed, 

among them good verbal and written communication, empathy, persuasion skills and 

friendliness. In order to pursue the aim of this study, we wanted to find out if possessing all the 

required skills that are considered to be essential to perform sales successfully would be enough 

to generate productivity, or if other aspects might play a part in affecting productivity – in this 

case, happiness. 

The results of this study suggest that there are a few main factors that are considered 

extremely important by sales people when it comes to motivation and perceived productivity 

within the workplace. Warr (2007) described the following factors as central to workplace 

happiness: positive interaction with other people; manageable workload and goals; a conviction 
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that we are doing something meaningful; a diversity of assignments, skills or locations; some 

personal control – flexibility and latitude in decision-making; encouraging and considerate 

supervision; a sense of participation in changes; opportunity to use and learn personal skills; a 

fairly clear role; acknowledgement of achievements; freedom to express ideas and be heard; 

sense of job stability; equality – mutual values, justice, lack of discrimination; secure and 

comfortable surroundings; doing a job that is respected and valued by the organization and 

society.  

Based on those findings, this study verified that, indeed, interactions with co-workers, 

diversity of assignments and locations, attentive supervision, acknowledgement of 

achievements, clear role, freedom of speech and equality among peers have a considerate 

influence on one’s happiness within the workplace. It was found, however, that active 

participation in changes, greater meaning in the work, and sense of job stability were not 

considered essential to increase happiness among sales professionals. This might be given to 

the fact that a lot has changed in terms of family structure, lifestyle and perspective of the future 

in the past 10 years – since Warr’s study has been published in 2007.  

Through the statistical analysis, it has been verified that sales people feel happier when 

they have a great relationship with the supervisor, in addition to an environment that has more 

energy and movement. This could be given to the fact that respondents work in the sales sector 

and, thus, have the preference for an environment with more interaction with other people. The 

analysis also showed sales people to be happier when taking risks instead of leaving it to others.  

It was also found in this study evidence that sales people become happier and highly 

motivated by recognition of achievements in form of prizes and monetary compensation, as 

well as the perspective of having payment rises and promotions. Giving and receiving feedback 

from supervisors and co-workers, having a comfortable working space, and working for a 
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company that value integrity and ethics has also been found to be predictors in increasing one’s 

happiness within the workplace. 

In regard to the questions assessing the perception of productivity of sales people, it has 

been found that a more comfortable and cozy work environment makes sales teams more 

productive, and when participants have the perspective that their achievements will be 

recognized with monetary compensation, productivity increases as well. 

The results of the analysis also suggest that, when sales people think they are being 

exploited, they become less productive. In addition, it has been found that even if sales people 

love what they do, if they do not feel like they are being fairly compensated monetarily, they 

will be less prone to be productive. 

The results of this study show evidence that positive emotions – in this case happiness, 

job satisfaction and motivation – have a significant impact on the productivity of sales teams. 

The scope of the this study was not as broad as to consider all the other departments of a 

company, but we now do have the foundation to believe that positive emotions can and might 

affect the performance of several other sectors across industries. 

During the interviews processes, it became clear that happiness not only affects the 

productivity itself of workers, but that it also increases their job satisfaction, their motivation 

and their overall well-being – inside and outside the workplace. This research can be an 

antecessor for several other topics that may arise from the evidence that positive emotions do 

have an actual effect on performance and productivity. 

Moreover, it is interesting to consider the array of possible measures to be taken within 

companies and sales teams to increase happiness within the workplace. Companies might find 

appealing to invest, implement or develop their positive organizational behavioral practices. 
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The application of positively oriented human resource strengths and psychological capacities 

that can be measured, developed, and effectively managed for performance improvement could 

be of great utility for sales teams that are unenthusiastic, or even as a productivity booster for 

sales teams that are already top performers. Although outside the scope of this study, further 

exploration on the best practices to improve happiness within sales teams would be of great 

contribution both to the academia and to corporations.  

The study has been performed among Brazilians, from a very specific and narrow 

region – comparing to the whole size of the global population – and considered only sales 

people. The findings open an array of opportunities for further research in areas other than 

sales, also considering different locations, cultures, and economic scenarios. 

Further research on the same topic could also deeper explore how exactly happiness 

affects productivity according to industry, gender, age, or professional experience, for instance. 

There is an assortment of possibilities for further investigation of this topic and other themes 

related to the effects of positive emotions in performance, using different indicators.  

b. Study Limitations  

As with any empirical study, there are limitations that need to be recognized. First, the 

study has been made with participants from only three regions – cities – within the state of São 

Paulo, in Brazil. A broader and more varied sample of participants could be studied to expand 

the scope of this study and verify whether the findings might be applicable on a large scale. 

Differences in cultural and economic situations might affect the results according to the place 

where the study takes place. 

Additionally, the study considered only and exclusively 66 sales people of different 

types of industry, those being the financial services, beauty services, insurance services, 
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consulting, entertainment, and metallurgic industry. Considering sales team of a greater scope 

of industries might be necessary to verify if the results would be applicable on a larger scale 

across industries.  

6. Chapter Five: Conclusion 

Some conclusions can be drawn from the results of the analysis. There are several 

aspects that were found to be highly valued by sales people and considered to increase their 

happiness within the workplace – mainly interactions with co-workers, diversity of 

assignments and locations, attentive supervision, acknowledgement of achievements, clear 

role, freedom of speech, equality, dynamic environment and comfortable working space. 

Instead of considering Key Performance Indicators (KPIs) to measure sales outcome, 

for the purpose of this study we have considered each individual’s perception of productivity. 

Therefore, the research measured both happiness and perception of productivity of each 

participant, and afterwards it was found a correlation between those two variables, from both 

directions. 

The study concluded (Graph 6) that, under the circumstances of the participants of this 

research, the higher the happiness score, the greater the perception of productivity. Not only it 

has been observed that happiness leads to increased perception of productivity, but that also as 

the perception of productivity increases, the feeling of happiness and job satisfaction also 

increases. 

Further studies could be done in order to explore whether the same results could be 

obtained considering a different population, from different industries and sectors – other than 

sales, or from different locations. Subsequent researches on this topic could also assess 
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demographic information of participants to explore in depth if and which aspects of an 

individual might affect the results and how. 
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8. Appendices 

a. Tables 

Table 9 - Correlation between Questions 
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b. Figures 

 Graph 8 – Mean of items per question 
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Graph 9 - Observed skew value by question 

 



 95 

Graph 10 – Observed Kurtosis value by question 
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Exhibit 1 

 
 

Exhibit 2 
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Exhibit 3 

SURVEY QUESTIONS 
Topic Measure 
 
Q1. Interaction with co-workers 
Q1.1 I really enjoy interacting with my co-workers Happiness 
Q1.2 I prefer to work alone Happiness 
Q1.3 My co-workers are part of my motivation to work Perception of Productivity 
 
Q2. Workload and realistic goals 
Q2.1 I have no problem receiving high volumes of work Happiness 
Q2.2 I have no problem working for more than 8 hours a day Perception of Productivity 
Q2.3 I find it challenging to receive goals that seem impossible Happiness 
  
Q3. Meaning of the work 
Q3.1 I see the difference that my work makes in my life and that of my clients Happiness 
Q3.2 The essence of my work is important to me Happiness 
Q3.3 I am grateful for my work Happiness 
  
Q4. Diversity of tasks, skills and workplaces 
Q4.1 I like to work in a dynamic environment Happiness 
Q4.2 I like to work outside the office, for example, in external meetings Perception of Productivity 
Q4.3 I like to get out of my comfort zone in relation to my skills Perception of Productivity 
 
Q5. Control and flexibility in decision making 
Q5.1 I like to make decisions and feel powerful Happiness 
Q5.2 . I have insecurities and I prefer other people to take risks Happiness 
 
Q6. Supervision 
Q6.1 I have a great relationship with my supervisor Happiness 
Q6.2 I trust my supervisor to solve my work-related problems Happiness 
Q6.3 My supervisor motivates me Perception of Productivity 
 
Q7. Active voice for change 
Q7.1 I feel motivated when my ideas are heard Happiness 
Q7.2 I already had ideas that were put into practice Perception of Productivity 
 
Q8. Training and learning 
Q8.1 I am always looking for new knowledge, whether personal or 
professional 

Happiness 

Q8.2 I believe that my professional environment provides me with personal 
growth 

Happiness 

Q8.3 I really like it when my company invests in my professional growth Happiness 
 
Q9. Clarity 
Q9.1 My role in the company is clear to me Happiness 
Q9.2 I like to receive directives and have clear tasks Happiness 
Q9.3 I like to follow processes and rules Happiness 
 
Q10. Recognition 
Q10.1 I feel that my value is recognized by my company Happiness 
Q10.2 Competitions motivate me, whether monetary or not Perception of Productivity 
Q10.3 Monetary recognition motivates me Perception of Productivity 
Q10.4 Non-monetary recognition motivates me Perception of Productivity 
 
Q11. Freedom of Speech 
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Q11.1 I feel comfortable expressing my opinion in the workplace Happiness 
Q11.2 I feel that my opinion is not judged by my co-workers Happiness 
Q11.3 I feel that my co-workers take my opinions seriously  Happiness 
 
Q12. Equality 
Q12.1 I have already felt or witnessed some kind of inequality at work Happiness 
Q12.2 I feel that there is respect between hierarchical levels in my company Happiness 
Q12.3 I am intolerant of injustices at work Happiness 
 
Q13. Physical workspace 
Q13.1 My physical work environment affects my mood Happiness 
Q13.2 A cozy work environment makes me more motivated and less stressed Perception of Productivity 
Q13.3 Noise, mess and distractions hinder my performance Perception of Productivity 
 
Q14. Work respected and valued by society 
Q14.1 I recognize that my work adds value to society Happiness 
Q14.2 My family and friends support my work Happiness 
Q14.3 Sometimes I feel exploited by my work Perception of Productivity 
 
Q15. Salary Raise 
Q15.1 I would work twice as hard if I knew about the possibility of a salary 
increase 

Perception of Productivity 

Q15.2 I don't mind working with commission only, without a fixed salary Perception of Productivity 
Q15.3 I don't mind working for a relatively low salary if I love what I do Perception of Productivity 
 
Q16. Feedback 
Q16.1 I highly value receiving and giving constructive feedback Happiness 
Q16.2 I highly value receiving and giving praise when deserved Happiness 
Q16.3 I don't take criticism very well Happiness 
 
Q17. Support from coworkers 
Q17.1 I am always available when someone on my team needs help Perception of Productivity 
Q17.2 There is always someone available on my team when I need help Happiness 
Q17.3 The encouragement and empathy of my co-workers are essential for me Happiness 
 
Q18. Integrity and ethics 
Q18.1 I do not tolerate anything that goes against my moral values within a 
company 

Happiness 

Q18.2 I would report a colleague if I knew he was doing something wrong 
within the company 

Happiness 

Q18.3 I would quit my job if I knew that my company is involved in illegal 
activities 

Happiness 

 
Q19. Trust and respect 
Q19.1 I wouldn't resent being fired from my company for a neutral reason Happiness 
Q19.2 I would not share confidential information about my company with 
anyone 

Happiness 

Q19.3 I feel respected and I trust that my company would defend me if one 
day it was necessary 

Happiness 
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Exhibit 4 

INTERVIEW GUIDE  
 
• Interaction with other people 

o Do you like to interact with other people at work? 
o How would you feel if you would work in an environment where you do not have much 

contact with colleagues? 
o Do you feel like your peers motivate you to come to work in days when you are not in a 

good mood, or when you are not in a very good professional situation? 
• Workload and realistic goals 

o How do you cope with high workloads? 
o Do you think that receiving a lot of tasks is a good sign of your potential? 
o Do you see that as overwhelming or challenging? 
o What do you think when your boss sets goals that seem unrealistic to you? Do you find it 

impossible or do you accept the challenge? 
• Meaning  

o Do you feel like your job/tasks make a difference in your life or in someone else’s life? 
o Is your job important to you? Why? 
o Do you feel grateful for your position and the tasks you perform? Do they give you a sense 

of self-fulfillment?  
• Diversity of assignments, skills or locations 

o Do you enjoy doing various tasks or do you prefer to focus only on the same kind of 
activity? 

o How do you feel when you need to work outside your usual environment? Going to 
meetings outside the company, for example?  

o How do you feel when your job requires you to use skills that are out of your comfort zone, 
or skills that you do not use frequently? 

• Control and flexibility over decision making 
o If your boss gives you the power to make an important decision for your team, how do you 

feel about it? 
o Do you like to have the security of someone making decisions, so you do not take risks? 
o Give me an example of when you had to make a decision. What was the outcome? How did 

that make you feel?  
• Encouraging and supportive supervision 

o How is your relationship with your supervisor? 
o How would be the ideal supervision to you? 
o Did your supervisor already made you feel demotivated? How did it happen? Or did he 

make you feel motivated? How? 
o Do you trust your supervisor to get you out of trouble if needed? 
o Do you consider your supervisor your friend? Why? 

• Participation in changes 
o Have you ever had an idea that was accepted and implemented at work? 
o How do you feel when your company proposes new ideas and they are implemented? 
o Tell me about something you would change at your company if you could, and how that 

would make you feel. 
• Learn and use personal skills 

o Are you someone always seeking for knowledge and personal growth? 
o Do you think that the professional environment is a place of personal growth too, instead of 

only professional? 
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o Do you feel like your peers help you in your personal growth? 
o Have you learned new skills in your company in the last year? Which skills were those (if 

yes)? 
• Clear role 

o Having a clear role and specific tasks give you security? 
o Do you like to follow directives or you would prefer to have “open responsibilities” that 

change according to demand? 
o Do you feel confused sometimes about your role in the company and what is your value to 

the company? 
• Acknowledgement of achievements 

o Do you feel like your value is recognized in the company? 
o Tell me about a time that you were recognized for your work. Did that motivate you? 

Why? 
o Do you feel motivated with competitions? 
o Do you like to be recognized by superiors and colleagues or you feel like your own 

approval is enough? 
• Freedom to express ideas and be heard 

o Do you feel “shy” when you have to express thoughts and ideas? 
o How do you feel like sharing your opinion with your colleagues? What about with your 

superiors? 
o Do you feel like your ideas are taken seriously when you share them? How do you feel 

about it? 
• Job stability 

o How would you feel if you were fired today? 
o How would you feel if there was a 25% decrease in your salary, or if you were demoted? 
o Do you prefer to grow in your career steady but slowly, or quickly, but taking many risks? 

• Equality 
o Have you ever felt any kind of prejudice within your work? 
o What would you do if you realize that all of your colleagues (who do the same thing as 

you) are receiving a salary raise, but you are the only one who remains with the same 
salary? 

o How do you feel about the hierarchical levels at your company and how people treat lower 
positions? 

• Comfortable working environment 
o Tell me how you perceive your office (physically) 
o If you could, what would you change in your office in order to make it more cozy and 

comfortable to work at? 
o Do people speaking loud, distractions and mess bother you? 

• Role respected and valued by society 
o What do you think your jobs adds to society? 
o How is your job viewed by your family and friends? Has it always been like this? 
o How would you feel if people started to make fun of your job? 
o How would you feel if people start to tell you that you are exploited, that you work too 

much and gets too little $$? 
• Payment rise 

o If your boss tells you about the possibility of a bonus or salary raise, what is your 
immediate though and which immediate action would you take to prove that you deserve 
it? 

o Would you be comfortable at a job that has no fixed income for unlimited period? 



 101 

o Would you still do your job if your initial salary would be relatively high, but you would 
know it would never be raised? 

• Mutual feedback 
o How do you feel when your supervisor gives your constructive feedback? 
o How do you feel when a colleague from lower position than you gives you constructive 

feedback? 
o Do you compliment others people work when you think they deserve it? Why? Why not? 
o Do you give constructive feedback to people when you think they deserve it? Why? Why 

not? 
• Co-workers support 

o Imagine you have a great achievement at work. Some people congratulate you, and others 
are envious. How do you feel about both of those groups? Do you get upset with the people 
who do not support you? 

o If one of your colleagues is in need for help, will you help them? Why? 
o Do you consider yourself a team player? Why? 

• Integrity and ethics 
o What would you do if you find out one of your colleagues is doing something illegal within 

the company? 
o Now what would you do if you find out that your company is doing something illegal, and 

that you are indirectly supporting and condoning with that, even before knowing? 
• Trust and respect 

o Imagine that you are fired from your company without apparent reason. One of your 
friends then is called for an interview in the same company, and comes to ask your opinion 
about the company. What do you do? 

o Imagine that your company is in a very bad financial moment. They say they will need to 
decrease everybody’s salary, but they expect to recover in 6 months, and then they will 
give substantial increases in salary to everyone. How do you feel about it? 

o If you are fired from your company, and one of the competitors propose to give you job, 
but you would need to disclose some internal information about your previous company. 
What do you do? 

 


