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Background: Although research has traditionally shown that resource diversity is the best strategy
to increase well-being, the mechanism of hedonic adaptation and stabilizing well-being and the ways
to achieve it is still a hot challenge among researchers.

Aims: The general purpose of this study is to identify methods of stabilizing career well-being, in
other words, identifying resources that directly or indirectly increase well-being and effectively
prevent adaptation to organizational stimuli.

Methods: The statistical population is the employees and managers of the National Iranian Gas
Company in Tehran. A researcher-made questionnaire whose validity and reliability derived by
literature (Humphery et al., 2007 & Luthans, etal., 2007) was sent through the organization's internal
network, and 396 people completed it. Multimodel analysis adapted to explore the links between
variables/resources and career well-being. The data were analyzed by structural equation modelling
using the partial least squares method. Finally, the best model was selected using the criteria of the
structural equation method.

Results: Examination of different models showed that individual factors/ psychological capital (path
coefficient =.358 and t = 3.606) and intentional activities/ professional virtues (path coefficient =.458
and t = 5.452) are directly related to well-being, but Environmental resources linked to it through the
mediation of professional virtues (intentional activities). It can be said that unlike individual sources
and intentional activities, diversity in work environment (social virtues of work) resources do not
have a direct impact on improving organizational well-being.

Conclusion: These findings indicate that employees adapt to the environmental factors of work
(social virtues of work), so diversification of resources through professional virtues is a better
strategy to make employees' job well-being sustainable.
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Introduction

Scholars in different disciplines have focused boost
well-being as an individual and social goal, but
controversies have remained on its nature, whether it
is hedonic or eudaimonic (Diener et al., 1997; Ryff,
1989; Waterman, 1993), and its sustainability (Diener
etal., 2006; Lyubomirsky et al. 2005 & Sheldon et al.
2018). Variety is the best strategy to boost individual
well-being (Sheldon et al., 2013). Lyubomirsky et al.
(2005) proposed that individuals could improve their
happiness by engaging in intentional activities that
yield variety in life.

The set-point theory is a hot challenge for improving
well-being. It states that individuals have an innate
tendency to experience a fixed level of well-being
(Brickman & Campbell, 1971). As a rule, people
adapt to constant stimuli so, well-being could not be
affected permanently or sustainably. Thus researchers
proposed a variety of stimuli as the solution to keep
well-being at a high level. There are studies
investigating the effects of genetics and
environmental factors on job satisfaction (e.g. Arvey
etal. 1991, Brief & Weis, 2002). But there is little on
career well-being sustainability. Although it is
proposed that varied intentional activities fight
directly with adaptation and help the sustainability of
well-being (Lyubomirsky et al. 2005), there is no
evidence about the effects of organizational factors on
it. It is not clear if employees adapt to job sources of
well-being too and which sources fight directly with
adaptation. If a stimulus/resource shows a positive
and direct relationship with well-being, then it
directly fights adaptation too.

Although the diversity of resources is critical to well-
being, research evidence suggests that it is systematic.
Martella (2014) discusses the how of or the process
of emergence of well-being in employee relations. He
identified four interrelated systems in the
organizational context for the emergence of well-
being. The Hedonic Adaptation Prevention (HAP)
model developed by Sheldon et al. (2013) discusses
adaptation and proposes the ways to prevent it for
sustainable well-being. Thus, in addition to variety,
attention to the processes is also worthy for well-
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being. So, the connection of some resources with the
well-being of employees may not be direct/simple
relationship. In other words, it may be indirect or
through some mediators. It is worthy because
inappropriate stimuli might be applied to improve
well-being that causes ineffective results. Therefore,
knowing the direct or indirect relationship of
resources with well-being prevents errors with regard
to well-being.

Shreds of evidence show that the nature and
dimensions of well-being vary in different contexts
(Diener et al. 2018, Zheng et al., 2015). For example,
context-based metrics have been developed to
measure career well-being (Kazemi 2017; Martella,
2014). Recently, Rangriz et al. (2021) have developed
a context-based study of Career/job or organizational
well-being and its resources. Their findings are
suitable for this study. Using the grounded theory
approach, they concluded that the career well-being
of employees consists of three professional,
reflective, and relational pleasures. Professional
pleasures are satisfaction and psychological feelings
related to the profession and expert at work.
Reflective pleasures refer to feelings derived after
success in work activities and knowledge of results.
Relational pleasure is feelings about the relationships
with managers and colleagues in the work
environment. They also introduced three main
antecedents of well-being: 1- Professional virtues of
the work, 2- social virtues of work, and 3-
psychological capital, as the sources of well-being.
These sources are compatible with Lyubomirsky's
(2005) intentional/practical activities, genetic, and
environmental elements, respectively. Thus, Rangriz
et al.'s (2021) findings in the organizational context
provide a suitable structure and platform to test
Lyubomirsky et al. (2005) wholistic model of
sustainable well-being.

Method

Research strategies should be suitable to the
objectives of each research. "mediation is an
attractive methodology as it can shed light on
complex relationships between two variables through
a third mediating variable” (Zigler & Ye, 2019).
Understanding  which  organizational  sources
indirectly linked with well-being and its mediator is


http://dx.doi.org/10.52547/JPS.20.104.1295
http://psychologicalscience.ir/article-1-1274-fa.html

[ Downloaded from psychological science.ir on 2021-12-13 ]

[ DOI: 10.52547/3PS.20.104.1295 ]

Monthly Journal of

helpful to boost well-being or make it sustainable. We
measured the current status of the perceived amount
of sources available and well-being in the individuals.
Since forecasting the highest level of well-being is the
objective, structural equation Modelling (SEM) with
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PLS is suitable for this study. Multiple models were
developed and tested to understand which sources
directly boost well-being and or fight hedonic
adaptation.

Table 1. reliability and validity

Structure/concepts Dimensions Mean Std. Deviation AVE Cor_npqs_lte Cronbachs
Reliability Alpha
skill 3.2240 0.59868 0.600443 0.913039 0.888675
diversity 3.1155 0.67181 0.689667 0.898726 0.849444
Profesional virtues Work identity 3.2525 0.65232 0.769278 0.909092 0.849909
autonomy 3.3542 0.66730 0.677361 0.893446 0.841693
effort 3.1515 0.69521 0.728496 0.889477 0.813582
. . Emotional effort 3.4823 0.72835 0.682841 0.86551 0.770827
Paenelegiel CEpEl Personal background ~ 3.5208 0.65582 0569219  0.840256 0.747483
social support 3.2064 0.71567 0.729759 0.915215 0.87628
interdependencies 3.3333 0.73145 0.752078 0.900451 0.83405
Social Virtues of Work jl_Jstice 3.0322 0.74550 0.715262 0.909485 0.867428
work life balance 2.9830 0.66599 0.619347 0.865974 0.792846
cooperation 3.0985 0.72419 0.77257 0.910577 0.852498
valueing 3.1182 0.70626 0.704742 0.922659 0.895149
professional pleasure  3.6606 0.60123 0.558324 0.862678 0.799949
Organizational/Career Well-being reflective pleasure 3.6692 0.69537 0.732359 0.891402 0.817334
relatinal pleasure 3.7443 0.56266 0.58507 0.846871 0.753232

A Questionnaire was designed based on the sources
and well-being dimensions in Rangrz et al.'s (2021)
research. The variables of the antecedents of well-
being had an analogy with Humphery et al. (2007) in
professional and social virtues and Luthans et al.
(2007) for psychological capital. Well-being
dimensions had an analogy with Kazemi's (2017)
occupational social well-being and Hackman and
Oldham's (1980) psychological states. It ensures the
context validity of the variables in the questionnaire.
Data gathered from the sample confirmed the validity
(outer loadings>.5 AVE>.5 and Cross-Loading
showed that each item had the highest loading with
its structure) and reliability (Cronbach's alpha and
composite reliability (CR) all higher than.70) of the
guestionnaire.

The sample and site for the study were employees /
experts and middle managers from different
departments of the Iranian National Gas company in
Tehran. According to a rule of thumb, ten times the
number of paths leading to the target variable, the
sufficient number of samples to predict using the
variance-based method (VBM) for this research in the
highest case (Model 4) is 40 people. But the higher
the number of samples, the more accurate the findings

that ensure the generalization of results in VBM (Heir
etal., 2017 p. 25). The questionnaire was sent through
the company's Local Area Network (LAN) then 396
people completed it.

Results
The first model tests the possible direct relationship

between sources and well-being (Figure 1). The
antecedents of well-being include professional
virtues / intentional activities, social virtues /
environmental factors, and social capital/personal or
genetic factors. Empirical data shows that the
relationship between social virtues (environmental
factors) and organizational well-being is not
significant (path coeff=.149 and t=1.297). Thus its
relationship with well-being in all other models in
figure (2) is assumed indirectly through mediators.
The best model considering the R2 and goodness of
fit (GoF) is model (5). According to model no (5), the
two factors of psychological capital (individual
elements) and professional virtues (intentional
activities) have a direct relationship with
organizational well-being. The relationship between
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social virtues of work (environmental factors) and
well-being is mediated totally by professional virtues
(intentional activities). It shows that the social virtues

Professional Virtues 369 (4.823)
Social Virtues of work -.149 (1.297)
Psychological Capital 330 (3.627)

Vol. 20, No. 104, Autumn(November) 2021

of work explain and predict more than 70% of
professional virtues at work.

-
r Well-being Model 1

L

GoF=.54, R?=.578

Figure 1: Simple Model

Table 2. Demographic information

N Minimum Maximum Mean Std. Deviation
Age 396 28.00 59.00 41.3333 7.16708
Work Experience/Year 396 4.00 36.00 17.1780 7.41026
Work Grade 396 9.00 20.00 15.3712 1.91888

Conclusion

Although there is relatively extensive research on
organizational well-being and its relationship with
organizational performance (Tenny et al., 2016),
there is scant research considering hedonic adaptation
to organizational stimuli concerning sustainable well-
being.

The environmental variables in Lyubomirski et al.'s
(2005) model are uncontrollable macro-level factors.
So, it is not possible to test it at the community level.
Given the fact that controllable environmental
variables and practical intentional activities are
widespread in the workplace, it is possible to inquire
Lyubomirski et al's (2005) comprehensive
sustainable well-being model in this context. The
findings of Rangriz et al. (2021) in organizational
well-being and its antecedents are suitable for testing
the model. Examining the direct and indirect
relationships of resources with job well-being shows
which work elements fight directly with hedonic
adaptation in the workplace and make well-being
sustainable. The possible mediating relationships
between the sources and well-being provides
practical suggestions on how to prescribe resources to
improve the well-being of employees.

Findings clearly show that individual factors
(psychological capital) have a relationship with the

1298

job well-being of individuals. Professional virtues
(intentional activities) in the workplace are directly
linked to well-being too. These findings are in line
with the literature (Luthans et al. 2007; Humphrey et
al., 2007; Boyd & Novell, 2020). Specifically, in
relation to the model of Livomirski et al. (2005), their
findings confirm the effectiveness of practical and
intentional activities of individuals to improve their
well-being. In general, intentional activities have a
direct impact on it both in the workplace and outside
the workplace.

Regarding the effect of environmental factors (social
virtues of work) on well-being, the findings of this
study do not confirm the direct relationship between
these factors and well-being. According to the path
coefficient criterion in Model 1, it can be concluded
that mental adaptation to this source of well-being has
occurred rapidly, which has led to the absence of a
relationship. The evidence in the literature regarding
the impact of social factors on overall and
occupational  well-being is inconsistent and
sometimes contradictory. Some evidence suggests
that adaptation to environmental factors occurs and
these elements will not have a direct relationship with
well-being. The findings of this study are in line with
the literature in terms of adaptation to environmental
factors. Other studies support that the social elements
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of the workplace are the best determiners of career
well-being (e.g. Martella, 2014 and Kazemi 2017). So
it is inconsistent with the literature in that
social/work-related factors are one of the predictors
of well-being. The findings of this study emphasize
that the relationship between the social virtues of
work and employee well-being are indirect (or
through the mediators). It prescribes that social
elements of work reinforce professional factors of

Vol. 20, No. 104, Autumn(November) 2021

Findings in the context of organizations can help to
expand knowledge in other disciplines, especially
social psychology. A study shows that immigrants to
developed counties like Canada had higher well-
being compared to their origin countries. The findings
of this study suggest that such a relationship is
through mediators. The environment of developed
countries promotes some type of activities (through
positive or negative reinforcement) that boost well-

work and improves organizational well-being being. Further research is needed to identify the
through it. effective mediators between macro-environmental
factors and the well-being of individuals.
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Figure 2: Models with mediators
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